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Preface

This is the third in a series of monographs developed by the Rehabilitation
Research and Tralning Center on Supporied Employment (RRTC) at Virginia
Commonwealth University. The aim of the monographs is to assemble into one
volume and disseminate the results of varied RRTC research investigations into the
effects of supported employment on persons with developmental and other severe

disabilities. Like the earlier volumes in this series, the current monograph addresses

the economic and non-economic impact of supported employment participation on
individual workers and the state and local agencies responsible for serving them
However, readers of earlier volumes will recognize subtle and not so subtie changes
in the research areas currently under investigation.

Our previous work focused aimost exclusively on the efficacy of supported
emplcyment as a service delivery aitemative by documenting the success of large
scale efforts io enable individuals with severe disabilities to obtain and maintain
competitive employmeni for the first time. As supported employment has gained
nationwide acceptance as a rehabilitation aitemative, our reseerch efforts are now
directed toward improving the quality of supporied employment services by

identifying obstacles to effective implementation and examining the diiferential effects

characteristics and backgrounds.

Our previous research focused almost exclusively on individuals with mental
retardation served in the individua! placement mudel of supported employment. As
supported employment has expanded, our research efforts have as well - the current
monograph contains investigations embracing indivicuals with traumatic brain injuries,
long-term mental illness, cerebral palsy and other disabilities.  Likewise, the
monograph includes our first empirical examinations of the relative efficacy of group
employment options such as work crews and enclaves in industry. We have also
begun to take a closer look at key characteristics of the jobs held by supported
employment participants. Recent studies reported in the monngraph focus on the

of various types of supporied employment services on individua.s with diverse i
1
|
!

level of integration achieved by supported employment padticipants and the fringe |

\
|




benefits received by workers. We have also begun to expand our attempt to

investigate the roles of varlous professionels in the supported employment
implementation process by examining the attitudas and activities of rehabilitation
counselors and supported employment program r:anagers.

Now more than at any cther time we are indebted to a great many
professionals and consumers whose successes and frustrations are chronicled in
these manuscripts. Our research program is shaped by the advice and guidance we
receive from a variely of sources. Dr. Richard Melia, our project officer within the
National Institute of Disability and Rehabilitation Research, and Fred Isbister of the
federal Rehabilitation Services Administration have encouraged our research progrem
and helped to focus many of our investigations on significant naticnal issues. We
also owe much to the state and local leaders in the supported employment initiative
who share with us their creative solutions to seemingly insurmountable problems and
our academic colleagues around the country who critique otir work and share with us
the results of tneir own investigations. We are particularly indebted to the over 500
employment specialists who have submitted data to the RRTC longitudinal data base.
Their willingness to share the results of their efforts on bahalf of the consumers with
severe disabilities on thelr own caseloads has been a tremendous benefit to other
programs just starting suppoited employinent activities.

While it is impossible to adequately thank everyone who has contributed to
the developed of our recent efforts, there are several individuals in our own state
who have assisted us time and again and without whose support we would be
unable to complete many of our research activities. In particular, Mark Hill, Director
of the Office of Supported Empioyment for the Virginla Department of Mental Health,
Mental Retardation, and Substance Abuse Services, who conceptuallzed much of our
current research program, and George Pugh, Director of the Office of Supported
Employment | and Facility Services at the Virginia Department of Rehabllitative
Services, have been instrumental to the completion of our work. A special thanks is
also extended to the five Regional Consultants in the Virginia supported employment
network, Susan O'Mara, Connle Britt, David Ruth, Geil Markwood, and Harriet Yaffe.
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We call upon them cften to ald us In our work and they always assist us with their
time and expertise.

Within our swn Center, we would like to thank our RRTC colleagues In the
Tralning Division and the demonstration employment programs who remind us
regularly that there Is more to reseaich than p values and Beta weights and who
Identify the timely and soclally relevant Issues to be addressed by our research
program. Within the RRTC Research Divislon, our deepest appreciation is extended
to David Banks, Helen Metzler, Sue Hicks, Nancy Sevold, Daslene Unger, Tracy
Canter, Debra Edwards and Eiizabeth Nugent. They do all the hard work -
collecting and entering data, wiiting the programs, answering questions, proofing
manuscripts, developing tables - and they do it with tremendous skill and dedication.
We are extremely fortunate to have each and every one of them as colleagues.

Finally, we deeply appreciate the work of tiie RRTC staff who participated in
the final preparation of the monograph. Thanks go to Jan Smith, our Rasearch
Administrator, who makas our Center work, Brenda Robinson and Jeanne Dalton tor
thelr word processing and technical skills, and especially Patricia Baker for her work
in formatting the manuscripts In the monograph.
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Within the past five years there has been an enormous amount of attention
focused upon supported employment as an outcome for adults with severe disabilities
who hae been historically unemployed or underemployed (Wehman, 1988). Supported
employment initiatives from the federal government as welt as federal regulations on
supported employment have called upon professionals to emphasize services to people
with the most severe disabilities (OSERS, 1984; Federal Register, 1987). Subsequently,
major five-year grant awards were made in 1985 and 1986 by the Office of Special
Education and Rehabilitative Services to 27 states. The purpose of these awards was
to change, modify, or convert the existing adult servico systems of segregated day
programs for persons with developmental disabilities o industry based pald e gloyment.
A major focus of this effort was to involve people with severe disabiiities who have
historically been considered unemployable in the nation’s labor force.

The systems change demonstration strategy was a bold one. This strategy
called upon vocational rehabilitation, developmental disabilities, and independent day
programs such as the thousands of rehabilitation facilities to rethink their way of
delivering vocational services. Major elements of supported employment which were
stressed In the awarding of the systems change projects were a) pay for real work, b)
integration with nonhandicapped workers, and ¢) an emphasis on placing people with
truly severe disabilities (Beliamy, Rhodes, Mank, & Albin, 1986). These elements
focused on the fact that many persans were in Segregated day programs eaming litils
or nc money. Yet research has shown that they could work in integrated employment
programs using a supported employment model (Kieman & Stark, 1986; Major &
Baffuto, 1989; Rusch, 1986; Vogelsberg & Richard, 1988; Wehman, Hill, Hill, Brooks,
Pendiston, & Britt, 1985).

The purpose of this chapter is to empirically examine supported employment
implementation in Virginia in order to evaluate the success of this program. Specifically,

we are interested in knowing the answers to the foiiowing questions:

0 Who is participating in supported empioyment programs?

o What is the degree of severity, (i.e., functioning capabilities), of
those participating in supported employment?
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0 What impact is supported employment having on the state vocational
rehabilitation program?

0 How many hours per week are supported employment participants
working?
0 What effect is supported employment having on govemnment benefits

received by participants?
0 What type of supported employment modsis are being used?
0 What kinds of wages and fringe benefits are people receiving?
o What types of employment positions are people taking?

o What is the nature of target employee job retention?

In order to answer these questions, an in-depth analysis of the quarteily dzia
submitted by local service providers to the VCU .Rehabilitation Research and Tralning
Center was undertaken. This chapter reports the major outcome measures which have
been reported. However, befcre describing the data management system and program
results, it will be helpful to briefly review the historical basis under which Virginia buiit
supported employment into the state system Hence, what follows is a description of
supported employment development in Virginia and a presentation of the outcome data
assoclated with this implementation.

Supported Emfioyment In Virginla: A Brief Historical Raview

Efforts to redirect center based day support and work oriented services for
persons who are mentally retarded toward supports in the competitive labor market
formally began in Virginia in 1978. The Department of Rehabilitative Services, the
state’s general vocational rehabilitation agency, granted Virginia Commonwealth
University Innovation and Expansion (I&E) funds to research and demonstrate the
feasibllity of placing and maintaining in competitive employment persons traditionally
served in work activity and sheltered work programs. Project Employabiiity operated in
Richmond, Virginia through the I&E grant for three years and provided the foundation
for the job placement, job site tralning, and ongoing feliow-along service model, now
called the supported competitive employment option. Project Employability from 1978
through 1981 also focused on the importance and viability of full participation of the




state vocation:: ;ghabilitation system and the lecal VR ccunselor in generating and
’ supporting non-segregated employment opportunities for persons with severe disabilities
e (Wehman & Hill, 1979; Wehman & Hill, 1980).

In 1981, Virginia Commonwealth University received a three-year Special
Projects grant from the federal Rehabilitation Services Administration to replicate in other
communtties in Virginia the services demonstrated through Project Employability in
Richimond. Replication took place in Norfolk in cooperation with the Eggleston Center,
a private non-profit sheltered workshop, and in Virginia Beach through the city's mental

AR

retardation adult services program. In addition to the replication sites coordinated
thriough VCU, localities such as the City of Alexandria and the County of Fairfax/Falls
Church in Northem Virginia initiated efforts simi'~; *+ Project Employability during the
1981-1984 time period. Facilty grant funds from the Department of Rehabilitative
Services, CETA manpower services awards, and redirection of state and local day
support services funds supported these local efforts. By 1984, persons with severe
disabilities were being supported in competitive employment in the five communities
previously referenced plus Roanoke and Marion in Southwest Virginia {Revell, Wehman,
& Amold, 1984).

The progress achieved in Virginia through 1984 reliod heavily on federal and
state discretionary grants, through short-term manpower funding and through local efforts
to pool scare service funds not specifically targeted for supporting persons with
disabilities in the competitive labor market. It became critically important to move from
grant funding to an interagency funding system based on the service needs of specific
individuals. In Virginia, the state Department of Mental Health, Mental Retardation and
Substance Abuse Services is designated as the state authority for alcoholism, drug
abuse, mental health, and mental retardation services. The delivery of these services
is administered at the local level through a statewide system of approximately 40
Community Service Boards (CSBs). Initiating in 1984 a fee based approach to funding
both tiine limited employment services through the vocational rehabilitation system and
ongoing support service funding through the CSB system required state level

interagency agreement to the concept of shared funding followed by negotiations at the

14




local level to insure services through specific providers for individual clients (Hil! et al.,
1987).
The fee based participation by the Department of Rehabilitative Services (DRS)
in a supported employment service program began in 1984 with the approval of VCU
as a provider of services for which the VR counselor could glve authorization. The
actual shared funding arrangement began' in 1985 with the approval by DRS of five
provider agencies which utilized both time limited VR funds and long-term support funds
provided through Individual Community Service Boards. As of the end of 1988, this

: provider system had expanded to 45 supported employment service agencies with fee
- for service agreements with DRS and commitments for long-term support funding from
Community Service Boards, Approximately 15 of these providers are private non-profit
; sheltered workshops; approximately 19 are operated by CSBs; and the remainder are
specialized non-profit or publicly operated programs involved in supported employment.
In addition to the 45 fee-based agencies, seven agencies are developing supported
4 employment programs through start-up grants and wilt be entering into fee-for-service
‘ agreements with DRS early In 1989,

The Impact of this growth in service capacity on the vocational systam in
Virglnia has been significant. From July 1, 1986 through June 3(, 1987, 210 state VR
clients received time-limited services through the supported employment program; from
July 1, 1987 through June 30, 1988, 492 VR clients recelved these services. Growth

in sponsorship of clients in supported employment by the Department of Rehabilitative

e g e %A AT AR ALz

Services has paralleled participation by the Community Service Board system. As of

B Rt

the end of 1988, approximately 80% of the Boards are actively engaged in funding or

Eppiiyer

directly providing ongoing support services in supported employment. Through state
appropriated funds, DRS initiated in the fall of 1988 a program to serve persons with

e gn3 ekt Ao AN on
SR

physical disabilities in need of supported employment services who are not eligible for
services through the Community Service Boara system.

In September, 1985 Virginia received one of the original 10 state change grants
awarded by the federal Office of Special Education and Rehabilitative Services to

develop a state system of supported employment over a five-year period. Virginia's
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state system has expanded from what began In 1978 as a demonstration effort to
become a truly statewide initiative focused on changing the predominant nature of day
and work services for persons with severe disabilities to community integrated
employment. The Virginia Supported Employment Information System discussed in this
chapter was piloted for one year with 12 start-up grant recipients funded through the
state change grant in September, 1986. Effective October 1, 1987, participation in the
Information System became mandatory for provider agencies recelving fees from DRS
for clients in supported employment service programs. Data submission continues
during the provision of ongoing support services after the termination of VR funded time
limited services.

Virginla Supported Employment Information System

A comprehensive management information system has been developed to.

monitor the employment outcomes of target employees participating in the Virginia
supported employment initiative and to serve as a management and program evaluation
tool. First develcnad as a research data base to evaluate the results of demonstration
programs operated by Virginia Commonwealth University (Wehman & Kregel, in press),
the Virginia Supported Employment Information System (VSEIS) has expanded to track
the progress of the large number of local community-based employment programs
begun between 1985-38 as a result of the state’s supported employment initiative.

As noted earlier, the present system represents a cooperative effort of the
Department of Rehabilitative Services (DRS), the Office of Supported Employment in the
Dspartment of Mental Health, Mental Retardation# and Substance Abuse Services
(DMHMRSAS), the VCU-RRTC, and 45 local programs vendored by DRS to provide
supported employment cervices. The Department of Rehabiiitative Services provides
administrative leadership in the design and implementation of the system. Vendor
agreements with local service providers require the submission of data to the system
as a condition for receiving reimbursement for services. The VCU-RRTC, through a
contract with DRS, is responsible for system maintenance, data analysis, and the
preparation and dissemination of monthly and quarterly reports. Regional consultants’

from the Office for Supported Employment ssrve as liaisons between local providers and
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the RRTC, training local providers in the use oi the system, assisting in the collection

of data, and interpreting technical reports for local agencies and employment specialists.

Purposes of the VSEIS

The VSEIS has been designed to achicve several distinct purposes. At the
state level, aggregate information is used by DRS and DMHMRSAS to document the
scope and effectiveness of supported employment, communicate the resuits of the
supported employment initiative fo state agencles and legislators, provide an empirical
basis for policy formulation and program management, and detect trends and emerging
issues to be addressed as the supported employment Initiative evolves over fime.

At the local program level, the system allows program administrators to track
the growth and progress of their program on a quarter to quarter basis and to compare
the outcomes of their efforts to state and regional averages. Speclalized reports, such
as the Monthly Intervention Report, are designed as management tools that allow
administrators to monitor specific aspects of programs. The Reglonal Consultants from
the Office of Supported Employment make extensive use of the system when providing
feedback to local agencies and designing technical assistance activities.

Since extensive data is continuously collected on each targst employee, as
opposed to aggregated program data, the VSEIS is aiso used to evaluate tne effect of
supported employment participation on individual target employees. The system is
sensitive to subtie changes in an individual's employment situation. Each target
employee can be monitored or a monthly and quarterly basis to guarantee that the
individual maximally benefits from the services received from the supported employment
program.

Overview of the Data Management Process

The /SEIS consists of over 200 data elements, organized into nine data
collection forms. The system provides detailed information on target employee
demographic and functional characteristics, consumer assessment information, the
results of job analyses, comprehensive data on the type of job performed by the
employee, the amount and type of servic.s provided by the suppoited employment

program, supervisors' evaluations of {!ie target employees’ work performance, and
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complete information regarding employment retention and reasons for job separation,
Some data elements are collected one time only, athers are collected on reguiar three
or six month intervals, and still others are collected on a continuous, daily basis.

Regional Consultants train local employment specialists in the use of the system.
Individual employment spedialists are responsible for the completion of all data forms
for each amployee on their caseloads. The data collection forms have been designed
to serve as clinical tools for the employment specialists. For example, the consumer
assessment, job analysis, supervisor evaluation, and cther forms are designed to directly
assist in the job placement, training, and follow-along process.

Data forms are submitted on a prescribed schedule to the RRTC. The scheduie
for data completion is based on a consumer's date of placement rather than a specific
calendar month. This enables data collection to be dispersed over a lengthy period of
time instead of requiring extensive data collection at the end of each fiscal quarter.
Instead of forcing employment specialists to collect and sort large amounts of data
several times a year, data collection becomes a component of the employment
specialists’ daily routine.

Once data Is received by the RRTC, a data management spacialist reviews
each form for completeness, accuracy, and consistency with previously submitted data.
The data management speciallst contacts local programs to clarify and obtain missing
data, then codes sach form for data entry and analysis.

Summary reports are retumed to state agencies and local programs on a
quarterly and monthly basis. All VSEIS participants receive aggregated statewide
reports that contain both numerical tables and graphic depictions of data. Regional
consultants receive both statewide and regional aggregate reports to allow the
comparison of local programs within their specific region. Each of the 45 local providers
receive a quarterly report that details the outcomes of their own agency. All quarterly ’
reports contain complete information on the immediate Quarter, as well as cumulative
information, to allow all participants to monitor the results and growth of an individual

program over time.
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Each individual program also receives a report each quarter that summarizes
the key employment outcomes for each target employee currently receiving services.
This report lists fype of job, wages eamed, hours worked per week, changes in
employment or benefit status, hours of service provided, and other key variables for
each target employee. Another feature of the reporting system is the monthly
intervention report. Each provider receives an individual report each month on each
employment specialist and each target employee. The report details the type of
intervention provided, the amount (number of hours) of Intervention delivered to each
employee by each employment specialist, and the days on which intervention was
provided. The report is intended to be a management tool for program administrators
that enables them to review the activities of employment specialists and monitor the
scope and quality of services provided to each individual target employese.

impact of Supported Employment

As was discussed previousiy, suppoited employment in Virginia was Initiated in
the late 1970s through demonstration programs operated by Virginia Commonwealth
University. Between 1978 and 1985, approximately 250 individuals with mental
retardation were placed into competitive employment and the results of these
demonstration activities have been regulardy reported (Wehman, Hill, Goodall, Cleveland,
Brooks, & Pentecost, 1982; Wehman, Hill, Hill, Brooke, Pendleton, & Britt, 1985;
Wehman & Kregel, in press). In the early 1980s a number of different community
agencles across the state Initiated supported employment programs of their own. In
1985 a dramatic expansion of Virginia's supported employment initiative occurred as a
result of cooperative funding and administrative leadership provided by DRS and the
DMHMRSAS Office of Supported Employment. By 1988, local agencles operated
supported employment programs in all parts of the state.

This section will first chronicle previous research that studied the impact of
supported employment on target workers, employers, and service providers. Second,

information will be presented that summarizes the current status of supported

employment in the state. Third, ongoing efforts to investigate major implementation




Issues such as employment retention, reasons for separation, and the amount and type
of services provided by employment specialists will be discussed.
Previous Research on Supported Employment In Virginia

The VCU-RRTC has engaged In an ongolng research effort to document the
monetary and non-monetary outcomes assodciated with particlpation In supported
employment. In addition to the general outcome studies of all supported employment
participants cited abo've, specialized analyses have been completed that foctised on the
impact of supported employment on specific groups of individuals, such as persons with
severe mental retardation (Wehman, Hill, Wood, & Parent, 1987}, transition-aged
individuals (Wehman, Parent, Wood, Michaud, Ford, Miller, Marchant, & Walker, in
press), and porson2 with traumatic braln injury (Wehman, Kreutzer, Wood, Stonnington,
Sherron, Diambra, Fry, & Groah, 1988).

Numerous other studies have examined more specific issues central to
the success of supported empioyment programs. The relative success of individuals
with moderate and severe mental retardation, as opposed to mild menta! retardation was
investigated through a study of demographilc and functional characteristics that correlated
with long-term employment retention (Hill, Hil, Wehman, Banks, Pendleton, & Britt,
1985). The satisfaction of employers has been studied through an employer attitude
survey (Shafer, Hill, Seyfarth, & Wehman, 1987) and an analysis of suparvisor's
evaluations of the work performance of target employees (Shafer, Kregel, Banks, & Hill,
1988). Other research has inciuded an Investigation of the effects of supported
employment on target employess’ qualily of life (Inge, Banks, Wehman, Hill, & Shafer,
1988) and an examination of the attitudes of target employees’ coworkers (Shafer, Rice,
Metzler, & Haring, in pre~s). Finally, a series of investigations have examined the

economic benefits and costs of supported employment from the perspectives ¢f the
target employees, taxpayers, and society at large (Hili, Banks, Handrich, Wehman, Hil,

& Shafer, 1987; Hill, Wehman, Kregel, Banks, & Metzler, 1987; Wehman, Kregel, Banks,
Hiil, & Moon, 1987).
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Current Status of Supported Employment

Between 1978-88, Virginia's supported employment program had grown from a
single university-based demonstrat'>n program to a statewide system that had served
944 individuals. Eerly placement efforts focused on individuals with mental retardation.
As of September 30, 1988, target employees with mental retardation accounted for
83.1% of all persons participating in supported employment. Over 40% of all individuals
were reported to have a secondary disability, such as cerebral palsy, convuisive
disorders, or hearing, language, or visual impalments. The primary disability of afll
individuals piaced into supported employment is delineated in Table 1.

Table 1
Primary Discbility of Target Employses
(N = 944)

Percentage

Disanily “Emplovess’
Mental Retardation 83.1
Long-Term Mental lliness 8
Traumatic Brain Injury 23
Other Physical Disablitties 15
Leaming Disablity 0.8
Other Neurological Disabilities 0.7
Cerebral Palsy 0.8
Hearing Impairment 05
Visual impalmment 0.5
Autism 04
Convulisive Disonder 03
Other 03

While the overwhelming number of target employees participating in supported
employment remain individuals with mental retardation, since 1987 a trend toward
placing individuals with other primary disablilities has definitely occurred. In 1988, for
example, approximately 20% of ali new placements have been individuals with long-
term mental iliness, and approximately 10% tuve been individuals with traumatic brain
injury. In view of recent policy statements and financial appropriations by various state
agencles, it is likely that in the future Virginia's supported employment initiative will
serve individuals with a variety of different disabilities.
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Another trend that has emerged in 1987-88 is the increasiag number of
individuals with mild menta! retardation who have been placed into competitive
employment. As indicated in Table 2, in 1988 individuals with ii'd mental retardation
accounted for 43% of all persons with mental retardation, while persons wiili moderate
mental retardation represented 38.2% of the persons served. In contrast, 1687 data
(Wehman & Kregel, in press) indicated that 51% of all persons served were I.dividuals
with moderate mental retardation, while only 33% of ali indivkiusis were diagnosed as
individuals with mild mental retardation. The data in Table 2 represent alf ii.dividuals in

the VSEIS with mental retardation as an identified primary or secondary disability.

Table 2

Diagnosed Functioning Level of Employees Lubeled
Hentally Retarded

Functioning L evel Persentage
Borderline 8.6
Mild 43.0
Moderate 382
Severe * .6
Profound 06

Type of Employment Program Since its incepiion in 1978, supported employment
providers in Virginia have been philosophically committed to the use of the individual

placement, or supported work mode! of competitive eraployment (Wehman & Kregel,
1885). The prevalling belief is that the individual placerient model: 1) allows the target
employee maximum choice in selecting a job that moets incividual preferences; 2) offers
the greatast opportunity for target employees to be optimally intsgrated in the workplace;
and 3) allows the individua! to eam competitive wages. While in recent years there has
been a trend toward developing group employment ¢ jtions {e.g. enclaves, work crews)
to accommodate individuals unable to succeed in an individual piacement, the individual
placement approach ,amains the dcminant model in use in the state. In 1988, 83.9%
of all target employees were served in the individual placement model. Table 3
describes the percentage of all target employees working in each of the major supported

empioyment models in the state.
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Table 3
Percentage of Target Employees Working In
Major Employment Models

Type of Percentage of
Employment Programs Target Employees
Individual Placement 83.9
Enclave . 83
Work Crew 6.6
Entrepreneurial 1.2

Wages Eamed and Hours Worked Per Week The average hourly wage for all
positions held by target employees In Virginia from 1978 - 1988 has been $3.64 per

hour. This figure has remained remarkably consistent over time. For example,
Wehman and Kregel (in press), relying on 1986 data, reported an average hourly wage
of $3.56 per hour. it should be noted that some indlvidual placement were made prior
to 1981, when the minimum wage was less than the current level of $3.35 per hour,
a factor that somewhat deflates the overall average.

The mean and range of hourly wages for all employment models Is listed In
Table 4. Wages range from an average of $1.57 per Individual In the entrepreneurial
model to $3.79 in the individual placement model. Wages vary considerably within
specific models. For example, wages for all group employment options range from less
than $1.00 per hour to $5.00 per hour In the enclave modsl. This variabllity Indicates
that sophisticated job development In group employment options can allow some target
employees to eam significant wages.

The cumulative wages earned by all target employees since the Initlation of
supported employment In 1978 has been $6,339,090. Presently, the total eamed by all
Individuals working each quarter averages about $750,000.

Target employees work an average of 28 hours per week. Approximately half

of all Individuals (49%) worked 30-40 hours per week, with 42% working 20-30 hours

H: Tal_}lo . !
ourly Wages for Target Employees In
arlous Employment Models

Employment Programs  Average Hourly Wage Range
individual Placement $3.79 $2.65 - $13.80
Enclave $2.64 $0.77 - $5.00
Work Crew $2.63 $0.58 - $4.91
Entrepreneurial $1.57 $0.50 - $3.35
13
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per week. A small number of individuals (8.3%) worked less than 10 hours per week.
This figure should be viewed cautiously, since some individuals held two or more ]obé
simultaneously that totaled more than 20 hours per week in combination. Table 5
provides a categorical breakdown of the hours worked per week across all employment
models.

Table 5
Hours Worked per Week by Targel Employses
In Various Supp?sod glmrloymonl Models
= 678

Individual Enclave Wek Crew  Entrepreneurial
Hows per Week (N = 515) (N = 84) (N = 67) (N=12)

Less than 20 9.3 24 8.9 0.0

20 to 30 404 393 50.8 83.3
30 to 40 49.7 58.3 40.3 0.0
More than 40 0.6 0.0 0.0 16.7
Note: Percentages contained in each column represent the percentage of individuals

working in that particuler employment model. Data represents all positions held by target
employees who worked at any time during FY 88.

Level of Integration An important concem for Virginia supposted employment

providers Is the level of vocational and sodial lniegratlon in the workplace experienced

by target employees. In addition to the opportunity to eam significant wages, integration
Is the primary motivating principle underlying the supported employment niovement
(Wehman & Moon, 1986). The VSEIS requires employment specialists to gauge the
level of integration in the workplace for each target employee on a five point scale that
ranges from complete segregation io frequent work related interaction. Table 6

summarizes the level of integration for all target employees.

Table 6

Leve! of Integration with Non-Handicepped Co-Workers
in the Workpimcap

Parcentage of
Level of Integration Total Placements

Frequent work rolated interaction 429

Moderate level of work
related interaction 411

No work related interaction 9.9
General physical separation 48
Complste segregation




From the data contained in Table 6, it appears that the overwhelming majority
of targat employees are experiancing a significant amount of integration through their
participation In the supported employment program. A moderate or frequent level of
work related interaction is reported for 84% of all individuals. While these results are
quite encouraging, relatively little Is known about the gquality of this integration. in-depth
investigations are presently underway fo more specifically examine the nature and
quality of integration experienced by tarpet employees in various supported employment
models.

Fringe Benefits Received by Tarret Employees An important consideration In

the Identification of appropriate jobs for persons with severe disabillties is the avalilabllity
of fringe benefits. Health nsurance, pald vacations, sick leave, and other fringe benefils
not oidy have the effect of enhancing the quality or value of a posltion, but also provide
a significant economic benefit, particulary to individuals who experience a decrease in
disabiiity benefits due to their participation in supported employment. A summary of all
fringe benefits received by target employees is contained in Table 7.

Table 7
Fringe Benefils Recelved by Terget Employees

Fringe Benefits ';):tmegos Bo:;
Sick Leave 339
Pald Vacation 451
Me Jical Insurance 336
Dertal Insurance 79
Employee Discount 16.3
Free/Reduced Meals 30.1
Other Benefits 13.7
No Fringe Bonefits 327

As is evident from Table 7, between one-third and one-half of all individuals
receive the key fringe benefits of sick leave, pald vacations, and medical insurance. No
fringe benefits were reported for 30.1% of all positions. The percentage of positions not

providing any fringe benefits has decreased dramatically over time. As recently as

1987, nearly half of all positions reported no fringe benefits. This trend can be directly
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attributed to the job development skills of employment speclalists in the state. While
entry level service occupations, the primary types of positions held by target employees,
frequently do not provide fringe benefits, employment specialists have been dedicated
to identifying the best possible job for each target emplsyes.
Major Impiementation Issues

An emerging issue of considerable significance to the Virginia supported
employment initiative is employment retention. The abllity of target employees to retain
employment for an extended period of time has tremendous implications for employees,
their families, and program managers. For individuals who have little or no previous
experience in community-based employment settings, empioyment retention may be
conceptualized a number of ditferent ways. Table 8 illustrates one approach to

analyzing the degree to which target employees retain their jobs.

Table 8

Employment Status of Target Employees at Varlous
Points In Time after Inltial Placement

3 months 6 months 9 months 12 months 18 months 24 mortss
(N = 842) (N = 727) (N = 642) {N = 562) !N-398[ (N = 2y3)

Stilt employad
in first job 78.6% 66.3% 567.0% £0.4% 37.8% 33.2%

Employed in
subsequent job(s)  4.7% 80%  11.0%  163%  196%  183%

No longer employed 16.7% 257% 32.0% 33.2% 42.8% 48.5%

Nots: The declining N's over time refloct the fact that a large number of individuals have

been placed into employment quite recently and have therefore not yet had the opportunity
to work an entire 24 months.

Table 8 describes the employment status of all empioyees in the VSEIS at
several points in time after their initial placement. The number of individuals
represented at each time period (3 months, 6 months, etc.) declines over time since
many individuals have been only recently placed into employment and have not yet had
the opportunity to work the entire 24 month period represented in the table. Three
categories of employment retention are identified for each of the time periods, including:
1) the percentage of incividuals remaining employed in their original job, 2) the

percentage of individuals no longer employed in thelr original jobs but employed in
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subsequent jobs, and 3) the percentage of individuais no longer employed in any
supported employment option.

Several trends are readily apparent from an exaraination of the data contained
in Table 8. First, the number of individuals who remain employed In their initial job
declines significantly over time. While approximately two-thirds (66.3%) of all target
employees remaln in their initial jobs at six months after placement, this percentage
decreases to approximately one-half (50.4%) after 12 moniths and one-third (33.2%) after
24 months.

Second, the fact that a target employee Is no longer employed in their original
position does not mean that the individual has failed In a supported employment position
and is no longer working at all. Many individuals obtain a different job or succeed in
an altemnative supported employment model. As the table indicates, from 12 months
to 24 months after initial placement, between 15% and 20% of all individuals are
employed in subsequent employment situations. Placement into supported employment
appears to Indicate a relatively fluld situation in which target employees frequently
change jobs. These job changes may represent individuals who were unsuccessful in
their original piacement and subsequently placed into a different job, individuals who
resigne their position to obtaln a befter employment situation, or individuais who moved
from one type of supported emplcyment altermnative to another.

Third, it Is apparant that a vear or two after initial pla~sriierd, a sizeble number
of target employees are no longer employed In any supported employment altemative.
This informaticn can be Interpreted in two different ways. From one perspectivs, the
fact that three-quarters (74.3%) of target employees are employed six months after
placement and two-thirds (66.7%) are employed after one year is admirabie, given that
the vast majority of the target employees have had no community-based employment

experience prior to their placemeont in supported employment. At the same time,

_however, the fact that almost half (48.5%) are no longer employed 24 months after

placement clearly indicates that a large number of individuals placed into supported

employment will not remain employed indefinitely.
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The information related to employment retention discussed above has significant
implications for Virginia's supported employment initiative. Based on these results,
supported employment placement is being viewed as a very fluid, dynamic process.
Policy-makers and program managers realize that just as most workers in the general
population experience frequent changes in their jobs and careers, it Is quite likely that
a target employeu’s job status will change from time to time. Rehabilitation
counselors are increasingly beginning to reopen an individual's case to allow a local
program to replace an individual into a second, third, or even fourth employment
situation. Employment specialists providing ongoing support are continuously attempting
to assess the target employeo's satisfaction with histher employment siuation. Job
changes are not being viewed as a negative event. As will be discussed shortly,
frequently individuals resign their jobs in urder to obtain a different job which they prefer
because of better job duties, wages, or working conditions. In other siuations, it is
clear that it an individual is not successful in their initial employment situation, it is
entirely possible that the target employee can be quite successful in another sttuation.

Virginia has unequivocally demonstrated that a large number of individuals with
no previous wark experience can successfuily enter competitive employment. However,
it is also clear that not ali individuals are presently able to maintaln employment
indefinitely. Program managers, target employees, and their families are reacting to the
fact that a sizable number of target employees will not be employed in any supported
employment alterative at some time after placement. Employment specialists
throughout the state are working diligently to provide the type and amount of ongoing
support services required to maximize each target employee's job reiantion. Program
managers recognize tie need to develop policies and options to provide alternatives for
individuals unable to succeed in supported employment. This may include the
development of additional supported empioymernt options within a given program to
provide a needed service for individuals unsuccessfi! in presently avaliable 'altematives,
or procedures fo insure that a target empluyee who loses his or her job will not be

forced to walt an extensive amount of time before agaln receiving services.




Target employees and their families are also weighing this information carefully
when deciding whether or not to participate in supperted employment programs operated
by the local agency in their community. Employment specialists must openly and
accurately explain the altematives avallable should the individual be unsuccessful in
supported employment. Target employees and their families are also becoming aware
of the potential consequences of unsuccessful supported employment placements. In
some communities in the state, for example, individuals who remain employed for over
60 days, then lose their job, are retumed te a walting list for services. These
individuals may face a walt of a year or more before they are again eligible for services.
Individuals and their families are considering this situation, as weli as other potential
risks and benefits of supported employment placement, when making the decision to
pariicipate in supported employment.

Separation from Employment

Target employees working in supported employment situations may be separated
from their jobs for any of a number of reasons. Resignations, lay-offs, terminations, or
leaves of absence for medical or other reasons account for all separations of individuais

represented in the VSEIS. The relative percentages of these types of separations are

delineated in Table 9.

Table
Type of Separstion trom Empioyment
(N = 600)

Type of Separation Percentage
Resigned 433
Terminated 38.0
Laid Off 16.8
Leave of Absence 1.9

The most frequently occurring type of separation from employment is due to
employee resignation (43.3%). Target employeas may resign because they simply no
longer wish to work in a particular job. Frequentiy, resignations occur because the
individual has located a better job. In a few instances, the resignation Is initiated by

the individual's parents or guardians. Finally, a resignation may be the result of a

* 5 ey
Loty onse

" 5,
ox Soords o

o
S

s/ o 27 2 inanoeks Vel o

. , .
LR v




r.
éx
;
Y
Y
R

L

o e g,
oML

O, g S

AP b ke

..‘4:.‘
AT

¥

T € AT b LR
WS TR N
N N o

mutual -agreement between the target employee, the employment specialist, and the
employer that indicates that tha current placement may not be appropriate or feasible
for the individual.

The second most frequently cited type of separation is termination from
employment initiated by the employer (38.0%). Previous research on supported
empioyment programs in Virginia (Hill, Wehman, Hill, & Goodall, 1986) has indicated
that individuals with mild mental retardation are significantly more likely to be terminated
from employment than individuals with moderate or severe mental retardation.
Individuals with moderate or severe mental retardation seem to be more likely to be
forced to resign from supported employment positions due to external factors outside
their control such as transportation problems or resignations initiated by their parents
or guardians.

A significant number of individuals (16.8%) were separated from emiployment
due to lay-offs. This result has significant implications for the job development activities
of employment specialists. While employment specialists in the state make every effort
to identify positions for target employees that are not seasonal in nature or susceptible
to changes in the economic situation, it appears inevitable that in some instances
business closings or workforce cutbacks will leave individuale temporarily unemployed.
The effects of lay-off on disability benefits and service interruptions must be carefully
considered by employment spacialists.

Reasons for Separation

A major issue within the national supported employment movement that has

received considerable study concems the reasons why target employees are separated

from employment. Previcus analyses of the reasons for separation from employment
in Virginia has been provided by Hill, Hill, Banks, Wehman, and Goodall (1986) and
Wehman, Hill, Goodall, Cleveland,'Brooke, and Pentecost (1982) and the issue has
been extensively studied by other researchers (Brickey, Browning, & Campbell, 1982;
Ford, Dineen, & Hall, 1984; Greenspan & Shoultz, 1981; Schalock & Harper, 1978).
in the VSEIS, whenever an individual is separated form employment, the employment
specialist is asked to identify the main factor contributing to the separation. Currently,
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a large variety of different causes of separation are frequently identified, generally
consistent with the resulls of previous studies. A complete list of reasons for separation
for all target amployees is contained In Table 10.

The most frequently cited reason for separat!on is the economic situation
(13.3%), a factor vory likély to contribute to lay-offs of target employees. Another major
reason as reported by employment specialists is that clients no longer wish to work

(11.1%). Whille this is unfortunate, it must be viewed in the context of a large number
of individuals who are entering community-based employment settings for the first ime.
For individuals with no previous work experience, it should perhaps be anticipated that
Teble 10
Reason for Separation from Employment
Reason for Separation Percentagy
Economic situation 138
Dces not want to work 114
Resigned to take betier job 103
Poor work altitude 8.5
Poor attendancelardiness 57
Employer uncomfortable with situation 52
Slow work 48
Poor job match 48
Parentguardian initiated resignation 47
Low quality work 43
insubordinate behavior 43
Medicalhealh problem 4.0
Aberrant behavior 33
gﬂ Continual prompting required 32
:: Seasonal layoff - 3.0
j‘ Transportation problem 20
P ‘ Parental Inteference 08
’ SSISSDI interference 0.2
’; Other reasons 8.0
a small number of Individuals should express dissatisfaction when facing the challenges
of competitive employment for the first time.
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A significant number of individuals (10.3%) resigned their positions in order to

take a better job, reinforcing the concept of movement and advancement in competitive
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employment discussed above. Other reasons for separation frequently cited include a

575: }!.}7.-47‘";

number of factors related to vocational competence, including slow work, low quality
work, and the need for continual prompting, and a large number of factors reiated to
social competence and ability to interact with supervisors and coworkers, such as poor
social skills, employer discomfort, insubordinate behavior, and aberrant behavior,

It is interesting to note that a number of factors hypothesized to be very
important in the long-temm job maintenance of target employees are rarely cited as
primary reasons for job separation. Parental interference and interference with disability
benefits such as SSI and SSDI were hoth reported less than 1% of the time as the
reason for separation. Transportation problems were pited In only 2% of all cases.
Amount and Type of Intervention Time Provided to Target Employees

The overriding philosophy of the Virginia supported employment initiative is to

evaluate its success based upon the key employment outcomes achieved by the
individuals participating in the program. At the same time, however, program managers
and employment specialists are constantly striving to make local community-based
employmént programs as efficient as possible. To achieve this purpose, the Virginia
supported employment initiative has completed a series of investigations of the amount
and type of services provided to individuals placed into competitive employment.

The unit of analysis for these analyses has been the amount of intervention
time provided to specific target employees (Kregei, Hill, & Banks, 1988). Intervention
time refers to all activities, conducted by an employment specialist, that are designed
to enable a specific target employee to obtain, leam, perform, or maintain at job. As
such, infervention time may be used to gauge the intensity of services provided to a
specific individual.

Analyzing the amount and type of intervention provided to target employees is
useful for many reasons. Employment specialists may use this information to pian the

process of fading their presence from the worksite, aralyzing the types of services

L most frequently required by specific individuals, and managing their own time. Program
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managers can use intervention time to monitor the activilies of their steff, estimate the
number of individuals that can be served by their program at any one time, determine
the number of job coaches needed to achieve program goals, and project the costs of
serving a specified number of consumers.

Previous research has focused on the amount of employment specialist
intervention time provided to consumers in demonstration placement programs operated
the VCU-RRTC. In an analysis of' 51 representative consumers, Kregel, Hill, & Banks,
(1988) reported that the average number of hours of intervention provided to individuals
during their first year of employment was 161. Further, results of the study indicated
that individuals with moderate or severe mental retardation did not require a significantly
greater amount of intervention time than individuals with mild or borderline mental
retardation.

Present analyses of all individuals represented in the VSEIS who have worked
a minimum of 12 months indicate that an average of 1745 hours of intervention time
Is provided to each individual during his or her first year of employment. As is expected
in the individual placement model, the vast majority of intervention time Is provided
during the Initial stages of employment. Approximately one-half of all intervention is
provided during the first four weeks of employment, two-thirds during the first 12 weeks
of employment, and 90% in the first six months of employment. Figure 1 illustrates this

Cecline over time.

Figure 1
Total intervention Time as a Percentage of
Total Hours Worked Per Week

Weekly Totals of Intervention Time as a
Percentage of Consumers’ Uork Tine
Reported by Virginia Providers
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The figure of 174.5 hours per individual during the first year of employment
should be interpreted cautiously. First, it must be recognized that this average resulted
from a group of individuals with a mean IQ score of 53, who worked an average of 28
hours per week, in a state whose economy was generally growing during the time
period in question. Programs working with individuals with different characteristics
working in jobs for significantly greater or lesser periods of time in communities with
significantly different economic conditions may achieve results substantially different from
those in Virginia. Second, it is important to note that this figure represents an average
for all individuals. Considerable variability exists among the target employees

represented in the VSEIS, and In fact many target employses who require even several

times the number of hours of intervention during the first year are able to successfully

maintain employment with minimal intervention for many years thereatter.

In addition to investigating the amount of intervention provided to target
employees, an Issue of considerable importance in Virginia is the type of service
provided to the individual. An analysis of the type of activities engaged in by
employment specialists will help to define ihe major dutles of these Individuals as well
as the kinds of services most needed by target employess.

In the VSEIS, employment specialists report all intervention on behalf of specific
target employees in eight different caiegores. Two categorios relate to job-site training
activities (Time Active and Time Inactive) and six categories represent activities which
in many Instances occur away from the job site (Travel/Transport Time, Consumer
Training Time, Consumer Program and Job Development, Direct Employment Advocacy,
Indirect Employment Advocacy, and Consumer Screening/Evaluation). Kregel (in press)
has described each of these eight categories in detall.

Tabie 11 displays the relative percentage of intervention provided to 944 target
employees across the eight categories. Employment specialists spend 61.5% of their
time engaged in activitles that occur directly at the job site (Time Active and Time
Inactive). By way of comparison, a very small percentage of time (2.4%) is devoted to

Consumer screening and evaluation, indicating that employment specialists in Virginia
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emphasize tha delivery of Intensive services to the target employee after placement in
an actual job rather than evaluation and testing activities prior to placement.

Other majbr activities of employment specialists such as job development,
transportation training, and advocating on bshalf of the lndividual with employers, family

members, and other agencles are Incsiporated Into Intervention categories such as

Table 11
Consumer-Specific intervention Hours Provided by Category

Intervention
Time Category Percent
Active time on Job Site 49.9
Inactive Time on Job Site 16
Travel and Transport Time 13.6
Consumeor Tralning Time 34
Consumer Program Development 42
Direct Employment Advocacy 9.5
indirect Employment Advocacy £4
Consumer Screening and Evaluation 24
Total 100.0

traveltransport time, consumer program development, direct employment advocacy, and
Indirect employment advocacy and account for over one-third” of all employment
specialist activities. These data emphasize the fact that a large amount of the services
required by target amployess require the employment speciallst to devote a significant
emount of time away from the job site. Thsse activitles are crucial to the ability of
employment speciallsts to provide the ongoing support services necessary to enable
target employees to successfully malntain employment.
Conclusion

This chapte: provides a data based profile of supported employment program
development In Virginla. There has been significant growth In the number of new
programs developed and yset persons with mental retardation have been by far the
greatest beneficiaries. Furthermore, oniy persons with mild and moderate levels of
mental retardation have particlpated to a significant extent. Over 30% of the Instances

in which a person separated from employment occurred because of the economlc
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situation of the company, the consumer did not want to work, and/or the individual
resigned to obtaln a better job. The Individual placement modei of supported
employment has easlly been the most popular model utilized so far. Over the next
several years, it Is anticipated that the biggest changes In these data will be that
persons with a greater diversity of severe disabliities will pariciate In supported

employment.
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Abstract

The extent of supporied employment participation by individuals with severe or
profound handicaps was Investigated through an analysie of the employment histcries
and functional characteristics of 1,411 individuals involved in supported employment
programs in eight states. Results indicated that individuals cumently participating in
supported employment possessed very limited previous amployment experiences, yet
did not possess functional characteristics indicative of individuals with severe or profound
hardicaps. Persons with severe or profound handicaps were found to be minimally
represented In cument supported employment efforts’ representing less than eight
percent of ali individuals investigated. Based upon the results of the study,
recommendations are offered to enhance the opportunities of individuals with severe or
profound handicaps to benetit from the national supported employment Iinitiative,
including the need for further research and demonstration activities and the necessity

of immediate modification of federal and state supported empioyment policies.
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During the 1970's systematic training technologies were developed and

,’f ‘ _ successfully used to enable persons with severe and profound mental retardation to

. I
5 o w2 ey ol L

perform complex vocational tasks previously felt to be far beyond their capabilities

d

- w3 ans

{Beliamy, Peterson, & Close, 1975; Gold, 1972; 1976; Hunter & Bellamy, 1977; O'Neill
& Bellamy, 1978: Wehman, Renzaglia, Bates, & Schutz, 1977). Whiie these

EraTee

demonstrations were small in number, their impact upon vocational training for persons
with severe and profound handicaps was enormous. Future advances were anxiously
anticipated as researchers began to apply the technologies in integrated, community-
based settings.

N R Lt
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The Initial successes in training complex vocational tasks expanded to include

oy
3 £y A

intensive training in competitive employment settings (Rusch & Mithaug, 1980; Sowers,

A mert

Thompson, & Connis, 1979; Wehman & Hill, 1980; Willlams & Vogelsberg, 1980).

o

Working primarlly with individuals with moderate mental retardation, researchers g
demonstrated that people whose productive capacity had been viewed as ot
"inconsequential® could obtain and maintain actual employment. The apparent power
of the systematic training technologias and the success of these demonstration’ efforts
quickly ied to a reexamination of previous beilefs regarding the vocationa! potential of
persons with severe and profound handicaps.

These early demonstration efforts occurred at a time when the prevailing view
among most of the professional community was that even individuals with moderate s
mental retardation, to say riothing of persons with severe or profound handicaps, wsre
incapable of any type of productive employment. Suddenly, other professionals were
arguing that all persons, even those with sevsre mental retardation, could be
successfully employed through the application of sophisticated training technclogies.
The spirit of the times is reflected in a statement by Rusch and Mithaugh (1989) :

As we have learned about imgroved technologies to train

complex vocational skills and about effective procedures ,

to manage inappropriate behaviors, we have come to believe ¥

that even the most severely retarded persons has an untapped :

vocational potential that can be translated inio productive v
and independent work (p. xv).
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The success of these early competitive employment demonstration efforts
resulted In vocal and powerful challenges to the very nature and structure of vocational
services (Wehman, 1981) . Day actlvity and work activity programs were no longer
viewed as the vocational alternatives of cholce for persons with severe handicaps.
These programs were criticized for thelr segregated nature, the inconsequential wages
eamed by program participants, and thelr fallure to prepare Individuals for less
restrictive, Integrated employment optlons. Simultaneously, rehabllitation programs
were criticized for excluding persons with severe and profound mental retardation from
services, based upon a percelved lack of potential for achleving gainful employment
(Revell, Wehman, & Amold 1984).

The efforts of advocates and the continuous growth In the number of programs
successfully providing employment services to persons with severe handicaps led to a
coordinated federal Initlative to establish and Implement Integrated employment
altematives for Individuals traditionally excluded from the rehabliitation system (Elder,
1984; Wi, 1984). This movement, termed supported employment, was provided
inomentum through Its inclusion in the 1984 Developmantal Disabliitles Act (P.L.98-527)
as a priority area for activity by all state developmertal disabllity counclls and further
through a series of 27 state systems change demonstration projects funded jolntly by
the office of Special Education and Rehabliltative Services (OSERS) and the
Administration on Developmental Disabllities (ADD). The Vocational Rehabliitation Act
Amendments of 1986 (P.L. 99-506) fully incorporated supported employment into the
national rehzbliitation system by modifying the prior definition of ellgibllity, providing
funds for personnel preparation activitles, and authorizing demonstration programs. The
Act also established a specitic funding stream (Title VI, Part C) that provided formula
funding to promote the establishment of comprehensive supported eraployment programs
In all 50 states.

The target population of Individuals able tc beneflt from supported employment,
as envisloned by pollcy-makers and advocates, Includes Individuals with severe and

profound handicaps previously excluded from any type of meaningful employment.

Wehman (1988) summarized the views of many:
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What makes a supported employment approach remarkable is
the emphasis on working with the difficuit-to-place, most

severely handicapped population. Indeed, those vocational
programs that are presumably engaging in supported employment
activity should not only be providing pald employment in real
work settings with long-term support but should be focusing

upon the most severely handicapped (p.5).

Supported employment, as defined in the 1986 Amendments, Is clearly intended
to benefit individuals with severe disabllities, including those wih the most severe
handicaps, who previously had been denled access to the rehabllitation system. The
Vocational Rehabilitation Act Amendments of 1986 identified the target population for
supported employment:

The supported employment program Is intended to provide

services to individuals who, because of the severity of

their handicaps, would not traditionally be eligible for

vocational rehabiiitation services. Individuals who are

eligible for services under the program must not be able

to function independently in employment without intensive

ongoing suppoit services and must require these ongoing

support services for the duration of their employment.

Such term includes transitional employment for individuals

with chronic mental fiiness. (P.L. 99-506, Title I, Sec. 103,i).

The supported employment provisions of the 1986 Amendments were viewed
with cautious optimism by advocates of persons with severe and profound handicaps.
o the one hand, the fact that individuals with profound handicaps had moved from
being viewed as persons with no vocational potential to individuals eligible for vocational
rehabilitation services and able to succeec In integrated competitive employment
seftings, was a remarkable achievement. On the other hand, the traditional inability
of rehabilitation agencies to serve these individuals, and the perceived unwillingness of
the vocational rehabilitation community to enthuslustically accept the supported
employment concept (TASH Newsletter, November' 1987), raised doubts in the minds
of many Individuals regarding the degree to which the new federal initfative would
actually benefit persons with severe and profound handicaps. While supported
employment as a nationwide service delivery system is still a very new program,
prefiminary data (Wehman, Kregel, & Shafer, 1989) appear to confirm these doubts.

An analysis of the outcomss of the 27 state systems change projects funded in 1985

and 1986 found that approximately 25,000 individuals were particlpating In supported
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employment. The overwhelmlnd majority of these individuals were persons with mental

retardation (72%). Persons with long-term mental iliness (15%) and individuals with
autism, cerebral palsy, traumatic brain injury and sensory impalmments (less than 5%)
were far less likely to be recelving supported employment services. Significantly, only
11% of the individuals with an identified primary disabllity of mental retardation were
persons with severe or profound mental retardation. Over half (58%) were identified as
persons with mild or borderfine mental retardation, and slightly less than a third (31%)
were persons with moderate mental retardation.

The fact that only 11% of the participants with mental retardation (less than 8%
of all supported employment participants) are persons with severe or profound mental
relardation and that a sizable number of supported employment participants are
individuals with mild or borderiine mental retardation raises several serious questions.
Who is participating in supported employment? To what extent is supported employment
benefiting those individuals the program was developed to serve? what are the reasons
that individuals with severe or profound handicaps are only minimally participating in
supported employment at the present time and what modifications are required to
increase the participation of these persons in the program? The intent of the present
analysis is to address these questions and provide recommendations for ways in which
more individuals with severe and profound handicaps can benefit from the federal
supported employment initiative.

The specific purpose of this study is to provide a descriptive profile of the
primary disablilities and functicna! characteristics of a group of 1,411 individuals
participating in supported employment in eight states and tracked by the Rehabilitation
Research and Tralning Center (RRTC) at Virginia Commonwealth University. The
employment histories and behavioral repertoires of the entire group of individuals will
be presented to provide an indication of the functioning leve! of supported employment
participants.

Seven distinct groups of individuals wiil then be identified and examined to
flustrate the range of individuais receiving supported employment services. After

describing the population of individuals participating in supported employment, the results
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of the analysis will be discussed in light of the intent of the national supported
employment initiative to serve individuals not traditionally sligible for rehabilitation
services, including persons with the most severe handicaps.

Method
Participants

The RRTC Supported Employment Information System tracks the employment
outcomes of over 1,5C0 individuals served by over 80 local supported employment
agencies in eight states. The sample of participants for the present analysis consisted
of 1,411 individuals (92% of the entire data base) for whom complete information is
avallable on all variables to be Investigated.

Instrumentation

The information system consists of 243 distinct data elements that are obtained
at various states of an individual's employment and examines a wide range of variables,
including: a) consumer demographic information; b) consumer assessment information;
c) detailed information on the specific job held by the consumer; d} amount and type
of services received by the consumer; and e) employment outcome information,
Including wages, benefits, level of integration, reasons for separation, and supervisor
evaluations.

The present analysls focused on two specific sets of information. The Consumer
Information and Referral Form collects initial background information on each participant,
including a detalled educational and employment history, a record of financial benefits
received by the consumer, a rating of the consumer’s functioning level in a variety of

areas, and current service information. In the present analysls, information obtained from

the form was used to described: 1) the demographic characteristics of each individual

in the year prior to referral and attendance in activity centers, sheltered workshops, and
community-based work expeﬂeﬁoe settings; 3) the individual's record of previous
institutionaiization, if any, as weil as the government financial benefits received by the

2) the Individual’s previous employment history, including the amount of wages earned
individual; and 4) the individual's level of functioning in the éreas of ambuiation, vision,
|
|
|
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hearing, fine motor, communication, and the presence of inappropriate behaviors that
may challenge the Individual's abllity to work In integrated employment settings.

The Consumer Employment Screening Form summarizes assessment information
regarding the consumer's employment needs and ability to perform a number of work-
related behaviors. The form is not designed to screen individuals in or out of supported
employment. Rather. it's intent is to provide the empicyment specialist sufficient
information to match the individual to a specific job that meets the needs of the
consumer. Information is obtained on: 1) the Individual's desire and motivation to work;
2) the employment factors (wages, work shift, transportation to and from work, fringe
benefits) that will affect a consumer's decision to accept a particular job; and 3) the
consumer’s “abllity to perform certain work-related behaviors that might influence the
type of job appropriate for the individual. In the present analysis, the Consumer
Employment Screening Form is used to provide information regarding the consumer’s
present level of performance In the areas of orienting, endurance, strength, independent
work, aftending, strest-crossing, and "functional academics”.

Procedure

A multi-step procedure was used to verify the accuracy and reliability of the data
collected on the two forms. A comprehensive Data Management System Operations
Manual (RRTC, 1987) was developed that contained precise instructions for completing
each of the forms. All employment specialists in each of the local programs recelved
six hours of training in the completion of all forms in the data management system.
Initial training was provided by RRTC staff. Follow-up training and training for new
employment spedialists was then provided by regional consultants in each of the states
represented in the analysis,

The Consumer Information and Referral Form is initially compieted by the
referral Source for each consumer. The form is then sent to the employment specialist,
who contacts the consumer, his or her family, and the referral agency to verify the
accuracy of the information provided and obtain additional information if required.

The Consumer Employment Screening Form is completed by the employment

speclalist assigned to a specific consumer. When completing the form, the employment
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specialist summarizes the results of all screening and assessment activities conducted
prior to placement, including interviews with the individual, their caregivers, and present
service providers, direct observation of the consumer, a review of consumer records,
situational assessments, and other assessment activities.

When completed, both forms were submitted to the RRTC for entry and
analysis. when a form was received, a data management specialist reviewed each item
for completeness and consistency with any other information available regarding the
consumer. lf necessary, the data management specialist contacted b empioyment
specialist to verify responses, obtain missing data, or request additional information. The
form was then entered for analysis using data entry programs containing error check
procedures.

A total of 1,533 individuals were represented in the data base at the time of
the study. An initial analysis was conducted to determine tha individuals for whom
complete, verified information had been obtained on each of the variables specified for
the present study. This analysis identified 1,411 individuals for whom complete
information was available and these individuals became the population for subsequent
analyses.

Resuits

Resuits of the analyses wiil be provided in two stages. First, data wiil be
presented that describe the characteristics of all individuals included in the analysis.
This first stage will identify the primary disabiiities of the individuals represented in the
population of consumers and the type of employment model in which the individuals
participate.  Detailed descriptions of the consumers, previous employment and
institutionalization history, key functional characteristics as specified on the Referral
Fomm, and work-related skills possessed prior to supported employment piacement as
identified on the Consumer Screening Form wlill be provided. Second, the popuiation
will be subdivided into seven categories based upon the individual’s identifled primary
disabiiities. Analyses of the consumer's previous employment histcry, functional
characteristics, and work-related skilis wiil then be repeated to further investigate the
characteristics of individuals participating in supported employment.
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Characteristics of Entire Supported Empioyment Population

The mean age of all individuals at placement was 29. 6 years (median age =
26.9). Fifty-eight percent of the Individuals were males, with Individuals from identified
minority groups up to 28% of the popuiation.

Primary Disability - The primary disability of all pasticipants Is identified in Table
1. The overwhelming majority of individuals (83.4%) had been previously diagnosed as

mentally retarded, 8.8% were individuals with long-tenn mental fiiness, 2.1% were :
> ‘Individuals with traumatic brain injury, and 7.8% ware persons with other identified
| primary disabiiities. Individuals in this "other" category were persons with primary :
disabilities 5uch as cerebral palsy, autism, sensory Impalrmenits, and other physical

) disabllities, all of whom represented less than 2.5% of the entire population and will
..._ therefore be grouped together for subsequent analyses. Individuals with traumatic brain
injury, while representing a small percentage of the populatiun, are isolated for analysis
due to the emerging interest in this group of Individuals within the supported
employment movement. Of the 1,147 individuals labeled mentally retarded, 115 (10%)

were identified as severely or profoundly mentally retarded, 38.3% moderately mentally

retarded, 45% mildly mentally retarded, and 11.2% borderline men*=lly retarded.

Table 1

Primary Disabllity of All Consurers
(N = 1,411)

Primary Disability Nuniber Parcentage
Severe/Profound Mental Retardation 115 8.2%
Moderate Mental Retardation 388 27.5%
. Mild Mental Retardation €13 36.6%
Borderfine Mental Retardation 1978 9.1%
_ Traumatic Braln Injury 30 21%
' Long-Term Mental liiness 124 8.7%
Other Disabiiities 116 7.8%
Total 1,411 1 00.0%

Type of Employment Model - Over three-fourth 1/7.8%) of the consumers were
served In the individual placement model of supported amplcymiant, Enclave workers

represented 9.4% of the population, mobile work crew membars 8.6% of the population,
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and small business model participants 4.2% of the population. The resulls of this

analysis are summarized in Table 2.

Table 2

Type ot Employment Model
(N = 1,411)

P A

foyment Model Number Percentage
Individual 1,007 777

Enclave 132 94
Work Crew 123 8.7
Entreproneurial &9 42

e W g g W

Previous Employment History - Given that supported employment is designed

for Individuals who have previously had difficulty obtalning and maintaining employment,
the previous employment histories of the 1,411 individuals that were examined and

- described in Table 1, are not mutually exclusive, meaning that some individuals could

LT S S

have participated in two or even all three of the programs during the course of thelr

employment history. About one quarter (24.1%) of all pariicipants had previously

PRI

attended an adult activity center (thls category also included individuals with long-term
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mental iliness who had attended psychosocial rehabllitation programs). Those
individuals previously served in adult activity centers had been in the centers an :
average of 35 months. Over half (52.1%) had attended sheltered workshops. For these %
individuals, the average length of time spent in a workshop was 44 months. Previous %
: community-based work exparience was reported for 36.1% of the individuals, with an
¢ average of 31 months. Previous community-based work experience was reporied for
36.1% of the individuals, with an average of 31 inonths. Previous community-based :
work experlence, as defined in the referral form, included a large number of individuals
who had participated on work crews or other community-based employment alternatives
operated by an activity center or sheltered workshop. Also included in this category

were a smaller number of individuals with long-term mental iliness or traumatic brain

13 MR N " et el B aren e

injuries who had extensive competitive employment histories prior to being identified as

disabled. Others were individuals with mental retardation who had held one or more

- competitive employment positions prior to entering the supported employment programs.
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Table 3

Previous Employment History (AN Consumers)
Py (N = 1.41‘;?

Salary in Year Priov to Supported Employment
Percentage of individuais reporting no eamed wages

in year prior to supported amployment 43.0%
Average wages eamed by consurers who reported
eamings In year prior to supported employment $1,655

Adult Activity Center Attendance

Parcontage of individuals who had previously attended
an aduk activity center 24.1%

Average iength of aduk activity center attendance 35 months

Sheitered Workshop Attondance

Percentage of individuals who had previously attended

& shellered wo 52.1%
Average length of sheltered workshop attendance 44 months
Community-Based Work Experience
Percentage of individuals with previous community-
based work experience 36.1%
Av:rage length of competitive employment 81 months

institutionalization and Disability Benefits - About one quarter (25.7%) of the

participants had a previous history of institutionalization. The average length of
institutionalization for these 362 individuals was 127 months, over ten and one-half
years. Over 60 individuals had been institutionalized over 20 years, indicating that
individuals who had spent most of the their lives In insiitutions were able to successfully
participate in supported employmert. Seventy-five percent of the entire populstion
received some type of govemment benefits (SSI, SSDJ, etc.) in the month prior to
entering supported employment, The average total benefits for these individuals was
$324 per month.

Key Functional Characteistics - Table 4 Summarizes information regarding the

Presence of secondary disatiliities and chronic medical conditions, as well as con: _..ers’

level of functioning In areas such as mobifity, hearing and vision, fine motor and

communication abllitles, and presence of significant Inappropriate behaviors.

Approximately half of the consumers were Identified by thelr referring sources as having

a secondary disabliity. Mos? frequently mentioned secondary disabillities Included
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communication disorders, convulsive disorders, and mental lliness/emotional disorders.
Chronic medical conditions potentially limiting a person’s abllity to work were reported

for 8.3% of all consumers.

Table 4
Key Functional Characteristics of the Consumer Population
(N = 1,411)

Percentage of Entire

Consumer Population
Individuals reported to have a
diagnosed secondary disability 50.2%
individuals to have chronic
medical conditions which Interfere with
their abilty to perform work 8.3%
Significant or minor ambulation impaiment 3.0%
Significant visual impakment or biindness 10.0%
Significant hearing impaimnent or deafness 8.7%
Severe fine motor impairment 24%
inabiity to speak in snetences 5.5%

Displays inappropriate behaviors such
as physically aggressive, so¥-injurious,
or seif-stimulatory behavior 10.3%

As Is evident from table 4, only a smali percentage of supported employment
participants possessed any type of significant mobllity, sensory, fine motor, or
communication impalrment. For example, only 3% of the consumers used wheelchalrs
or other aids for mobility. Only 5.5% wera unable to speak in clear or fally clear
sentences. Similatly, 10.3% of the participants were reported to display significant
inappropriate behaviors such as physically aggressive, self-stimulatory, or self-injurious
behaviors.

Work Related Skilis - Analysis of Consumer Screening Form responses provide
an Indicatlon of the work-related skills possessed by participants prior to their placement
In supported employment. The results of the analysis of key screening items are
provided in Table 5. In most of the areas Investigated, participants as a gro;lp
possessed numerous work-related skills. Over 80% of the consumers were able to: 1)
work move than two hours without a break; 2) orlent among several rooms or throughout
a bullding and grounds; and 3) attend to tack with intermittent or Infrequent prompts.
In additior;, 79.4% of the participants were uable to maintain an average to significantly

53 43




o
E RS

ey
N
SR
&
¥
s
v
1
-
5
4
.
*
<
.

RdehsAaE]
st
* o«

= 4

above average independent work rate and 63.5% were able to repeatedly ift and carry
objects welghing 30 Ibs. or more.

Table &

P Consumers' Ablllty to Perform Work Releted Skills
Prior to Entorlng‘ Supported Employment
P (N = 1,411)
e Work Related Behavior Percentage of Consumers
: Orienting - Able to orlent among several
W reoms of entire building and grounds 85.1%
Endurance - Able to work two or more
¥ hours without a break 88.8%
S Strength - Able to it objects welgh
30 to 40 Ibs. for extended period of time 63.5%

Independent Work Rate - Able to maintain
steacy or above average pace for extended

period of time 79.4%
Attention to Task - Works consistently with
intermittent or infrequent prompts 93.7%

Streat Crossing - Able 1o cross streets
independently 88.9%

Functional Math - Able to add, subtract,
and/or perform other computational skilis 55.8%

T —y

Functional Reading - Able to perform simple

reading or advanced reading skills 54.4%
; Time Awareness - Able to telf timo to
’ the hour and minute 62.9%

The functional academic skills of the Participants were also investigated and

reported in Table 5. Over half of the consumers were abie to: 1) add, subtract, or

perform other advanced computational skills: 2) display simple or advanced reading

skills; and 3) tell time to the hour and minute.

Participant Characteristics Differentiated by Disabllity Group

To Investigate in greater detail the characteristics of supported employment

i participants, the population of consumers was categorized Into seven groups - persons

with severe or profound mental retardation, moderate mental retardation, mild mental

retardation, borderline mental retardation, traumatic brain injury, long-term mentat liiness,

; and other disabllities. Results will be described in terms of type of employment model,

previous employment and institutionalization history, functioral characteristics, and work-

2 related skills. These analyses are descriptive In nature, designed to detect soclally
}\

relevant trends emerging from the results.
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Type of Employment Model - The percentage of individuals from various 1

disability groups placed into specific types of supported employment models is
delineated in Table 6. In most instances, relatively consistent percentages ¢ individuals
from each group were represented in the various employment models. With the
exception of consumers with severe or profound mental retardation, over 74% of the
consumers in all groups were served in the individual placement model of supported
employment. Persons with traumatic brain injury were most likely to be served in an A
individual placement model (93.%), followed by persons with moderate mental
retardation, long-term mental lliness, and other disabilities. :

Table 6

Percentage of indlviduals In Varlious Types
of Employment Mcdels

Primary Disabliity Individual Enclave Work Crew Entreprensurial ~t
Severe/Profound H
Mental Retardation 644 226 6.1 6.9 :
Moderate Mental ;
Retardation 827 8.0 8.3 1.0 :
Mid Mental :
Retardation 744 9.5 10.3 58
Borderfine
Mental Retardation 781 6.3 74 8.5 ¢
Traumatic .
Brain Injury 934 0.0 33 33 E
Long-Term

Mental tiness 815 73 113 0.0

Other 80.9 8.2 64 4.6

individuals with severe of profound mental retardation were likely to be ptaced

into mobile work crews or small business models at approximately the same rate as

ta

individuals from ail other disability groups. However, the percentage of these persons

placed into enclaves (22. 6%) was nearly two and one-half times greater than any of

the other groups.

Previous Employment History - Table 7 Summarizes the previous employment

histories of individuals in each of the disabiiity groups. In terms of salary eamed In the
year prior to supported employment referral, Table 7 lists the percentage of individuals
reporting any eamed wages and the average wages earmed by those individuals.

Individuals with no wages eamed were not included in ‘he computatior: of average ‘

i 4




eamings. In terms of activity center attendance, sheltered workshop attendance, and
community-based work experience, Table 7 reports the percentage of Individuals who
had ever participated In these environments.

Table 7
Previous Employment History of Indivisusls with Varous Primary Disablitties
Salary in Year
Prior to Participation
P A Am,:y Sheltered Competitive
ercent \7
Reporting Ropm Center Workshop El t
Eamings Eamings Altendance Attendance nce
SavereProfound
Menta! Retardetion 52.2% $1,030 42.0% 49.5% 11.7%
(N = 115)
Moderate Mental
Retarcation 50.9% $1,283 22.2% 51.6% 24.1%
N = 388)
Mild Mental
68.8% $1,694 20.6% 57.9% 97.1%
(N = 516)
Bordedine
Mental Retardation 57.7% $1,602 18.6% 681.8% 45.5%
(N = 128)
Traumatic
Brain Injury 26.0% $2,300 7.1% 27.6% 57.7%
(N = 30)
Long-Term
Mental inees 43.5% $3,224 46.3% 26.4% 724%
N = 124)
Other 475% $1,75% 21.1% 43.3% 48.1%
N = 110)

Individuals with traumatic brain Injury or long-term mental lliness wero ieast
likely to have eamed wages In the year prior to referral to a supported employment
program. However, these individuals reported the greatest amount of earned wages, on
average, of any of the groups - $2,300 for Individuals with traumatic brain Injury and
$3,224 for individuals with long-term mental lliness. Focusing specifically on Individuals

with mental retardation, the percentage of Individuals with reported eamings ranged

between 50.9% for persons with moderate mental retardation to 68.8% for persons with
L mild mental retardation. Average eamings ranged from $1,030 for persons with severe
or profound mental retardation to $1,694 for Individuals with mild mental retardation.
While this Is a differences of over $600, It Is not as significant a disparity as might
have been anticipated.

: . Persons with severe or profound mental retardation or fong-term mental lliness

5. were most llkely to have attended activity centers, reflecting the number of participants

6
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with long-term mental iliness who had attended psychosoclal rehabilitation programs.
Not surprisingly, a much smaller percentage of individuals with moderate, miid, or
borderdine mental retardation and other disabilities reported activity center attendance
(18.% to 22.2%). Individuals with severe or profound mental retardation reported the
greatest average number of months of activity center attendance. This group, on
average, had attenced activity Senters for over four years prior to entry into supported
employment. Those individuals with moderate or mild mental retardation who previously
hed attendsd activity centers had, on average, spent over three years in these facliities.

Results of the analysis of previous sheltered workshop attendancé foliowed a
similar pattem. Persons with traumatic brain injury or long-term mental iliness were far
less likely to have ever attended a sheltered workshop than were individuals with mental
retardation. Persons with mild or borderline mental retardation most frequently reported
sheltered workshop attendance. Persons with mental retardation had generally spent
between three and one-half and four and one-half yez:s In a sheltered workshop prior
to entering suppoited employment.

Information regarding the individual's previous community-based work experience
s also contained in Table 7. Individuals with moderate, severe, or profound mental
retardation were not only less likely to have reported community-based work experience,
but also reported the shortest length of time In these environments. Only 11.7% of the
persons with severe or profound mental retardation reporied previous community-based

experience.

Institutionalization and Disability Bensfits - Table 8 summarizes the participant's

instituionalization histories and specifies the disabllity benefits recelved In the month
prior to referal to supported employment. Individuals with severe or profound mental
retardation (45.2%) and long-term mental lliness (52.1%) reported the highest rate of
previous instifutionalization. Individuals with mental retardation were generally more
likely to have been Institutionalized for a greater period of time prior to entry into
supported employment.  Individuals with moderate, severe, or profound mental

retardation were also more likely to have recsived disability benefits In the month prior

) |
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to referral, although & majority of Individuals in all disability groups recelved benefits,
Total benefit amounts range from $311 to $410 per month.

Teble 8
Institutionalization History and Benefits Received by
Individuals with Various Priyary Dieabilities

Primary Olsabliity institutionalkzation Govemment Benefits
. History During Past Month
Mean
Perzent Length of Percent
Ever Insthtution- Recelving Total
Instiu- allzation Any Monthly
tonrtized (in months) Baneft Bonefit
Severe/Profound Mental
Retardation 45.2% 212 mos. 94.2% $311
Moderate Mertal Retardation 2.8% 16% mos. 83.6% $318
Mid Mental Retardation 22.4% 134 moe. 75.9% $327
Borderfine Mental Retardation 18.0% 49 moe. 65.6% $324
Traumatic Brein Injury 27.6% 34 mos. 79.9% $410
Long-Term Mental {inoes 52.1% 35 mos. 584% $330
Other Disablities 13.5% 64 moe. 72.0% $315

Key Functional Characteristics - The percentage of individuals with various
primary disabliities reported to have a diagnosed second /y disabllity is provided In
Table 9. In most instances, approximately half of all consur ers were identified as
having a secondary disabliity. Persons with long-term menta' lliness were least likely
to report a secondary disability (37%), while persons with borderline mental retardation
and Individuals with other disabilities reported sesondary disablilties most frequenily. For
Persons with borderline mental retardation, long-term mental iliness was the most
frequently reported secondary disabllity. In all other cases, communication disorders
and conwulsive disorders were most often Identified.

Table 9
Percentage of individusls with Varlous Primary Disablilties
Reported to Huve & Diagnosed Secondary Disabliity

Primary Disabllity of?r:gm:f:g
Severe/Profound Mentat Retardation 522%
Moderate Mental Retardatinn 49.5%
Mild Mental Retardation 47.9%
Borderline Mental Retardation 58.6%
Traumatic Braln Injury 53.3%
Long-Term Mental lliness 37.1%
Other Disabilities 65,5%

N |
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Several trends emerged from an analysis of the functional characteristics of

individuals with various primary d’sabitities. Most significantly, with only minor variations,
there was remarkable consistency in the percentage of persons lﬁ each group who
displayed significant 'lmpaltments in particular areas. Interestingly, persons with
traumatic brain injury were most frequently identified as possessing significant functional
impainments, particularly in the areas of ambulation, vision, and fine motor impalrments.

Persons with severe or profound mental retardation in most instances were no
more likely to possess significant functional limitation than individuals in other disability
groups. Only in the areas of hearing anc communication were a relatively higher
percentage of significant impalirments reported by persons with severe or profound
mental retardation. Table 10 Summarizes the results of this analysis.

Table 10

Percentage of indlviduals with Various Primary Dissbllities
Possessing Specific Functional Characteristics

Lon
Severe/ Traumatic Teng;
Profound Moderate Mild  Bordermie  Brain Mental Other
Characteristic MR MR MR MR Injury fliness  Disabiiities

Significant
Ambulation impakment 19 0.8 0.6 36 17.9 0.0 22
Slgnificant
Visual Impairment 1386 10.2 6.5 9.8 41.4 74 14.8
Significant
Hearing Impalment 136 69 34 8.0 34 83 1.0
Severo Fine Motor Impalment 27 0.0 1.0 18 207 0.0 14
inabilty to
Speak in Sentences 220 8.1 17 3.6 3.6 08 74
Inapproprate Behaviors 127 10.5 9.0 16.5 4.0 9.0 87

Work-Related Skills - Similar results were obtained in an analysls of work-

related skills across varlous disability groups. Agaln, results were extremely consistent
across mest of the groups. However, persons with traumatic brain Injury, who were
more likely to report significant functional impalrments in several areas, possessed
work-related skills equivalsnt to, or greater than, individuals in all other groups. Persons
with sevare or profound mental retardation were less likely to possess work-related skills
prior to employment as opposed t:) other supported employment participants. As might
be anticipated, this was particularly true in "functional acadrmic” categories.‘ However,

when viewed in Isolation, a substantial number of these individuals were reported to
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have high levels of orienting, endurance, strength, and attending skilis pricr to entering !

supported employment. Resuits for all groups of participants are contained in Table 11.

Table 11

Perceniage of individuals with Varlous Primary Dieabilides
Possessing Specific Work Related Skills

Prior 1o Supported Employment Placement

Long-
Severs/ Traumatic  Term
Work Related Profound Moderate Mid  Bondedine Braln Mental Other
Bahavior MR MR MR M Inlury {lness  Disabllities
Orlenting - Orlent among B
saveral rooms or buliding 3
wide 89.1 96.6 989 857 964 100.0 969 H

Endurance - Works two or

more hours without break 713 874 923 924 786 96.2 87.8 ;
Stnnnz'n - Lit 30 or more .
pounds for extended periods 527 3.0 85.2 725 679 78.1 423 :
Attention to Teek - Works :
steadtly with intermittent

or infrequent prompts 87.0 927 83.8 6.7 96.4 96.1 268

Functional Math - Adds,
subtracts, or performs other
onal skits 29

Functional Reading -
Possesses simpie or complex
reading skils 59 27.0 60.9 784 96.5 91.9 01.2

Time Awareness - Tells time
to the hour and minute 13.1 37.5 714 847 100.0 95.6 g2.2

Discussion
The results of the present analysis are significant because they represent the

first detailed descriptive analysis of the backgrounds and skill levels of a large number

of supported employment participants served by local agencies across several states.

With minor exceptions, the individuals in the present analysis are generally quite similar
in terms of thelr primary disabllities and type of employment model to the supported
employment participants represented in th Wehman, Kregel, and Shafer (1989) study
of the 27 states with OSERS systems change grants. In comparing the two groups,
individuals in the present study are more likely to have been labeled mentally retarded
(81.4% to 71.6%) and to have been served in the individual placement model (77.7%
to 64.5). Among the individuals labeled mentally retarded, the percentage of individuals
with borderiine mental retardation is substantially higher in the present study 11.2% of

all mentally retarded persons compared to 3.2% of all mentally retarded persons in the

Wehman, Kregel, & Shafer study.
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When viewed collectively, the results presented above shed light on several
issues crucial to the effective implementation of supported employment. In the
remalnder of this section, the implications of the present findings on two key issues will
be discussed. First, is supported emplovment serving the Individuals the program was
intended to benefit? Second, to what extent are individuals with severe or profound
handicaps participating in supported employment? After addressing these questions,
recommendations for the future direction of the supported employment Initiative will be
provided.

Is supported employment serving the individuals the proaram was Intended to benefit?

The participants represented in the analysis appear to at least partlally meet the
stated criteria for supported employment eligibility contalned in the vocational
Rehabiiitation Act Amendments of 1986:

(A) for individuals with severe handicaps for whom competitive employment
has not traditionally occurred, or

(B} for individuals for whom competitive employment has been intesrupted
or intermittent as a result of a severe disabiiity, and who, because of
their handicap, need on-going support services to perform such work.
Such term includes transitional employment for individuals with chronic
mental illness. (P.L. 99-506, Title 1 Sec.103,})

Clearly, the supported employment participants described above possesssd
ilmited prior work experience and minimal eaming power in the year prior to supported
employment. Forty-three percent had eamed nothing in the year prior to supported
placement. Over half had previously attended a sheltered workshop, one-fourth had
attended an activity center or psychosocial rehabilitation program and slightly over one-
third had prior community-based work experience. Individuals with long-term mental
fliness and traumatic brain injury were most likely to have prior compstitive employment
experience. These individuals were also most likely to have reported no earnings in the
year prior to supported employment placement, ir.dicating a pattemn of interrupted or
Intermitient employment. Most groups of people eamed less than $2,300 except for
those individuals with long-term mental iliness who showed average eamings of $3,200.

At the same f{ime, the results of the analyses of participants, functional

characteristics and work-related skills possessed prior to placement do not Indicate that
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the local supported employment programs are currently serving individuals with the most
severe handicaps. Individuals with mild or borderiine mental retardation represented an
alamingly large percentage of the population. While about half of all participants
possessed an identified secondary disability, only a very few individuals reported
significant ambulation, sensory, communication, or fine motor impairments, or possessed
medical conditions that interfered with work performance, or significant inappropriate
behaviors.

Simitarly, the individuals possessed many work-related skills prior to placement.
The vast majority of possessed extremely high levels of orienting, endurancs, strength,
independence, and attending skills. Over half possessed functional math, reading, and
time awareness skills. Although these skiils obviously do not guarantee success in
integrated work settings, or preclude the need for ongoing support provided in supported
empfoyment programs, they hardly describe a group of individuals who might be
identified as possessing the "most severe handicaps®.

This analysis is not meant to imply that the individuals represented In the data
base are inappropriate for, or should not be served in, supported employment. To the
extent that these individuals meet a key element of the eligibility definition, that is, the
need for ongoing support services in order to sustain employment, they are indeed

appropriate candidates for supported employment, Obviously, by virtue of their previous
employment histories, these individuals are a part of a chronically unemployed group
of people. The data presented In this analysis appear to indicate that while programs
for the most part are serving a group of individuals appropriate for supported
employment, they are not yet serving the entire range of individuals for whom supported
employment was intended.

These data define a clear dichotomy. On the one hand, it appears that the
majority of the participants may possess a disebiiity or combination of disabiiities that
limit their ability to work to the extent thet they meset the vocational rehabilitation
definition of severe disability. At ths same tirie, it seems quite clear that the individuals

do not possess the significant functional limitations which many policy-makers and




advocates had hoped for In s original planning for supported employment (BellamY,
Rhodes, Mank, & Albin, 1988; Rusch, 1986; Wehman & Moon, 1988; WIll, 1984) .

In summary, it appears that the 80 local programs represented In the data base
are serving Individuals who have previously not participated In competitive employment
or who have intermittent histories of competitive employment experience, thereby
addressing the Intent of the ellgibility definition for suoported employment contained In
the Vocational Rehabilitation Act Amendments, the individuals for whom employment
expectations were raised by the success of the university-based demonstration projects
in the ea-ly 1980's, have yet to be incorporated into local supported employment efforts
to any significant degree.

.

To what extent are persons with severe or profound handicaps participating
in supported employment?

Individuals who possess severe or profound handicaps are usually Identified for

services through categorical or generic definitions (Qeiger & Justen, 1983). A
categorical approach makes explicit reference to a dlagnostic category such as severe
or prsfound mental retardation, autism, severe cerebral palisy, severe emotional
disturbance, or muiltiple handicaps (lncludlng'the deaf-blind category) as the persons
most frequently comprising the poi:ulation of individuals with severe or profound
handicaps. Generic definltions emphasize behavioral characteristics (such a lack of self-
care skills or inabllity to respond to directions or initiate communication with others) or
the intensity and duration of supports required to enable Individuals to "participate in
the mainstream of community life” (Bellamy, 1985, p. 6). By elther of these standards,
persons with severe or profound handicaps are not pariicipating In supported
employment to any significant extent.

As stated previously, persons with severe or profound mental retardation
comprise less that elght percent of the total number of supported employment
participants. In addition, all persons with autlsm, cerebral palsy, and sensory

impairments represent only four psrcent of the entire population. These totals are

remarkably consistent with those reporied In the analysls of 27 state supported

employment programs.
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Another finding of major importance relates to the functional characteristics and
work-related skills possessed by consumers with severe or profound mental retardation.
These data hardly describe a population of individuals with the behavioral characteristics
of persons with severe or profound handicaps described above. Over half of these
persons had eamed weges averaging over $1,000 in ihe year prior to referral to
supported employment. They were no more likely to possess ambulation impairments,
fine motor impalmments, or challenging behaviors that might interfere with their ability to
work than the other groups of persons with disabilites. A majority possessed work-
related skills prior to entry into supported employment Inconsistent with the behavioral
characteristics described above. These data dearly indicute +1at while persons with
Severe or profound mental retardation comprise only a very small percentage of the
individuals participating in supported employment, an even smaller number of individuals
with the behavioral characteristics indicative of individuals with severs or profound
handicaps are currently being served in supp/cned employment programs.

Implications for the National Supperted Employment Initiative
Undenlably, tremendous progress has been made in improving employment

opportunities for persons with severe disabllities in the last decade. However, it is
critical that action be taken now to Insure that persons with sevore or profound
handicaps are not excluded from supported employment programs as they were from
other vocational alternatives in the past. Future supported employme: t implementation
efforls shouid be based on the following thr~e principles.

1. 1t can not be assumed_that an effective technology currently exists that

allows the independent participation of persons with severe and profound handicaps in

integrated work environments. - An easy answer to the problems of supported
employment participation for persons with severe and profound handicaps would be to

argue that local programs continue to underestimate the employment potential of these
individuals and remain unwilling to provide them the support required to enter integrated
employment optlons. in our opinion, this is not the case. A substantial number of local
programs are now ftruly committed to inciuding individuals with severe or profound

handicaps in their supported employmsnt efforts. For these professionals, the problem
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now Is not should we, but rather how can we enable these consumers to benefit from
supported employment.

The professional literature contalns very few examples of clinical demonstrations
that empirically document the success of persors with severe or profound handicaps in
supported employment (e.g. Rhodes & Valenia, 1989; Wehman, Hill, Wood, & Parent,
1987; Wehman, Parent, wood, Kregel, & Inge, 1989). The vast majority of published
literature remains focused on individuals with moderate mental retardation or other
disabilities. For those local programs committed to incorporating individuals with severe
or profound handicaps Into supported employment, very little published research exists
to point the way.

The davelopment, demonstration, and dissemination of new and innovative
service dellvery models should be promoted and encouraged by funding agencies. The
same efforts which have recently been devoted to the study of generallzation and
transfer of training Issues (e.g., Homer, Duniap, & Roegel, 1988) must be applled to
Integrated employment of persons with severe or profound handicaps. The spirit of
experimentation prominént during the late 1970’s and early 1980’s should be renewed.
It would be a serious mistake to "Institutionalize” the four major supported employment
models - Individual placement, enclaves, moblie work crews, and small businesses too
quickly as the only recognized service dellvery models for supported employment
(Bellamy, 1985). New technologles must continue to emerge, persennel preparaiion
must be enhanced, and new approaches tested In order for supported employment to
achleve this intended purposes.

2. At the same time, it_must be recognized that not all of the barriers to

supported embloyment are technological; phllosophical and political changes must occur

as well. As stated above we belleve that many professionals are now deeply committed
to asslisting persons with severe or profound handicaps to experience the beneflts of
integrated employment.  However, It Is Important to recognize that supported
employment, and the bellef that all Individuals should particlpate In Individually

meaningful work, Is a very new concept, one that Is not shared by evervone In the

rehabilitation community.
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In too many Instances persons with severe or profound handicaps are not
allowed to benefit from existing service technologles because the rehabillitation
community, employers, and the public at large remain unconvinced or unaware of thelr
potential for meaningful work. Isstes such as the cost effectiveness of providing
services to these Individuals outside segregated. congregate facllities, the willingness of
employers and the public to allow "exposure” of these persons to the community at
large, and even whether supported employment participation truly benefits or actually
harms persons with disablliities are still frequently raised. The practice of attempting to
first serve persons with mild disabliities before serving persons with severe handicaps,
based on the erroneous bellef that the latter group will be less likely to sucreed in
supported emp]oyment, Is still strongly prevalent. Emphasis must continue to be placed
not only on-the development of new techrologies, but also on methods to eliminate the
philosophical and social barriers that artificially fimit supported employment participation.

3. Federal and state policies must effectively encourage the incorporation of

Individuals with severe and profound handicaps into supported employment. Since

1986, fec'aral, state, and local governments have moved with remarkable speed to bulld
supported employment service capacity. Statewide service dellvery systems now exist
in a majority of states. Efforts have been focused on establishing funding mechanisms,
developing Interagency agreements, desligning training and technica! assistance
resources, and securing adequate sources of funds. Much greater effort must now be
directed toward the development of policies that encourage rather than mersly allow
local programs fo provide services to persons with severe disabilities. A number of
Innovative policy approaches should e attempted and evaluated.

First, state and local policles should be developed that explicitly identify
supported as the preferred employment alternative for individuals with severe or
profound handicaps. Although many states are encouraging the repiacement of
congregate, segregated sheltered employment setltings with supported employment
alternatives, only a few states are mandating the reallocation of existing day programs

with integrated employment options. A clear message should be sent to local service
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agendles that Individuals with severe or profound handicaps are to be included in all
supported employment actlvitles.

Second, discretionary funds and program start-up grants should be directed
toward programs designed to benefit Individuals with severe or profound handicaps. It
Is no longer necessary to "demonstrate” that individuals with moderate mental
retardation, for example, are able to succeed In integrated employment settings. Now
that statewide supported employment service dellvery systems are In place in many
areas of the country, future demonstration efforts should be targeted towards indiviZuals
who, to date, have not participated in supported employment to a significant degree.

Third, variable funding rates should be established to provide fiscal incentives
for programs that serve perscns with severe or profound handicaps. We belleve that
differentiated funding levels should be established that reimburse local programs based
wi the intensity and complexity of the training and support needs required by varlous
supported employment participants. For example, Juhrs and Smith (1989) recently
published excellent outcomes data related to the competitive jobs obtained by a group
of individuals with autism. Long-term support for these Individuals, however, was
provided on a 1:1 or 1:2 basis for extended periods of time, resuiting In costs much
higher than those obtalned in many other supported empiovment programs. Funding
agencles must develop relmbursement mechanisms that maximize local flexibllity in the
design and dellvery of services, to guarantee that Individuals with unique needs will
have an opportunity to reallze the benefits of Integrated employment.

Concluslon

Supported employment is providing opportunities for individuals with limited prior
work experiences to enter and succeed In Integrated employmerit settings for the f{Irst
time. However, the present analysls adds further documentation to what appears to be
a disturbing trend. Individuals with severe or profound handicaps have yet to benefit
from these opportunities to any signlificant degree. Supported employment must become
more than a program that serves Individuals with mild or moderate mental retardation

who previously had attended sheltered workshops or other adult day programs. Steps

must be taken Immediately to Insure that Individuals with severe or profound handicaps




are not excluded from these programs. As supported employment is rapidly evolviny
into a formal component of rehabiliitation service delivery systems, eligibility for supported
employment must not be limited to individuals who easlly fit into one of four rigidly
defined service dellvery models. Future efforts should be focused on developing and
demonstrating innovative, effective service delivery models, breaking down the attitudinal
barriers that still restrict the particlpation of individuals with severe or profound
handicaps, and developing policles aid program regulations at all levels that clearly
identify integrated employment as the sole service altemative for all Individuals, including

those with severe or profound handicaps.
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Abstract

Afthough recent Federal legislation has led to a proliferation of supported
empioyment programs throughout the country, litle information Is available that
documents the success of these programs. The present study examines the effect of
different consumer characteristics and altemative supported employment service delivery
models upon key employment outcomes inciuding hourly wage, hours worked per week,
increase in eamings after supported employment participation, and level of integration
on the job. The employment o;:tcomes of a sample of 1,550 individuals recelving
supported empioyment services through 96 local programs in eight states were analyzed
to determine the effects of the key independent variables of primary disablity and type
of employment model. Results indicate that all groups of individuals, regardless of their
primary disabllity, benefited significantly from supported employment participation.
Further, data indicate that the individual placement model generaled employment
outcomes superior to those resulting from group employment options, particularly work

crews. Implications of the results for future program development activities are

discussec.
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The supported employment movement represents an attempt to integrate
individuals with developmental and other severe disabilities into the economic and social
fabric of local communities and the malinstream of our nation’s workforce. The
movement has stimulated a national policy that designates community-based work
environments as the appropriate employment altemative for many persons traditionally
served In segregated, congrrqgate facilities such as sheltered workshops and work
activity centers (Bates, 1989; Kregel & McDonald, 1988; Kregel & Wehman, in press).

The incorporation of supported employment Into the Rehabilitation Act
Amendments of 1986 (F.L. 99-506) has effectively led to a nationwide proiiferation of
lecal supported employment programs. In a natlonal survey of supported employment
implenicntation in 27 states, Wehman, Kregel, Shafe”, & West (1989) found that 25,000
individuals were participating in supported employment in over 1,4G0 local programs.
Early Implementation focused on individuals with mental retardation, but recent efforts
have attempted to include Individuals with long-term mental linsss, cerebral palsy,
traumatic brain injury, and other physicai and sensory disabllities (Kreutzer & Morton,
1988; Wood, 1988).

Four distinct supported employment service delivery models - the individual
placement, enclave, work crew, and small business models - have been frequantly
described in the professional literature {(Mank, Rhodes, & Bellamy, 1986; Moon & Griffin,
1988). While it has been argued that these approaches are not tha only appropriate
supported employment service delivery models (Bellamy, 1985; Kregel & Wehman, in
press), over 90% of all individuals participating in supported employment in 27 states
are served by one of the four models {(Wehman, et al., 1989).

The indivilual placement meds! {(Wehman & Kregel, 1985) focuses on placing

a gingle individual in a community-based job. Typically, job site training is provided by
an employment specialist until the individual is able to perform the job to the satisfaction
of the employer, at which time on site support is faded. Ongoing support services are
then provided as needed throughout the course of the individual's employment.

In contrast to the individual placement medel, the enclave, work crew, and small

buslnass models all provide services to groups of individuals with disabilities who work
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together in communty-based employment ssttings. These models may be viewed as
less preferable (Brown, 1989), since working with a group of other persons with
disabliities identifies or stigmatizes the individual worker, thereby limiting the opportunity
for social integration with nonhandicapped co-workers and supervisors. However, they
may be generaily justified by the asserion that individuals with more significant
disabilities, who would be unable to succeed in a more independent, individual
placement, could successfully participate in community-based employment through a
group employment option (Rusch, Trach, Winking, Tines, & Johnson, 1989).

An enclave (Rhodes & Vaianta, 1985) consists of a small group of individuals
working within a single community business or l.ndushy. eaming wages based on
productivity. Continuous, full-time supervision and training is provided by a supervisor
wholsomployedbythehostcompanyoralocalhumanservloesagency. in the work
grew approach (Bourbeau, 1989) a small number of workers travel to different locations
in the community performing speclalized contract services. Crew members are generally
employees of a not-for-profit agency that secures the contracts and provides continuous
training and supervision. In the small business or entrepreneurial model (O,Bryan,
1989), a manufacturing or subcontract operation is established that employs individuals
with severe disabilities as well as workers without handicaps and prcvides one type of
product or service.

Very little is presently known about the relative effectivensess of the various
supported employment models. Most supported employment research has focused on
the outcomes generated by a single supported employment model (individual placement)
for consumers with a single disability (mental retardation). As supported employment
programs expand In terms of number, variety, and the types of individuals served,
efforts shou!d be made to investigate the relative success of the different models
curiently In practice and the extent to which they impact employment outcomes for
individuals with various disabiiities.

The purpose of the prasent investigation was to examine the relative efficacy

of different supported employment models in providing meaningful employment outcomes

for individuals with disabiities. Spedifically, this investigation addressed the relationship
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between an individual's primary disability and the key employment outcomes achleved
through participation in supported employment (i.e., wages, hours worked, and level of
integration). Additionally, the relationship between the type of empioyment modei in
which an individual is served and the key employment outcomes achieved by the
individual was investigated.

Method
Sample

Through a serles of cooperative agreements the Rehabilitation Research and
Tralning Center on Supported Employment tracks the efforts of 96 local supported
employment programs across eight states. Among the programs submitting information
to the data base are large statewide supported employment programs operated by
vocational rehabilitation agencies in Virginia, North Dakota, and Nevada, secondary
school-based programs in Florida, a large regional program in California, and United
Cerebral Palsy affiliates in New Jersey, Alabama, and lllinois.

A total of 1,608 individuals were represented in the data base at the time of
the study. Of those, 1,550 (96%) were served in either the individual, enclave, work
crew, or small business model of supported employment and as such comprised the
sample for the invesiigation. The 58 individuals served in other types of supported
employment models were not included in the subsequent analyses.

The primary disabilities of the individuals participating in supported empioyment
were grouped into six categories. individuals with mental retardation were classified
based on their most recent psychological evaluation as severe or profound (8.2% of the
sampks), moderate (27.4%), miid (36.2%), or borderline (9.2%) according to AAMD
(1983) criteria. The two other identified categories were persons with long-term mental
Uiness (10.2% of the sample) and persons with physical and sensory disabilities. The
category of persons with physical and sensory disabilities, which represented 8.8% of
the entire sample, consisted primarlly of persons with cerebral palsy (42% of the
category) and traumatic brain injury (39%). The remaining individuals in this category

were persons with sensory impairments (11%) and other physical disabilities (8%).
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The individuals were predomlnantly served In the individual ptacement model
(78.4%). Each of the other models, enclave (9.4%), work crew (8.5%), and small
business (3.7%) accounted for less than ten percent of the entire sample. The average
age of individuals in the sample was 29.6 years, with individuals with moderate mental
retardation being slightly younger and individuals with long-term mental illness slightly
older than other groups. About half of all individuals (49.5%) lived with their parents
or other relatives, 16.8% !ived independently, and the remainder (33.7%) lived in some
type of community residential alternative.

Over three-quarters of all individuals (81.4%) eamed over the federal minimum
wage of $3.35 per hour. The vast majority of individuals worked part-time (71.8%)
according to the Bureau of Labor criterion of 35 hours per week for full-time
employment. Individuals with severe or profound mental retardation were less likely
to eam minimum wage or work full-time than any other group. Thirly-six percent
received no fringe benefits, with annual leave (45.6%), sick leave (34.0%), and medical
insurance (33.2%) being the most frequently reported benefit.

A preliminary analysis was conducted to examine the relationship between an
Individual's primary disability and the type of employment model in which the indiviau1l
was likely to be servet. Table 1 indicates the percentage of individual's in each of the
six categc ries of primary disabilities served in the four employment models. Chi-square
analysis indicated a significant difference In the models in which individuals with various
primary disabilities were served (15, N = 1,550) = 74.518, p < .0001. An examination
of individual cell chi-squares Indicated that individuals with severe/profound mental
retardation were more likely to be served In enclaves and less likely to be served in the
individual placement model. Individuals with moderate mental retardation, long-term

mental iliness, and physical and sensory disabilities were less likely to participate In the

small business model.

Instrumentation

The Supported Employment Management Information System is an Individual

consumer tracking system which consists of 243 distinct data elements that are obtained




Table 1

Percentage of Individuals In Varlous Employment Mode!s

1

Type of Employment Model*

Tty

Small
: Primary Individual Enclave Work Crew Busliness R
i Disability Placement Model Model Medel
(N=1215) (N = 145) (N = 132) (N =59 t
Z Severe/Profound
v Mental Retardation 64.4% 22.6% 6.1% 6.9% :

(N = 127)

Moderate :
Mental Retardation 82.7% 8.0% 8.3% 1.0% R
(N o 424) ;

Mid Mental
Rotardation 74.4% 9.5% 10.3% 5.8%
(N = 561)

Borderiine
Mental Retardation 78.1% 6.3% 71% 8.6%
(N = 143)

I S i

Long-Term
Mental lliness 93.4% 0.0% 3.3% 33% !
(N = 158) E

Physical and j
Sensory Disablilities 87.6% 4.4% 44% 3.6% ;
(N = 137)

* X (15, N = 1,550)) = 74.52, p, .0001

at varlous stages of each individual's employment experience. Nine different data forms

collect information on: Consumer demographics, pre-employment work history and

functionai characteristics; characteristics of the specific job or jobs held by the

consumer; employment outcome information, including wages eamed, hours worked,

benefits received, level of integration in the workplace, reasons for separation, and

supervisor evaluation of work performance; and the amount and type of service provided

to the consumer by tive employment specialist.

Reliabllity

Numerous steps were taken to ensure <..id verify the accuracy and rellabllity of

the data obtained for the analysis. All employment specialists were provided six hours

of training in the completion of the data forms and the use of the management

information system prior to Initial data collection. Follow-up training was then provided
as necessary, and stz from the RRTC Data Management Unit were available to
answer questions on a dally basis. In addition, & comprehensive Data Management
System Operations Manual (RRTC, 1987) was developed and disseminated to all
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employment specialists that provided definitions of ali data elements and precise
directions for {orm compietion.

Completed forms wers sent to the RRTC for processing and analysis. Each
form was first visually inspected by a data management speciallst for corapleteness and
consistency with any other Information aiready ava.able regarding the consumer. If
necessaty, the data management specialist contacted the employment speciallst who
submitted the form to obtain missing information, verify particular responses, or request
addltional information. The forms were then entered for mainframe computer analysls
using data entry programs that contained emor check procedures that prohibited the
entry of values out of range for a particular data element or Inconsistent with previously
entered informatlon regarding a specific consumer. Finally, key information on each
consumer was summarized and retumed to the local agency on a quarterly basls to
allow the local employment speclalists to review and confirm the accuracy of the
Information maintained in the system.

Data Analysls

The Independent variables for the investigation were: 1) the primary disabllity
of the consumer; and 2) the type of employment model In which the individual
particlpated. Key dependent variables examined wera wages In supported employment,
hours worked per week, preemployment work histories, functional characteristics of the
Individual, and level of Integration provided by a particular job setting. Level of
Integration was measured by employment speclalists using a five point rafing scale that
focused on physical proximity, opportunitles for Interaction, and task interdependence.

Chi-square analyses were completed to Investigate the relationship between
primary disabllity and type of employment model and categorical variables such as
functional characteristics. When significant differences were discovered, individual cell

chi-squares were examined to determine the contribution of a particular cell to the total

chl-square. To examine the relationship between primary disabllty and type of

employment model and the continuous variables of wages eamed, hours worked, and
level of Integration, one-way analyses of variance (ANOVA) were performed to

determine the effect of the independent varlable. Whare differences were detected,
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Student Newman-Kuels post-hoc tests were conducted to identify the group means that
were significantly differant.
Results

Relationship Between Primary Disability and Employment OQutcomes

The hourly wage and hours worked per week for individuals with various
primary disabliities are contained in Table 2. Significant effects for primary disability
were found for both hourly wage (E (5,1549) = 29.80, p < .0001) and hours worked por
week
(E (5,1549) = 8.50, p < .0001). Post-hoc tests revealed that persons with long-term
mental Hiness and physical and sensory disabilities eamed sigrificantly higner hourly
wagas than individuals with any level of mental retardation. Post-hoc tests also
revealed that persons with physical and sensory disabliities worked a significantly greater

rumber of hours per week than individuals with severe/profound mental retardation.

Table 2
Wage Outcomes for individuale with Various Primary Disabilities
(N = 1,550)
Hours Monthly Monthly
Worked Eamings Ecmlngs
Primery Hourly Per Prior to During Percent
Disebillty Wage Week Supported Supported Change
Empioyment  Employment

Severe/Profound
Mental Retardation $3.09¢ 27" $45 $286°° 838%
Moderate
Mantel Retardation $3.30 288 $55 $372 876%
Mid Montal
Retardation $3.15 288 $0% $361 260%
Bordetine
Montal Retardation $3.27 27.6 $80 $392 390%
Long-Term
Mental inees $3.74 28.0 $102 $454 345%
Physical end .
Sensory Dissbiities $4.28 2968 $a7 $556 538%

*  (F(5,1649) = 2080, p, < .0001)
§5.1M9)- 8.50, p, < .0001
(F(5.1549) = 3075, g, < 0001

To determine the changs in individuals, monthly eamings prior to and during
supported employment participation, mean monthly eamings for Individuals prior to
referral to supported employment and during supportsd employment participation were
computed for eac’i primary disability. Analysis of Variance failed to yield significance
between primary disability and monthly wage prior to supported employment.
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Significance was found between primary disability and monthly wage during supported
employment participation (F (5,1549) = 30.75, P < .0001). Post-hoc tests revealed that
persons with long-term mental lliness and physical and sensory disabllities eamed more
per month than all other groups and persons with severe/profound mental retardation
eamed less than all other groups.

The effect of supported employment participation on the monthly eamings of
individuals with various primary disabilities is also summarized In Table 2. Supported
employment participation had a dramatic Increase on the monthly wage of particlpants
In all groups. The largest percentage Increases were found for individuals with
moderate mental retardation (576%), physical and sensory disabllities (539%), and
severe/profound mental retardation (536%). Indlviduals with mild mental retardation
experlenced the smallest Increase (280%), less than half that experlenced by persons
with moderate mental retardation.

Relationship Between Type of Mode!l and Employment Qutcomes

As Indicated In Table 3, Analysls of Variance revealed a significant relationship
between type of employment model and hourly wage (E (3,1549) = 243.27, p < .0001).
Post-hoc tests indicated that persons In Individua! placements eamned significantly higher
hourly wages than persons served In any other model, and persons In the small
business option eamed significantly lower hourly wages when compared to ail other
groups. Analysls of Variance did not yleld significance between tyrs of model and
monthly wages eamed prior to supported employment.  Signlificant differences were
found between smployment model and wages eamed during supported empioyment
(E (3,1549) = 69.16, p < .0001).

Table 3 a'so summarizes the effect of supported employment particlpation on
the monthly wages earned by Individuals in the four employment models. Participants

In all models experienced substantial increases In thelr monthly earnings. Work crew

Particlpants experienced a relatively small Increase of 164%.
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Table 3
Wage Outcomes for individuals In Varlous Employment Models

(N - 1,850)
Hours Monthly Monthly
Worked Eamings Eamings
Ermy'm t Hourly Per Prior to During Percent
ol Wago Waoek Supported Supported Change
Employment  Employment
individual Placoment $3.68° 28.5 $80 $424% 430%
Enclaves $3.25 287 $67 $301 349%
Work Crews $232 27.8 $96 $253 164%
Small Business $1.30 254 $48 $149 224%

. 3,2549) 43.27, p, < .0001
- 5,1549) = 60.16, p, < .0001

Level of Integration

The potential of a supported employment setting to provide participants the
opportunity for physical and social intagration with nonhandicapped co-warkers and the
public at large was assessed by specialists using a five point rating scale. Mean ratings
were computed for each of the primary disability categories and employment models.
Analysis of Variance did not identify a significant relationship between primary dlsiabillty
and level of integration. However, a significant relationship was found between type of
employment model and level of integration (F (3,1549) = 64.85, p < .0001). Post-hoc
tests indicated that both enclaves (x = 2.82) and work crews (x = 2.07) provided a
significantly lower opportunity for physical and social integration than individual
placement (x = 3.19) or small business (x = 3.07) models, with work craws in particular
lower than ail other models.

Functional Characteristics

In view of the fact that type of employment mode! was found to be a significant
determinant of monthly wages earned during supported employment and level of
integration, additional analyses were performed to examine the functional characteristics
of individuals participating In each of the four models. The percentage of Individuals
fn each model possessing significant Impalrments in five key functional areas is
contained in Table 4. Chi-square analyses were performed to investigate the

relationship between type of employment model and functional characterlistics.
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A significant relationship was found between type of amployment model and the
presence of an ambulation Impairment (3, (N = 1,550) = 38.115, D < .0001). Significant

relationships were not found between type of model and visicn, hearing, fine motor, or
communication Impalrments.

Table 4
Percintage of Indlvidusls In Varlous Employment
Modsls Possessing Key Functional Charactetistica
(N = 1,550)
Type of employment Mode!

Small

Individual Enclave  Work Crew  Business

Characteristic Placement Model Mode! Mode!

(N=1216) (N=145) (N= 132} (N = 58)
Ambutation
impairment® 13.1% 14.8% 122% 47.5%
Visual impalrment  9.6% 84% 13.0% 15.0%
Hearing impairment  8.8% 8.5% 7.6% 5.0%
Fine Motor
Impalrment 121% 12.8% 6.1% 17.5%
Communication
impalrment 5.1% 10.6% 7.0% 5.0%

Note: The percentages reported indicate the percentage of individuals
in each typa of employment mode! puasessing any type of functional
impairment In eech of the categorias.

* X (15, N = 1,650) = 74.52, p. .0001)

Discussion
The results of the present study clearly document that supported employment
Is fulfilling s major purpose. Large numbers of Individuals previously unemployed or
underemployed are earning wages three to five times greater than they were prior to
entering supported employment while working L1 community-based se'iings providing
substantial opportunities for interaction with co-worqus and otiter members of the
communlity. Supported employment appeaiz to be effective for Individuals with a variety
of primary disabllittes. However, not all supported employment programs appea- to be
equally effective. Group cmployment options, particularly work crews, do not provide

eamings or integration oprortunities avallable to particlpants in the individual placement
model.
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Increased Wages Eamed by Particpants

As stated previously, the intent of the federal/state supported employment
initiative is to provide pald employment for individuals who have been traditionally

unable to obtain or maintain such employment. If wages eamed prior to supported

employment participation are accepted as a valid indicator of unemployment or
underemployment, then the results of the present study clearly provide powerful
evidence of the eftectiveness of supported empluyment in the 96 programs comprising
the study sample. When monthly eamings prior to supported employment were
compared to eamings during supported employment, individuals in all disabiiity groups
experienced dramatic increase:, ranging from 280% to 574%.

It is interesting that the individuals who reported the lowest monthly eamings
prior to supported employment, persons with severe, profound, or moderate mental
retardation, along with persons with physical and sensory disabiiities, experienced the
greatest increase In eamings after supported employment participation (539% for
persons with severe or profound mental retardation; 574% for persons with moderate
mental retardation). The results cleariy document that individuals with mederate, severs,
or profound mental retardation, until recently thought to be unable io participate in
competitive work settings or earn meaningful wages, experienced dramatic increases in
thelr eaming power after participatior in surnorted employment.

Another important finding is the “act that indivic" ils with long-term mental fiiness
and physical and sensory disabliities also experienced significant wage increases
through supported employment participation. Efforts to include persons with Icng-term
mental iliness, cerebral palsy, traumatic brain injury, and cther physical and sensory
dicabiiities have been hampered by conflicting program goals and funding policies that
limit the avaliability of ongoing support services (Nobie & Coliignon, 1987). Resulls
indicating that supported employment is abie to improve the eamning capacity and
promote the vocational integration of these Individuals shouid reiniforce efferts to

increase their level of participation in supported empioyment.

29
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The Effectiveness of Various Employment Models

The results document that ’ioup employmeni mode's, particularly work crew s,

2 g s ey aAN
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- generate employment outcoines ciarly inferior to those generated by the individual

placement model. Work crew participants eamed $1.36 less per hour, and $171 less
3 per month, on average, than persons in the individual placement model. The Increase
in wages eamed by persons in work crews prior to and during supported employment
3 was less than that for any other mode! and less than half of the increase n2nerated by
“ the enclave and individual placement approaches. Work crew participants were placed
, inte employment settings which provided far less opportunity for physical and social
integration with co-workers and the public at large. When evaluated in light of the basic
: premise of supported employment, paid work in integrated work settings, the findings
y ’ of the present study indicate that work crews are clearly less effective than other
supported employment altematives and lend support to the efforts of Brown (1989) and
others to discredit work crews as a viable supported employment service delivery model.
* It should be noted that the small business model also generated relatively poor

employment outcomes. However, the small business modei actually provided more

D hpe wo amest

integration than the work crew, and there was some evidence to indicate that the small
business model was serving individuals with more severe disabiiities.

The unfavorable sutcomes generated by the work crew mode! could perheps
be Justified if the individuals served in the mode! were found to possess characteristics
that would limit their participation in models that produce more positive employment
wutcomes. While the present study did not address all potential characteristics, the
¢ results presented do not support this justification. Work crews were not made up of a
A Preponderance of individuals with severe or profound mental retardation, in fact, the
largest group of work crew participants were individuals with mild menta! retardation.
The previous employment histories of work crew participants, in terras o* work activity
cenier attendarice, previous community-based employment experience, and amount of
public financial support at the time of supported employment placement were no

different than those of individuals in any of the other models. Also, they were no more
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likely than any other group to possess significant functional limitations in areas such as
ambulation, vision, hearing, fine motor, or communication,

The preéent study found that work crews generate employment outcomes
inferior to those of other supported employment models and failed to identify any
characteristics of the individuals participating in the work crew model that would account
for these outcomes. In light of these findings, it falls upon proponents of the work crew
model of supported employment to present: 1) evidence that documents employment
outcomes generated by work crew participation that exceed those found in the study
sample (i.e., the work crews in the present sample do not reflect the outcomes of other
work crews in operation in other parts of the country, such as work crews operated
under the provisions of the Javits, Wagner, O’'Day Act), or 2) evidence that refutes the
nowun that work crew part’cipants do not possess functional limitations or any other
characteristics that would preciude their participation in more effective supported
employment alterriatives.

Implications for Program Development

The findings of the present study are limited in that they are derived from only
those individuals and programs that contribute data to the Supported Employment
Management Information System. Further, two variables used in the analysis, key
functional characteristics and levei of integration, involve clinical judgments on the part
of individual employment specialists. While sieps were takeri to maximize the re:iability
of the information provided, some variability in the way individual employment specialists
rated these items may remain.

However, the si-: .. .he sample for the study was quite large and ths data was
generated from numerous programs in several states. Further, the rate of participation
by inaividuals with various primary disabilities and the types of employment models
represented in the sample are consistent with those reported in nationa! studies of
supported empioyment implementation (Wehman, Kregel, Shafer, & West, 1989). Based
upon the results presented and discussed above, two recommendations are made for

future research and program development efforts.




First, cterent efforts to include persons with severe or profound mantal

retardetion, long-term mental iliness, and physizal or sensoty disabilities such as

cerebral palsy or traumatic brain injury in_supported employment programs should be

significantly expanded. Funding barriurs in many states make it difficult at the present

time to provide supported employment ser/ices to persons with cerebral palsy, traumatic
brain injury, and other physical and censory disabilities. Individuals with severe or
profound mental retardation have yet to be fully served in supported employment due
to a number of factors, including cttitudinal barriers and lack of efiective training
technologies (Kregel & Wehman, in press). However, these individuals were among
those who benefited most from supported employment participation. The obvious
benefits of supported employment participation for these individuals indicate an urgent
need for a concerted federal, state, and local effort to overcome funding and
programmatic barriers to provide supported employment services to these underserved
poputations.

Second, the role of group employment options, particularly mobile crews, should
be critically examined. The results of the present study appear to indicate that the most
significant predictor of an individual's key supported employment outcomes s the type
of employment model into which an individual is placed. In light of these findings,
several steps should be taken. The individual placement model shoula be viewed as
the preferred supported employment altemative for all individuals able to succeed in the
modsl. Group employment options, when used, shot.d be reserved for individuals who
have demonstrated an inabilty to succeed in the individual placement approach.
Significant research and development efforts must be focused on tha development of

assessmer:t strategies that will prevent individuals from being inappropriately placed into

group employment options.
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Abstract

This paper provides a prospective analysis of the prelnjury, postinjury and
eupported employment work histories of 20 persons who survived a severe head injury.
Al persons had a very limited or inconsistent work history postinjury due to the severity _
of the Injury. Data are presented on the placement outcomes such as wages, hours 5
worked, months of employment and type of occupation. The supported employment
model is described and the job coach approach is presented in some detail. The most
significant finding of this preliminary report is that, as an aggregate group, supported :
employment w=s able to facllitate restoration of vocational capacity from preinjury levels e

based on total months worked.
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Retuming to meaningful paid employment has proven to be difficult for many
persons recovering from traumatic brain injury. Brooks and associates (1), for example,
found that within the first seven years postinjury only 29% of a sample of 98 persons
were employed compared to a rate of 86% before injury. Jacobs (2), in a
comprehensive survey of 142 head injured patients in Los Angeles, California, found
that wages were the primary source of income for 78% of respondents preinjury
compared with only 26.7% postinjury. These two major studies and many other reports
by Stapleton (3), Weddell, Oddy, and Jenkins (4,, Dresser (5), Ben-Yishay et al. (6),
and MacKenzie (7) all support the apparent disappointing long-term vocationa! outcome
for patients who have experienced a severe head injury. Notably, efforts to assess pre
vs. postinjury vocational outcome have used either a survey or structured interview
format.

Several approaches have been used to improve vocational outcome. Prigatano
and colieagues (8) present a cognitive training program which focuses on improving
cognitive and social deficits. Ben-Yishay and his associates have developed a
comprehensive program of holistic cognitive remediation and occupational trials (6).
Unfortunateiy, with both of these approaches there has been iiitie evidence of skill
generalization and maintenance. Because of these problems Fawber and Wachter (9),
argue for more  uctured job piacement and case management. Wehman, Kreutzer,
and their colleagues have presented a supported employment madel to help place and
retain difficult to place individuals with severe disabiiities (10,11). This approach focuses
not only on structured job placement and case managenent but heavily on job retention
and generalization.

The supported employment appr. .ich, which has been described earlier by
Kreutzer and Morton (12) and also by Kreutzer, Wehman, at al. (13), has the advantage
of providing direct profescional staff support at the point of nlacement in the work
environment. An empioyment specialist, also known as a job coach, focuses exclusively
on one client at the workpiace. Training and counseling support are provided over a
number of weeks or months until the individual's performance is stabliized. At that time
the employment specialist "fades” his or her time from the job site. Cilents are usually

52
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accepted only if they have falled with other rehabilitation approaches to placement and
have been consistently unable te gain or hold any competitive job.

At the Medical College of Virginla we have been using a supported employment
approach to enhance return to work outcomes for approximately two years. While most
of the persons referred to In this program are at least partially ambulatory, they have
all experlenced severe head Injuries (Glascow Coma Scale <10). Also, none of them
has demonstrated a consistent work record since their Injury.

Therefore, it Is the purpose of this Paper tc report on the prelnjury work history,
postinjury work history, and supported emplovment work performance of Individuals
with traumatic brain Injury who have been placed into competitive employment. We
belleve In order to fully assess the meaning of vocational outcomes postinjury that it is
critical to determine the prelnjury occupational status of a client. Compefitive
employment Is defined as at least U.S. federal minimum wage of $3.35Mhr. and
employraent In work environments with people who are not labeled as being
handicapped,

Method
Client Profile

All clients are under medical supervision of a physiatrist upon referral to the
supported employmient program. A total of 41 clients have been referred from
physicians, psychologists, rehabilitation counselors, and familes for supported
employment services. Virtually all bave been Initially accepted for potential placement
provided they are between 16 and 64 years of age, have a hisiary of severe head
Injury, and are not wuctive substance abusers. There are no exclusion criteria based
on cognitive, physical, or social limitations. However, there must also be a veiy strong
indication that the person cannot work successiully without ongoing job support. This
Indication is determined by (a) documented previous employment fallures, postinjury, or
(b) reports from the family, physician, referring rehabiiitation counselor, or cifent
Indicating concern about Independent work bility.

In Table 1 is a bslef dascription of the persons placed to date and selected

demographic Information along with the major presenting vocational problems. The
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Table 1

Client Demographic Profiles

Current
Client Age at Cause of Length of Current Preinjury Residential
No. Gender Injury Injury Coma (days) Age. Educational Level Status Major Presenting Vocational Problem Arcas
1. M 12 Auto accident 35 31 Elementary student Independent Nervousness, restlessness, anxielLy, memory
2, M 48 Fall in home Unknown 50 Some college courses Independent Complex reasoning, stress tolerance, memory
3. M 21 Auto accident 53 27 College graduate Parents® home Motor/coordination, strength
4, ¥ 23 Struck by auto 92 27 Some college courses Parents' home Short-term memory, fine motor, compliance
5. M 30 Auto accident 60 33 High school graduat~ Shares home Motor/ambulation, fine motor.coord, strength
6. M 24 Auto aceidert 21 31 High school graduatt Parents' home Short-term memory, following instructions
7. M 34 Auto accident 92 39  Some college courses Parents' home Vision, memory, ambulation, speech, fine motor
8. M 19 Auto aceident 60 27 Righ school graduate Supervised apt Ambulation, memory, wandering, argumentative
9. M 15 Motorcycle acc. 92 30 Some college courses Independent Temper, argumentative
10. M 23 Auto accident 233 31 Some high school Parents' home Ambulation, fine motor coordination
11. M 16 Gunshot wound 3 18 Some college courses Parents' home Ambulation, seizures, memory, vision
12. M 9 Auto accident 138 20 Elementary student Parents' home Work speed, compliance with instructions
13. M 27 Motorcycle acc. 59 29 High school graduate Parents' home Vision, coordination, communication
14. M 20 Auto accident 153 33 College student Supervised apt Short-term memory, thinking, motor/coordination
15. M 16 Auto accident 10 37 ' High school student Independent Seizures, attention span, memory
16. F 24 Auto accident 1 26 High school graduate Independent Motor strengtn, coordination, concengration
17. M 20 Auto accident 62 26 Some high school Supervised apt Memory, strenglh, cxtended standing or walking
18. M 14 Auto accident 120 31 Some college courses Supervised apt Vision, motivation, memory, coordination
19. M 27 Struck by auto S 28 Some college courses Independent Speech, thinking and organization skills
20. M 22 Motorcycle acc. 11 25 High school graduate Supervised apt Vision, memory, depression, coordination
Means = 22.2 65.0 29.9

i
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mean age at injury was 22 years, with the current age of sach person placed being 30.

Time in coma averaged 68 days with a range of 3 days to 233 days. A total of 92.1%
have received some form of financial aid. A total of ¥9.4% of all persons experienced
head injuries as a result of motor vehicle accidents. It should also be noted in Table
1 consistent with the findings of Ben-Yishay, et.al. (6) and Brooks et.al. (1) that 12 of
the 20 persons (60%) experienced memory problems; 10 persons or 50% presented
serious motor and/or ambulation limitations.

An effort is made to complete a neuropsychological and psychiatric examination
on each person referred for su, Jorted employment. Measures of intellectual, cognitivs,
and psychomotor ability include the Galveston Orientation Amnesla T35t (QOAT) as well
as portions of the Wechsler Adult Inteligence Scale Revised, the Wide Range
Achievement Test-Revised (WRAT), and the Halstead-Reitan. On most of the subtests
of the battery, scores were below the 50th percentile relative to the normal population
with a range of 10% to 59%. More in-depth Informaticn about the cognitive and
psychiatric aspects of the entire population of clients drawn from can be found in
another paper (11).

Data Management System

Data are collected on a number of key outcome measures. The data are

collected at initlal intake and then after piacement are recorded weekly by employment

speciallsts In the program. These data are thei stored In the university mainframe

computer.

Employment data management system. The employment data management
system allows evaluation to occur at the Individual, program, and system "levels.
Numerous client-related job performance factors are evaluated, such as wages eamed
and hours worked weekly as well as direct behavioral observation of work performance.
Additionally, employers are asked to fill out a five-point Likert scale form periodically on

the work habits of the placed clients.

Monthly employment ratio. A key outcome iicicator used o assess retum to

work capacity ls the monthly employinent ratio. We have devaloped this Index of

assessing vocational outcome because of the difficulty In capturing vocational progress
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and retention presented by many post-acute severely head injured individuals. The
strength of this index is that ‘it directly measures over time the actual work behavior
exhibited by the individual.

The employment ratio is derived by dividing the number of months the client
was employed during an employment phase by the total possible months that he/she
would have had an opportunity to be employed. For determining the month of first
employability for the employment phases, the following protocol was used:

1) It the client was Injured as a child cr teenager, the 20th birthday was

used as the date ~of first employabillity for the postinjury phase, unless

the client's work history also began prior to the 20th birthday. In those

cases the start date of the client’s first job was used as the beginning

of employability for the preinjury phase.

2) For those clients injured -3 adults, the 20th birthday was used as the

month of first employability for the preinjury phase. The start date of

the postinjury phase was determined to be the date of hosgital

discharge.

3) If the date of hospital discharge was unknown, a date of first
employability was derived by adding six months to the end of the period

the client was comatose.

4) The supported empioyment pha o Is Initiated by the daia of first
piacement and continues either to the current date or to a date of final
discharge from the program.

Maijor Components of Supported Empioyment Program Model

Screening and fob placement. When clients are referred to the supported
smployment program for placement they are individually interviewed, previous vocational
histories are reviewed, and home visits are made for the purpose of determining the
nature of employment and work situation by the client. No standardized or formal
vocational evaluation testing is performed. However, an in-depth analysis of potential
job sites is undertaken by the employment speciallst. Each person is rated on 23 items

ranging from transporiation, willlngness to work part-time versus full-time, endurance
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CONSUMER:

Name;

Table 2

Consumer Screening Form

STAFF MEMBER COMPLETING FORM:

Name;

Soclal Security #;

1.D. Code;

Date of ecreening {month/day/year);
Type of screening: Initlal
Total number of hours per week presently
Genera; Directions:
Indicate the most a;
interviews with individuals

personnel, employers).

1. Avsllabllity:
(Circle Yes or
No for each
item)

Ongol

Will Work
Weekends

Yes / No

work
PLEASE
proptiate response for each ite

know the consumer (Le.,

Wit Work
Evenings

Yes / No

Will Work
Part-time

Yes / No

Ing/Employed ___~~ Ongoing/Unempioyed

. months per year:
ngo NOT LEAVE ANY ITEM UNX:JSWERED
m based on coservations of the consumer and
family members, adult service providers, school

Will Work
Full-time

Yes / No

pacifics’Comments;
2. Transportation;
(Clrcle Yes or
No for sach

item)

Spedifics’Comments:
3. ﬁori{ﬁi

Transportation
Avallable

Yes / No

Access fo

Spedalized Lives Family
Travel On Bus Wik
Services Route

Yoo / No Ye3 / No

Transport
Yes / No

Provides own
transportation
(Bike, Car,
Walks, Etc)

Yoo / No

!é!fﬁngand

Sgg.ﬂylcngmmonts:
4, urance;

Poor
(< 10 Ibs.)

—

Fair Average
{10 - 20 1bs.) (30 - 40 1bs)

~ Stiong
(> 50 bbs))

(Without break)

Works
< 2 houre

Works Works
2 - 3 hours 3 - 4 houre

Works
> 4 houre

Specifice’Comments:
5. Orlenting:

Smali Area
Only

One Several

Building
Room Rooms Wide

Buliding
and Grounds

Spedifics/Comments:
6. Physical

Nobility:
Speadifics/Comments:

Sit/Stand
in One Area

Falr Stairs/Minor
Ambutation Obstacles

Full Physical
Abilitles

—

7. Independent
Work Rate:

{No Prompts)
Specifics/Commaents:

Slow
Paco

—

Above Average/
Sometimes
Fast Pace

Steady/
Average Pace

Continual
Fast Pace

8. Appearance;

Unkempt/
Poor Hygisne

NeaVClean
Unkempt/ but Clothing
Clean Unmatched

Neay/Clean
and Clo
Mutchodmhg

Sg‘dﬁa/()ommonts:
9. Communication:

Uses Sounds/
Gestures

Uses Key

Speaks
Words/Signs

Unclearly

—

Speaks Cle
Intelligible Y
10 Strangers

S%ﬂw&:mmena:
10. Appropriate
Soclal

Interactions;

Spedifics’Commerts:
11, Unusual

Rarely
Interacte

Appropriately

initiates
Polite, Soclal
Responds Interactions
Appropriately Infrequentiy

—

lnl‘n’itos
Soclal
Interactions

Frequently

Behaviors:
Specifics’Commants:

Many Unusual
Behaviors

Few Unusuaj
Behaviors

No Unusual
Behaviors

12. Attention
to Task/
Perseverance;

Frequent
Prompts
Required

————

Intermittent
Prompts/High
Supervision
Required

Intermittent
Prompts/Low
Supervision
Required

infrequent
Promots/Low
Supervision
Required

Spedifics’Comments;
13. independent

Saquencing of
Job Duties:

Spedifics/Commerts:

Carnot Perlorm
Tasks in
Sequence

Performe 2 - 3
Tasia In

Sequence

Perlorms 4 - 6
Tesks in
Sequence

Performs 7 or
More Tasks

Sequonce
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14, Inltiative/ Always Sesks Someimes Walts for Avolds Next
Motivation: Work Volunteers Uirections Task
fics/Comments: -
%.%;ﬁﬂng Adapts to Change  Adapts to Change W
3 to Change: Adapts to With Some With Great
A Change Difficulty Roqu!rod
, sagﬁamommoms:
& 16. Reinforcement Intermittent I&Fmﬁm;it P «
< Neads: Freque D (1] a
) : Rr:::l“ngy u‘“y nt Sufficient Sum:m
¢: Specifics/Comments: v -
. 17. gamW oty portive
. Support: Supponlvo c\lotk with Indifierent Negative
. of Work Rosmaﬁom About Work About Work
SpedficsComments
H 18. Consumer's Financlal Requires Reduction of nwill
: Financial Ramifications Job with Finandal Ald to Give Up
) Shuation No Obstaclss Benefits is a Concem Finandal Aid
S| mments. i
. 19 mination Cannot Distinguishes Distingu'shes
L Skifts: Distinguish Between Work Betwoen
: Between Work Supplies with Work
o Supplies an External Cue Supplies
E ‘ M@mmenb: -
H 20, Time Unaware of Time  IKdentifies Can Tell Can Tell
5 Awareness: and Clock Breaks Time to Time in Hours
v Functlon and Lunch the Hour and Minutes
~ Specifics/Comments:
: nctional Sight Words/ §implo — Fluent
X Reading: None Symbols Reading Reading
; Specifics/Comments:
N 22, Eum Simple Simple Additlorv Computational
: _Math: None Counting Subtraction Skilts
{ Specifica’Comments: -
: 23. Independent C two Cl two Crosses Fcur  Crosses four
: Strest Lane Street Lane Street Lane Street Lane Street
. Crossing: None with Light Without Light  With Light Without Light
5 Spedifics/Comments:
s 24.Handling Accepts Accepts
¢ Critictsm/ Withdraws Criticlsm Criticlsm
. Stress: Resistive/ into Doesn't Change Changes
A Argumentative Silence Behavior Behavior
‘)‘ Specifics/Comments:
‘ 25. Acts/Speaks Hourly Daily Weekly Monthly Never
: Agressively:
. Sg?ﬁ'-:/Commoms:
¥ 286, Travel Skills: Uses Bus Uses Bus Able to Make
N Circle Yeos or Requirea Bus Independently/ Independently/ Own Travel
A o 1;>r each Training No Transler Makes Transfer Arrangements
om
- Yes / No Yes / No Yes / No Yes / No
B Spedifics/Comments:
i 2?. Benelits Consumer Needs (Clrcle Yes or No for each cholce):
L Yes /No 0w None Yes /No 4 = Dental Benefits
. Yes/No 1 = Sick Leave Yes /No 5= Employee Discounts
; Yes / No 2 = MedicalHealth Benefits Yes / No 6 w Fres or Reduced Meals
Yos/No 3 = Peld VacatiorvAnnual Leave Yes/ No 7 = Other (Specily):

e %

“Vacuuming
__Food Line Supply

28, Chéck all that Consumer has Performed:

__Bus Tables

__Foot Preparation

" Pot Scrubbing

“Washing E£3uipment_Stocking

_ Swagping
nbly

-1
__ruut Setving __Other

__Dish Machine Use ng Busy
__Mopping (indus) CIorrca
“Restroom Cleaning_Trash Disposal

-

Medaications:

H
-~
<
v
%
K
o
e
3

Medical Complicators/Condiions:

N
L
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required In specific job, etc., as different potential job Jpportunities arise by the
employment speclalist. This form which is provided in Table 2 provides an ecological
analysis of the assets and liabilities of the client and, even more, a profile of what types
of work conditions will be acceptable and not acceptable. Items on the Consumers
Screening Form are then compared with Identical items on a Job Screening Form, thus
providing employment specialists with an instrument for matching supported employment
clients with avallable jobs.

Screening takes place for all referred clients while employment speclalists are
doling job development and contacting businesses for possible jobs. With the use of
a detalled job analysis, staff go o bicinesses and are able to extensively analyze the
most salient aspects of a given job. Jobs are selected for analysis in many different
flelds such as child care, manufacturing, food service; and other types of business.
Ciient Interests and previous empioyment are key elements in determining the general
area of occupational interest which employment speclalists Investigate.

Job site training and compensatory strategies. At the point of initial placenment

and employment, the employment speclallst accompanies the client to the job site and
stays for as long a period as Is reasonably expected fo stabiiize job performance.
Stabllization has been defined previoucly In individual placement of supported
employment programs as the point at which the cllent requires 20% or less of the
employment speclalist's time at the job site (15). This can take weeks or even months
of daily Intervention. Behavioral training, skill tralning, social adjustment, cognitive
tralning strategles, and physical adaptations are among the types of intarventions which
are utilized at the job site. Often the employment specialist will have to help in
complation of the job. Considerations that are accounted for In choosing a particular
cognitive comipensatory strategy Include: 1) the general cognitive level of the individual
and how they learn best, 2) degree of short-term memory loss, ) the individual's
effective self-selected strategles, 4) problem-solving ability, and 5) opportunity to use

Ccompensatory skilis in a functional setting. One primary consideration in the selection

of effactive compensatory strategies Is the participation of the client In planning.
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Job retention. As the client becomes Increasingly competent at work, the
amount of staff time required at the job site for support will be reduced. Gradual
removal of the job coach from the job site is usually completed by several strategies.
These include! (@) unobtrusive observation of the client's performance, (b) frequent
phone communication with the supervisor or immediate Intervention (if warranted) at the
job site when it appears that the person Is at risk of losing the job, (c) ongoing efforts
to help the person with psychosocial adjustment in the work environment, and (d)
helping arrange whatever community services are necessary to deal with nonvocational
problems which may arise. Taking a proactive and anticipatory position toward job
retention Is an essential aspect of the supported employment model.

Stafting

Employment specialists who provided services in this program had either
Bachelors or Masters degrees in counseling, adult education, or psychology. The work
expectations for them were (a) job placement skills; (b) abllity to train head injured
clients at a job site; (c) counseling skills with the employer, family, and client; and (d)
skiil in travel training and other aspects of arranging employiment. A total of 4.0
employment specialists have been involved in the placements reported in this paper to
date.

Results

Preinjury, postinjury, and supported employment work historias for each client
are presented in Table 3, including the number of known positions, the type of job last
held, mean wages and hours per week, and the monthly employment ratio during each
phase of empleyment. Figures -3 display In graphic form the mean vaiues for hourly
wages, work hours per week, and employment ratios by employment phase. Figure 3
indicates that the amount of work during support (89%) was comparable to the preinjury
levels of the group.

Preinjury work histories. Five of the 20 clients were injured prior to their 20th

birthday and were therefore not included in the preinjury analyses of the dependent
variables. Of the remainder, ten (66.7%) wers full-time employees at the time of injury.

Seven (46.7%) had been employed continuously from their date of first employability
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Table 3
Client Woik Histories
Preinfury Dostinjury S rted lo t
No. Jobs' Catogory Wage! Hr/Wk' Ratio? Jobs Category Wage® Wm Jobs  Catogory Wage Hrs/Wk Ratic*
1. NA NA NA NA NA 14 Laborer 431 279 .7967 2 Unskilled 440 305 1.0000
2 2 Retail Sales 521 40 7207 0 NA NA NA 0000 2*  Food Service 398 20 8213
3. 5  Retail Sales 4.18 24 8710 2 Clerical 557 2 1367 2’ Retail 415 22 8555
4, 3 Clerical 5.07 18.7  1.0000 0 NA NA NA 0000 1 Office Aide 516 30 1.0000
5. 3 Maintenance  5.08 40 3566 0 NA NA NA  .0000 1 Office Weker 500 39 1.0000
6. 1 Sportswriter 625 40 4363 2 Clegical 335 4 1310 1 Human Service 355 20 1.0000
71 5 Retail Sales 6.12 44 9147 0 NA NA NA 0000 1 Office Aido 493 20 2708
8. 1  Construction  5.00 40 1.0000 1 Workshop 58 30 1017 1 Warchouse 335 30 1.06000
9. NA NA NA NA NA 3 Clek 345 25 4621 1 Warehouse 390 30 2500
10, 2  Printing 3.60 385 6286 1 Workshop 140 37 5639 1 Mairvepance 360 39 1.0000
11 1  Stock Clerk 335 5 1.0000 0 NA NA NA  .0000 1 Bagger 315 25 3333
12 NA NA NA NA NA 3 Retail Sales 378 213 2530 2'  Retail Sales 380 24 1.0000
13 3  Construction  5.67 40 1.0000 2 Custodial 219 184 2587 1 Retail Sales 360 40 1.0000
14, 1 Hummn Service 2.81 40 1.0000 0 NA NA NA 0000 1 Human Seivice 400 15 1.0000
15 NA NA NA NA NA 17 Food Service 342 77 8287 1 Pood Service 450 40 1.0000
16, 3  Food Servics 4,15 40 5098 1  Food Service 450 40 S000 1 Food Service 450 40 1.0000
17 1  Construction 335 40 1.0000 1 Food Service 335 25 0187 1 Uskilled 450 25 1,0000
13 NA NA NA NA NA 0 NA NA NA 0000 1 Food Service 405 32 1.0000
19 1 Commercial 1145 40 1.0000 1 Recreation 400 18 2857 1  Commercial 1145 25 1.0000
20. 3 Coostruction  5.50 40 1.0000 1  Constraction 500 30 1818 1 Mairtenance 415 38 1.0000
Means =, 23 5.11 347 8398 25 345 277 2245 1.2 452 22 8765
SD. = 14 205 105 2287 4.6 139 76 2687 37 1.70 8.0 2602

! Pasticipants whoso injuries occurred prior to their 20th birthday were coded NA, and not included in mean computation.
3 Employ.nent Ratio = Actual monihs employed during the period / potential menths of employment.

? Panicipants who had no post-injury employment history were coded NA, and not included in mean computation,

¢ Jobs are concument.

? Jobs are sequential.
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and were assigned monthly employment ratios of 1.0. This was the modal vaiue for the
preinjury employment ratio.

Postinjury work histories. Seven of the participants were unable to get any iype
of employment postinjurv and therefore were not included in analyses of work hours or
wages, but were assigned monthly employment ratios of zero. Three of the participants
(cases #8, #10, & #13) had worked in sheltered work'shops postinjury, accounting for
their low mean hourly wages. Two participants (cases #1 and #15) had acquired and
then separated from a considerable number of jobs (14 and 17, respectively), thus
scoring relatively large monthly employment ratios but not exhibiting job stability.

Only one participant (case #16) was etnployed at the time that supported
employment services began. She had returned to her preinjury fob but was in danger
of termination.

Supported employment. Twenty-four supported employment placements have
been made for the 20 participants. Twelve (50%) are still in their {irst placement.
Foilowing termination of a first placement, two were placed intc a second position, which
they currently hold. Three individuals were discharged from the program following loss
of first placement and one following loss of a second placement. One individual (case
#1) has been placed into two concurrent jobs, both of which he maintains. A review
of Figure 4 indicates the business supervisors, perceptions of the placed individuals.
A mean score of 5 would indicate that the supervisor strongly agreed with statements
related to positive work habits, i.e., attendance and aftitude exhibited on the job. A
mean score of 1 weuld indicate strong disagreement. Currently employed persons
showed higher scores across the time intervals than those who have been separated
from employment.

The mean number of hours per persons for supported employment intervention
is 278 hours. This computes to a cost of $7,483 per placement at the state vocational
rehabilitation negotiated rate of $26.92 per houvr.

Statistical Analyses
One-way analysis of variance revealed no significant diiferences at the .05

alpha level in the number of jobs held (F = 1.21, p = .3073) or client work hours per
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Figure 1

Average Houily Wages

Average hourly wages

Preinjury " Postinjury Supported employment

Figure 2

Average Hours Worked per Week
34.7 hrs.

29.2 hrs,

Average number of weekly hours
3
1

Preinjury

Flgure 3

Mean Employment Ratlos
07 839 876

Employment ratio

Preinjury Psﬂnjury Supported employmemﬁ




Figure 4

Mean Supervisor Evaluation Scores

NH

Mean Supervisor Evaluation Score

Number of Months Elapsed Since Placement

week (E = 2.62, p = .0841) across the three phases of employment. Differences were
found in hourly wages (E = 3.22, p = .0491) and employment railos (E = 39.59, p <
.0001). Scheffe multiple comparison procedures revealed that monthly employment
ratlos preinjury and during supported employment were comparable. The postinjury
employment ratio was signiiicantly different from both preinjury and supported
employment ratios. Scheffe procedures also revealed that prelnjury and postinjury
wages were significantly different, but supported employment wages were not
significantly different from elther of these two phases. 7The results of the statisticai
analyses are summarized in Table 4.

Table 4
Summary of Statistical Analyses

Analysis of Variance Scheffe Groupings
Pre- Post- Supported
Variable  F-Value P Injury  Injury Employment

Jobs 1.21 3073 - - -
Work hours

per week 2.62 .0841 - - -
Hourly wage 3.22 04¢1° A B AB
Employment

ratlo 39,59 .0001* A B A

* Statistical significance (x = ,05)
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Discussion

The purpose of this report has been to provide a prospective analysis of the
impact of a supported employment program on the vocational outcomes of postacute
traumatically brain injured (TBI) persons. Aithough descriptive and preliminary in nature,
these data provide some evidence for considering the use of supported employment as
a rehabiltation intervention. Work histories were reconstructed for preinjury and
postinjury levels to the highest degree of accuracy that was possible. The outcomes
which resuited from these occupational histories were then compared with cupported
employment outcomes. Sallent measures of vocational success included wages eamned,
hours worked, total months of actual work performed, and consecutive months of
employment. Also, supervisors at the business ware regularly queried to assess their
satisfaction with traumatically brain injured workers.

The data reported in this Paper suggest that supported employment can help
improve the vocational capacity of severely head injured individuals. Al of these
persons were conslstently resistant to vocational placement and had been considered
poor prospects for vocatlonal rehabllitation. As noted in Figures 1-3, however, in most
cases the placed group as an aggregate has been able to approach their collective
prelnjury level of vocational capacity. As noted earlier, a supported employment
approach is especlally useful in helping a person stay employed once a job is located.
The data In Figure 3 related to months worked support this notion. Hencs, not only has
supporied employment been helpful in facilitating work reentry, but individuals, for the
most part, have retumed to levels and stability of empioyment comparable to their
preinjury status.

The overall positive reaction of employCr in business and industry to the work
habits and general work performances of the Individuals employed is noteviorthy. The
comments op the supervisor evaiuation sheets, as well as checked marks on the scale,
support the positive view of emiployers (see Figure 4). While almost all TBI workers

experienced significant problems at work at one time or the other, the presence of or

access to a supported employment speciallst seemed to be a major factor in promoting




job retention. Employers were quick to pick up the telephone and sesk speclalized
Intervention assictance from employment specialists.

There are at least two major methodological limitations to the present report.

The first Is that there was no randomized assignment of patients to a supported
employment group and to an a priori control group. Obviously, this Is a serious
limitation which prevents Inferences about the afficacy of supported employmsnt. We
do know, however, that most of the persons who were placed from the overall referral
group were highly comparable in terms of age, severity of Injury, post-acute status,
neuropsycholegical status, and educational status. Furthermore, we aiso know that the
placed persons actually served as thelr own controls during the postinjury phase and
while they were on the walting list for supported employment services.
The other major limitation in generallzing from present findings Inherent In this report
Is that it only provides a "snapshot" In time of the effectiveness of supported
employment. It was not the focus of this study to report in-depth cumulative data,
costs, or benefits assoclated with this repurt.

Several concluding observations can be made about the vocational behavior of
the Individuals presented in this report. For the most part, each person exhibited at
least serious cognitive dysfunction, psychiatric instabllity, or physical deficit while
employed as weli as prior to employment. These were problems which the employment
speclalist was faced with managing-at the job site as they occurred. Some persons
showed more than one of these categories of problems. Often they occurred as a
result of a job change, change in management at the company, home difficuities, or
away from work soclalization problems. Such problams mandated an ongoing case
management approach and also made imperative a willingness to provide intervention
directly at the job site by the employment speclalist. We belleve that a team approach
to problem-solving and planning Is absolutely essential. The problems are so complex
and muitidimensional that frequent input from experts, with the overall case managed
by the physician, is criticar. It Is clear to us that persons who have experienced severe
head Injury will probably need very structured job placement with access to a systematic

and ongoing intervention as needed. There are a myriad of problems which are almost
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continually present and which vary as a “unction of the type of work, soclal ecology of

the workplace, and present home environment In which the person is living.
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Abstract

Participation in paid work in competitive Industry through placement in supported
employment is compared and analyzed for 278 persons with long-term mental iliness,
cerebral palsy, traumatic brain injury, or a dual diagnosis of chronic mental iliness and
mental retardation. Results indicate that supported employment appears to be an
effective means of assisting these historically unemployable individuals with severs
disabilities to acquire and retain work. Cross-disability group differences ars found in
areas such as hourly wages, type of employment, and job retention. Diiferences are
also noted in the active time on the job site by the employment specialist with persons
with traumatic brain injuries or dually diagnosed needing a comparatively higher level
of training and behavioral iniervention. Results represent a baseline from which to

evaluate future efforts at competitive work placement through supported employment for

persons with severe disabilities other than the mentally retarded.
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Within recent years there has been significant attention to improving vocational
outcomes for persons with severe disability (1-3). At one time in the not too distant
past many persons with severe disability were considered unemployable. Vocational
rehabilitaifon counseiors and others viewed these people as lacking employment
potential and subsequently ro vocational services were provided. The group of people
known as "the severely disabled” include, but are not limited to.. people with severe
cerebral paisy, severe head injury, long term or chronic mental iliness, and severe
mental retardation (). Most these people receive transfer payments from the Sodial
Security Administration.

The psychological as well as financial cost of having such a large group of
people not working is substantial. Therefore, within the past five years we have begun
to study how a model of supported employment might positively impact on the
vocational outcome of people with very severe disabilities (4). Supported employment
is a method of rehabiiitation intervention which invoives the use of a professional staff
person, known commonly as a job coach, at a job site working side by side with the
severely disabled worker. The job coach providss training, support and counseling to
the client and business staff until the individual becomes more independent at which
time the job coach reduces the frequency of involvement (5).

The supported employment approach has been used successfully for over 10
years now but primarily with persons who have mild and moderate levels of mental
retardation (6-7). The data from this work indicate that persons with IQ betweer 40 and
70 can work competitively with support and additional analyses with persor , with lower
1Q's (0 to 40) also indicates some prorﬁlse although less conclusively (8).

To this peint, supported employment research has been primarily descriptive in
nature and has not focused on cross-disability comparisons. Differential analyses of
participants who are mentally retarded has dominated the literature. There is a need,
however, to a) evaluate whether the supported employment model can also have
efficacy with other diificult to place populations such\ as the traumatically brain injured

or mentalily ill, and b) to assess for differences across disabllities. Therefore, it Is the
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purpose of the present paper to provide outcome data which address the above two
issues. .
Method

The Employment Data Management System

The Virginia Commonwealth University Rehabilitation Research and Training
Center on Supported Employment (VCU-RRTC) operates a compfehenslve management
information system designed to monitor the employment outcomes of targeted severely
disabled workers from Virginia and a number of other states and localities. The
Supported Employment Information System (SEIS) consists of client employment
oulcome data generated from 96 local programs through Virginia, North Dakota, and
Nevada, as well as federally funded demonstration programs operated by the United
Cerebral Palsy Assoclation, VCU-RRTC and 6 school programs in Californla and Florida.
As of March 31, 1989, the data base contains information on 1760 persons with
disabilities placed in employment.

Overview of the Data Management Process and Equipment

The SEIS consists of over 200 data elements, organized into 9 data coliection
forms. The system provides detalled information on target employee demographic and
functional characteristics, consumer assessment information, the results of job analyses,
comprehensive data on the type of job performed by the employee, the amount and
type of services provided by the supported gmploymen% program, supervisors'
evaluations of the targst employees’ work performance, and cumplete information
regarding employment retention and reasons for job separation. Some data elements
are collected one time only, others are coliected on regular 3 or 6 month intervals, and
stili others are collected on a continuous, dally basis.

Data forms are submiited on a prescribed schedule and a data management
specialist reviews each form for completeness, accuracy, and consistency with previously
submitted data. Data are entered through a terminal based computer system utilizing
an |BM 3081K malnframe. Following data entry and analysis at VCU, summary reports
are then retumed to state agencies and local supported employment service programs

on a quarterly and monthly basls. All SEIS participants receive aggregated statewide
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reports that contaln both numerical tables and graphic depictions of data. All quarterly
reports contain complete Information on the Immediate quarter, as well as cumulative
Information, to allow managers to monitor the resulis and growth of an Individual
program over time.

Nature of All Clients In Data Base

The 1760 cllents placed Into supported employment that make up the data base
have a varlety of primary disabllities. The overwhelming majority of Individuals (77.2%)
are dlagnosed as mentally retarded (MR), 10.7% are Individuals with chronic mental
liness or other emotional disorders, and the remalining 12.1% are persons with other
primary Identified disabllities. Of the persons with mental retardation as either a primary
or secondary disablity, 9.4% are In severe/profound MR (IQ<35) category, 33.1%
moderate MR, 44.4% mild MR, and 13.1% borderline MR. Fifty-seven percent of the
Indlviduals are males with Individuals from Identifled minurity groups making up 27% of
the population. The mean age of persons In the data base working as of March 31,
1989 Is 31.4 years.

As noted earller, supported employment Is clearly Intended for persons who
have previously had expressed difficulty In obtaining and malintaining competitive
employment. The previous employment histories of 1,411 Individuals In the data base
were recently examined (9) and are presented In Table 1. For example, 43% of the
Indlviduals reported no eamings In the year prior to referral for supported empioyment.

The average wage eamed In the previous year was $1.655 for the 57% of the persons’

who did eam wages. Those not eamning wages Include persons who entered supported
employment directly from secondary speclal education programs, persons on waiting lists
and previously unserved persons In adult activity centers with no pald work
opportunities, or persons Institutionallzed or hospltalized immediately prior to entering

supported employment. ‘
Demographic Characteristics of Clients In Preserit Study

The study that follows examines a sub-set of 278 persons placed In supportad
employment. These are Individuals with chronic mental lliness (CM1), cerebral palsy

(CP), traumatic brain Injury (T8I), or a dual diagnosls of chronic mental Iliness and
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Table 1

Previous Employment Hlt:lory of Afl Clients in Dala Base
(N = 1.411)

Salary in Year Prior to Supported Employment

Percentage of individuals reporting no eamed wages in year

prior to supported employment 43.0%
ot o o mppodod ammepmen reproled samings $1,655
Adult Activity Center Attendance
Parcentage of individuals who had previously attended an adult
day center program 24.1%
Average length of adult day program 35 months

Sheltered Workshop Attendance

Percentage of individuals who had previously aftended a
shelered workshop 52.1%

Average length of sheltered workshop atiendance 44 months

Community-Based Work Experience

Percentage of individuais with previous commﬁnity-based
work experience 38.1%

Average length of competitive employment ey norience 31 months

mental retardation (MR/CMI). Tables 2 and 3 provide age and descriptive
characteristics of this group. Over 60% of all persons lived in supported or dependent
residential arrangements such as with their parents or group homes. It should be noted
that this group of people have had little or no competitive employment history and have
shown themselves to be extremely resistant to Job placement using traditional types of
vocational rehabilitation. The mean length -of coma for persons with traumatic brain
injurles In the referral pool for placemsnt Is 55 days. At referral, federal disability
income benefits were received by a range by disabllity group of from 41.2% for the CM!
Population to 92.5% for the cerebral palsy population.
Nature of Supported Employment Model

Over 90% of the dlients In this study received the Individual placesment model
of supported employment. This model utilizes an employment speciallst as job coach
to provide structured Job placement services and highly individual and intensive training
at the job site. The unique feature of supported employment is that the focus of
vocational interventlon e.g. training, counseling and support occurs at the job site while

the person is employed. Most of these dlients fall because of their inability to
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Table 2
Client Age as of March 31, 1989

MR/
Chronic Chronic Traumatic
Mental Cerobral Mantal Brain

lliness Palsy liness Injury

Number of Clients
Reierred as of

3/31/89 233 124 53 104

Mean Average Age

at Referral 347 30.7 324 30.0 .
Age Range :
¥ at Referral 17-67 18-67 1856 17-58 ;
3 ¥
‘ Number of Clients
i Woriking as of ix
% 3/31/69 85 37 23 23 .
£ :
! Mean Average Age
. of Clients Working  35.1 30.1 33.0 304 ;
Ago Rango of ;
; Clients Working 21-60 1847 21-48 2346 :

Table 3

Physical impairment Characteristics of Persons Referred for
Supported Employment es Recorded by Employment Spectalists

Sh AR YRR AR WRRG S WV WA R W

Total Percent Total Percent <l
Ambulation Cerebral Palsy Traumatic Brain Injury ’
No impairment 5.7 465 R
: Unsteady gait 35.2 30.3 X
Aldes/independent 18.9 13.1 .
3 Wheslchalriindependent 20,5 5.1 ‘
3 Aldes/Assistance 0.8 0.0
: Wheelchair/Asslstance 18.9 4.0
i F00.0~ T00.0°
v Sight Impairments
9
& No impairment 90.2 733
i Vlsualg' impalred 8.2 248
v Blind 1.8 20
i 00.0 700.0
£ Motor-fine-Impairments
¥ No Impalrment 208 733 ;
H Both hands somewhat 34.2 134 3
&* Right hand somawhat 10.0 72 -
L Left hand somewhat 8.3 19.6 :
¢ Both hands severe 19.2 52 d
i Right hand severe 33 6.2 4
Left hand severe 4.2 7.2
T00.0° 100.0
‘ generalize or retain skills as well &s major sodial, behavior and physical problems. A :

¥

supported emplcyment specialist provides Intervention based on the job requirements
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physical therapists, social workers, physicians and psychologists helping in the planning
process. The employment specialist spends reduced time at the job site based on
client work performance data and biweshty reports from the business supervisor.

Resuits

The following sections provide descriptive analyses of a number of salient

employment outcomes for the 278 persons studied.

Placement Outcomes
: As Table 4 indicates, a combined total of 168 parsons across the four disability
groups were working In supported employment as of March 31, 1989. There were 349

placements made to date of the 278 individuals with some persons receiving

s
Fo 58 W

replacement assistance. A total of $1,048,881 in wages have been earned cumulatively

by persons in these 349 placements, ranging from $143,870 for persons dually

'.a'
; diagnosed as mentally retarded and chronically mentaly il to $517,808 for persons with ;
: chronic mental iliness. These wages were eamned in competitive employment by
Iy .
persons who for the most part had a limited to non-existent recent work history. i
: '
: Table 4 .
; Placsment Outcomes as of March 31, 1989
; MR/
Chronic Chronle Traumatle
v Mental Corebral Mental Brain
lliness Palsy liness lojury
: Employed In Job ;
; as of 3/31/89 85 a7 23 23 R
; Placements
{ (Cumulative) 205 51 46 47 ‘.
: Working in Jobs :
k (Cumulative 187 47 31 43
. Mean Hourly Wage $4.10 $4.66 $3.75 $4.45
g Mean Hours
. Work per Wesk 22 35 37 32
> Gross Wages i ’
(Cumutative) $517,808  $170,394  $143,870  $207,809 .
A primary indicator of effort and time spent on the job placement and retention
rd '
of the persons working is the cumulative recording of intervention hours spent by staff. .
a N In Table 5 the hours and percent of time of staff intervention are presented. The level
’ of interventions by category varies across the four disability groups. The highest
Sl :
3 i j
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percent of time, ranging {from approximsiely one-third to one-haif of the intervertion time
of the employment specialist, involved actively training the Individual with a disabiiity
at the job site. The "Inactive Time on Job Site" category represents time spent at the
job site by the employment specialist between pericds of active involvement or
obseivation with the client. Comparatively high amourts of time are also spent by the
smployment speclalist in direct employment advocacy with job site personnel Including
employers, co-workers and supervisors. Persons with traumatic brain injury or cerebral
palsy have a noticeably higher mean intervention time than the CMI or MR/CMI dually
dlagno:sed population.

Table 5§

Staff Inlervention Hours Frovided by Catagory
Cumuletive as of March 31, 1989

MR/
Chronic Chronic Traumatic
Mental Cerebral Mental Braln

liiness Palsy Hliness Injury
Intervention
Time Category Hours/Fareent Hours/Percent Hours/Percont Hours/Percent

Active Time on

Job Site 3492 (334) 3015 (30.3) 2831 (53.8) 4662 (44.4)
Inactive Time ca

Job Site 935 (8.9) 439 (4.4) 610 (11.6) 1446 (13.3)
Travel and

Transport Time 1474 (14.1) 1317 (13.2) 555 (10.5) 1428 (13.6)

Consumer
Training Time 1130 (11.3) 303 (3.1) 330 (6.3) 381 (3.6)

Consumer Program
Development 324 3.1) 701 (7.1) 92 (1.7) 567 (5.4)

Direct Employmenit
Advocacy 1687 (15.2) 2384 (24.0) 401 (7.6) 892 (8.5)

Inclirect Employii:ont
Aovocacy 1038 (9.9) 858 (8.6) 172 (33) 607 (5.8)

Consumer Scre ining
and Evaluatior 426 (4.1) 530 (9.4) 275 (5.2) 509 (4.9)

Total (0457 (100%) 9948 (100%) 5267 (100%) 10495 (100%)

ne type of work is reflected in Tabie 6. The food services
and Janitorial/custodial areas are the largest sources of employment for the LMI (56.6%)
and MR/CMI (78.6%) populations. Cierical/office work provides the largest source of
employment for hoth the TBI (37.0%) and CP (49.0%) populations. Sick leave fringe
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benefits were secured for 31% to 42.2% of the disability category; similar levels were

obtairied in paid vacation and medical insurance.

Table 6
Type of Work
MR/
Chronic Chronlc Traumatic
Mental Cerebral Mental Brain
Tpe of Work (N“l-r-"a?s_OS;S) (NP_:%') (r!«"".—ei%) (F}nl%)
Food Services 20.8% 21.6% 28.3% 13.0%
Janttorial/Custodial  26.8% 7.8% 50.0% 21.7%
Unskilled Labor 1.5% 0.0% 0.0% 4.3%
Bench Work/Assembly 4.9% 5.9% 13.0% 0.0%
Laundry 1.5% 2.0% 0.0% 0.0%
Stock Cleriv/
Warehouse 12.2% 9.8% 22% 15.2%
Transportation 2.0% 0.0% 2.2% 0.0%
Clerical/Office i8.7% 49.0% 22% 37.0%
Croundskeeping 34% 20% 22% 2.2%
Human Service 4.4% 2.0% 0.0% 6.5%
Total 100.0% 100.0% 100.0% 100.0%

Table 7 shows the specific reasons why separations from employment took
place. It is important to note that job separations bacause of employer initlated
terminations, as compared to resignations or lay offs, occurred with noticeably more
frequency (52.4%) for persons with traumatic brain injuries than with persons in the
other three disability groups. Table 7 shows the large number of reasons given for
separations, with the leading reasons being medical health problems, taking a better job,
and not wanting to work.

Table 8 shows the percent of persons by disability who were
employed in an initial or subsequent job for the indicated number of months after
placement. The percent of persons employed twelve ﬁonths after Initial placement in

supported employment ranged from 59.5% for the CMI popuiation to 93.3% for the

MR/CM! dully diagnosed population.
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Table 7

Reason for Separation from Employment

Chronic
Mental Corebral

Type of Work liness Palsy_

MR/
Chronic
Mental
lliness

0.0%

6.3%
18.8%
12.5%

6.3%
6.3%
0.0%
0.0%

0.0%

6.3%
0.0%
0.0%
0.0%

6.3%
18.8%
0.0%
18.8%

Traumatic

Brain

Injury

0.0%

9.5%
0.0%
9.5%

28.6%
0.0%
4.8%
8.8%

9.5%

14.3%
4.8%
0.0%
4.8%

0.0%
4.8%
0.0%
4.8%

Employment Retention at Vatlous Times After Placement

Transportation

problem 3.0% 0.0%

Does not want

to work 11.9% 154%

Took better job 12.9% 7.7%

Economle situation 5.0% 7.7%

Medical health

problem 14.9% 15.4%

Slow work 5.0% 7.7%

Low quality work 5.9% 7.7%

Poor social skills 0.0% 0.0%

Poor attendance/

tardy 7.9% 0.0%

Insubordinate

behavior 2.0% 0.0%

Aberrant behavior  4.0% 0.0%

Parental Interference 0.0% 7.7%

Poor work attitude  4.0% 7.7%

Employer

uncomfortable 2.0% 7.7%

Poor job match 9.9% 0.0%

Seasonal lay off 4.0% 7.7%

Other reasons 6.9% 7.7%

Table 8

Disabliity 3 months 6 months
Groups N % N %

MR/Chronic

Mental illness 28 893 27 778

Traumatic

Brain Injury 34 824 27 59383

Corebral Palsy 42 833 32 813

Chronic

Mental Iliness 130 69.2 99 66.7

* The N represents the total number of persons (a) in employment or (b) in the
referral pool for replacement or discharged from the program after separation

9 months
N %

238 827

20 550
24 875

75 64,0

15

16
15

12 months

%

933

62.5
80.0

47 594

from umployment. The % represents the percentage of the N in

-employment.




Discussion

The Implications of this descriptive analysls glve reason to be cautiously
optimistic that some persons with severe disabliities who have traditionally been
unemployable may be able to work with supported employment. The results of this
study were not experimentally controlled and are therefore subject to obvious
* methodological problems, not the least nf which is subject selection bias by participating
programs. Participating clients were selected for placement by many programs not
necassarily on a basls of ability but instead family support, transportation avallabliity,
willingness to take a less desirable job, or wilingness to risk loss of Soclal Security
payments. Furthermore, in different reglons of the country the local economic conditions
vary markedly making uniform sval:ation of program success very difficult,

Nevertheless the persons who are presented as working have one major
attribute in common: historically, they have been considered by the rehabllitation system
as unemployable. Thelir preplacement work history clearly supports this perception with
the mean salary being less then $1700 per year per person. Hence the first finding
of this study Is that supported emplovment appears to be an effective means of helping
people with severe disabllity go to work. The lack of a randomized contro! group does
makes It impossible, however, to conclude that supported employment was the reason
for these persons working competitively.

Several poinis can be made initlally about the placement outcomes. First, it Is
interesting to note that for the cerebral palsy and brain injured populations the number
of piacements matches closely with the cumulative number of persons working.
However, the mentally 1l and dually diagnosed group has a higher ratio of replacements
to persons working. Second, the dually diagnosed and brain injured require a
comparatively higher level of active time on the Job site. This is perhaps reflective of
the significant training and behavioral intervention this group usually requires. Third,
persons with more Intellectual capacity i.e. cerebral paisy, and the brain Injured earned
more hourly with wages of $4.66 and $4.45 per hour. Undoubtedly, these wages also
reflect jobs in Industries other than food service and custodlal work. Clerical and office

work predominated for individuals with cerebral palsy and brain injury. Hours worked
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per week ranged from 26 to 29. The amount of hours these groups worked is
encouraging since a criticism of supported employment is that too many fow hour jobs
without benefits have been the outcome (10}.

A careful look at Table 7 on reasons for separation from employment indicates
that all groups had to stop work due to medical and/or health problems espacially those
without mental retardation. Iasubordinate behavior, tardiness, and alse not wishing to
work were major reasons for separation for the traumatically brain Injured group.
Interestingly, those with mental illness, cersbral palsy and brain injury all indicated a
lack of dasire to work; this perhaps reflects either a poor choice jobs for them or fear
of loss of Soclal Securily or insurance payments. Transportation, which is often clied
as a barrler to employment, was not one for these 4 groups of severely disabled
people.

In Table 8 Is listed 3, 6, 9, and 12 month job retention. The relatively
disappointing retention of the traumatically brain injured (62.5%) and long term mentally
il (59%) is not sumprising given the predisposition toward psychiatric and behavior
problems of these two groups. Within the dually diagnosed group, it appears that the
mental retardation aspect of the dlagnosis influences retention which was over 93% at
12 monthe.

In summary, there are three major caveats which must be remembered in
interpreting these results. They are: 1) potential subject selection bias exists by
programs in the cllent selection procedure 2) lack of a control groLp reduces the abiliity
to indicate that supported employment was the case of these persons getting employed
and 3) the relatively smali size of the N. We belleve, however, that this report provides
an important benchmark or baseline from which to evaluate future efforts at vocationa!
rehabilitation and job placement of persons with severe disablility and who have no
appreciable work history. It would appear that these groups can work competitively with
Job coach help, that persons with cerebral palsy and brain injury work i somewhat
higher paying jobs, and that job retention is better by persons with ce:el;ral palsy and
mental retardation/mental liiness. In order to reduce job separations for braln injured

and the mentally ill, it is probable that closer lialson with the physician is necessasy.
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Abstract

.The fringe benefits recelvad by Individuals engaged In supported employment were
examined. Frequency tables and chi-square statistics were computed for benefits
received by participants from various disabliity groups served in Individual and group
employment models. The effects of part-time and full-time employment on benefits were
controlled by separate analyses for these subsampies. Results Indicated that 64% of
suppqrted employees received-fringe benefits, with Individuals classified as severely or
profoundly retarded least likely to receive benefits and those with long-term mental

iliness gnd physical/sensory disabllities most Ilkely. Significant ditferences were found
In the avallabllity of particular benefits across disabllity categories and across
employment models. Of particular Interest Is medicalhealth Insurance coverage, which
was avallable far more frequently to persons In individual placement models. However,
fulltime employment status appeared to be the single best indicator of the availabliity
of most fringe benefits.
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Fringe Benefits Earmed
by Supported Employment Particlpants

The avallabllity of employee fringe benefits to supplement eamings Is an
Important factor in bringing persons with disabliitles into the work force and determining
appropriate job placements, particularly for Individuals with physical or medical
Impaiments which require ongoing treatment (Revell, 1982). Individuais are often
unable to eam sufficient income to offset the loss of cash subsidles, medical coverage,
food stamps, housing assistance, and other govemment entitlements (Hommerztheim
& Schuermann, 1980; Wall, Masson, & Werer, 1977). Medical insurance coverage
appears {o be the most critical benefit that the majority of workers with disabliities will
require (e.g., Conley, Noble, & Eider, 1986; Kieman & Brinkman, 1988), but pald
vacation and sick leave, employee discounts, meals, and other l;eneﬂts wiil all contribute
to long-term employment security and satisfaction.

Planning employment entry for persons with disabliitles requires careful
consideration of the types of govemment supports an individual recelves, the
employment incentives which are avallable, the types of fringe benefits which are
avaliable, and the need for ongoing program support. The need for planning Is
particularly acute for Individuals with severe lifelong disabliities who are entering or re-
entering the job market through a proyram of supported employment (Szymanski, 1988).
Supported employment is defined as competitive work for at least 20 hours per week
in Integrated work settings, with the provision of ongoing skills training and support
services. Supported employment also includes transitional employment services for
Individuals with chronic mental lliness (Federal Register, 1987, August 14).

Supported employment has been described In the rehabliitation Iiterature as a
number of program models which may be broadly classified as either Individual
placement (supported competitive employment, or the job coach model, and supported
jobs) or small group placement (enclave, moblle work crew, and small business). The
individual placement model has been previously described by Wehman and Kregel
(1985) and Moon and Griffin (1988), and variations on small group models are
presented by Mank, Rhodes, and Bellamy (1986) and Moon and Griffin (1988). Whlle
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higher hourly wages and had a higher mean integration rating than persons placed in

group models,

? variations on both individual and group placements all possess unique characteristics X
{ (see Table 1), they share common goals of providing individuals with severe handicaps ‘
; the opportunity for physical and social integration with nonhandicapped coworkers, and )
;:E. meaningful work for competitive or commensurate wages (Bsllamy, Rhodes, & Albin,
: 1986; Wehman & Moon, 1985). Individual and group models, however, have differed i
; in the extent to which they enable consumers to achieve these goals. For example, }
3 Kregel, Wehman, and Banks (1989), utilizing the same data base as the current study, =
i found that persons placed using the individual Placement model eamed significantly :
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" Table 1 .
I !
‘;,. Progras Model Characteriatica tsployed 8y Supervised 8y Client Zarnings - :
\:'. - Supported Competitive ‘llplonont spacialiat providea " 1 Eaploys. a ! ':
C - (1| wtomr it R E e K
2 g _5 Supported Joba Sase s above Same aa abova | Same as avove 8ased on produce :
£roam tivity, Sube “
v ‘ sinimm posaidie 5
[ S R F e Frr o s o
;( g company with ongoing s 'port agency agency Aininua posaidia '.A N
£ g [rone ok e ore oattion o rore o i | zicarty e | tyotcatty the rirtial vens :
i"“ g comparies. ongoing support agency agency einisus posaidle ’;‘
+ Saz1l dusineas 38a1), aingle-purpcse 1 { 1 ! a - t\s
3‘ . 1 sine ??.::::E::EE’?:;’M“ mloy:’ :"ncy :;.cmo;ont :::::’:m ::‘:guc g ,
§ ac:nnmu v and without sininum posaidle *’
;
o A number of recent studies have assessed the net financial impact of supported i
i A
employment on program participants {e.g., Hill et al., 1987; Hill, Metzler, Banks, & 3
Handrich, 1987; Tines, Rusch, McCaughrin, & Conley, 1988). One finding common to ‘.
¢ g
these studies is that income derived from supported employment sufficiently offsets :
iy -2
?ﬁ.‘ 2
iosses of medical and income supports and other govemment entitlements. These 3
; studies, however, have some limitations in regard to supported employee benefits. First,
only workers in individual placement models have been included. Analyses of outcomes B
i‘” * 5
2 for employees in group programs (Le., Mank et al., 1986; Rhodes & Valenta, 1985) !
..y . {
have not examined net financial gain or loss as a result of supported employment. 3
Second, in most analyses fringe benefits have either been assigned an estimated dollar
T o1
Q 118 IS l 2 7 A_:-:‘,;
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amount or ignored, rather than delineated. Thus, information on benefits available to
supported employment participants is limited.

The purpose of the present study was to examine fringe benefits received by
supported employment participants across program models and across disability
categories. -Specifically, the following questions were addressed:

1. What fringe benefits do participants of supported empioyment programs
receive?

2. Is employee disability category related to fringe benefits received?
3. Is type of supported employment model related to fringe benefits received?
Method

Sample

The Rehabilitation Research and Training Center on Supported Employment
(RRTC) at Virginia Commonwealth University tracks supported employment participants
served by 96 provider agencies in eight states. These p‘rovlder agencies submit data
to the RRTC for state or national supported employment program evaluation contracis.
The sample of participants for this analysis consisted of 1,550 placed individuals for
whom information was avallable regarding disability, placement model, and employee
benefits. Demographic characteristics of individuals in the RRTC data base have been
described by Kregel & Wehman (in press). Briefly, approximately 64% of these
individuals had a primary or secondary disability of mild or moderate mental retardation,
with approximately 8% classified as severely or profoundly mentaily retarded and
another 9% borderline mentally retarded. Approximately 9% of the participants had &
primary diagnosis of long-term mental liiness. The remalning 10% had other disabling
conditions, primarily traumatic brain injury and cerebral paisy. The majority of these
individuals were placed into food service positions (37%), janitoriai or custodial positions
(31.2%), and stock clerk/iwarehouse positions (9.7%), with other types of placements,
in order of frequency, in clerical, benchwork, iaundry, groundskeeping, unskilled labor,
‘and human service positions (RRTC, 1989).

Approximately 78% of the sample were placed under the individual placement

model and the remalnder under group models. A cross-tabulation of the sample by
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disablity status and employment model presented in Table 2 shows that pei'sons with

severe or profound mental retardation are more likely to be placed in enclaves and less

T T TP NN

likely to be served in individual placements than their counterparts with other disabling

e

conditions or level of severity. Nonetheless, the majority of these individuals (64.4%)

Y ot s

were placed using the Individual piacement model. Individuals with moderate mental
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retardation, long-term mental fliness, and physical/sensory disabilities are less likely to
be placed In the small business varation of the group placement model (Kregs!,

Wehman, & Banks, 1989).
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Table 2

Percentages of individuale by Supported Employment Model ;

Severe/ at

Profound Moderate Mid Borderiine Long-Term Physical/

Mental Mental Mental Mental Mentai Sensory -3

'{&o of Retardation Retardation Retardation Retardation lliness Disabilities o
of (n=127) (n = 424) {n = 561) (n = 143) {n = 158) (n=137)
lndlvl?::ls) 44% c27% 744% 78.1% 834% 87.6% ¥
iy 3
Endave 226% 8.0% 9.5% 6.3% 0.0% 4.4% .
(n=145) i
Work ggw 8.1% 83% 10.3% 7.1% 3.3% 4.4% 3
N={d i
Sff(l-al Buiness 6.8% 1.0% 5.8% 8.5% 3.3% 3.6% ‘
o=159)
Instrumentation

The Supported Employment Management Information System is an individual
consumer tracking system consisting of 243 distinct data elements collected reguiarly
throughout each participant's  employment experience. Job coaches or group

supervisors within contracting provider agencies complete forms which provide
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information in such areas as consumer demographics, previous work and aduit service

histories, outcomes of supported employment, and the amount and type of service

provided to the consumer by agency staff.

The present analysis focused on data obtained from the Job Screening Form,

which is completed at the time of Job placement. This form summarizes the results of

P
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Job analysis activities performed by the job coach or the groud supervisor. It provides
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specific information on key aspects of an employment setting, such as the type of

empioyment model, hourly wage, work hours per waek, functional characteristics of the
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job, fringe benefits provided, and the opportunity for physical and soclal Integration for
individuals In the position.

Fringe benefits are recorded hy a forced choice yes/no response to the
following items:

None (with "yes" Indicating that no benefits
are available)

Sick leave

Medicalmhealth benefits
Pald vacation/annual leave
Dental benefits

Employee discotnts

Free or reduced meals
Other (specify)

Job coaches and group supervisors are instructed to identify fringe benefils
available to the employee, not just those which the employee chooses to utilize. Fringe
benefits are ooliected throughout the work history of the employee; however, only those
benefits known to be avallable from the initiation of employment were examined in this
study.

Procedure

Data verification. A multi-step procedure Is employed to insure that data

submitted to the RRTC Is accurate. First, agency personnel recelve training In the use
of the data management forms by either RRTC staff or sta.e project personnei who are
familiar with the form set. A Data Management System Operations Manual (RRTC,
1987), which provides detalled Instructions for form completion, is aiso disseminated to
each provider agency. Submitied forms are reviewed by a Data Management Specialist
who checks forms for completeness and congruence with previously submitted data for
the particular consumer. An ermor-checking procedure within the data entry program
also identifies Inconsistent or out-of-range data. Missing or conflicting information is

corrected via telephone contact with the agency personnel. Finally, telephone
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consultation is availsble and encouraged should agency personnel have Questions
regarding form compietion.

Variables. The dependant varable examined was the presence or absence of
fringe benefits provided to the employee. The Independent variables were (a) the
disability status of the employee, categorized as severe/profound, maoderate, mild, or
borderline mental retardation, long-term mental Hiness, or physical/sensory dlséblllties;
and (b) the type of employment model through which the employee was placed. The
percentage of "yes" responses to each item was computed for the entire sample, and
then across disabliity categories and specific employment models.

Statistical analysis. To determine the relationship between the Independent and
dependent variables, cross-tabulations and chi-square analyses were conducted using
the Statistical Analysis System computer program (SAS Institute, 1985). Cross-
tabulations using all group model variations revealed a number of tables with an
unacceptable number of cell frequencles less than five. Therefore, for purposes of
statistical testing participants in all varations of the group placement model were
collapsed into a single category. Where significant relatlonships were found, the cell
chi-square values were examined to determine which frequencles were significantly
greater or less than expected. A preliminary analysis revealed that availability of
benefits was related to full-time status, x2 (1, N = 1366) = 44.52, p < .001. Thus, two
sets of analyses were conducted, one for part-time workers and the other for full-time
workers. The Bureau of Labor Statistics’ criterion of 35 hours per week for full-time
employment (U.S. Department of Labor, 1985, June) was used to differentiate between
full-time and part-time employment.

Two potentially confounding variables not examined in this study are the types
of positions held by supported employess and the size of the companies in which they
are employed. These variables have been known to affect the avallability of fringe
benefits within the general labor force (U.S. Department of Labor, 1987, June).
However, practically all of the group model participants within the RRTC data base are
employees of the placement agency rather than the host company. Therefore, the

placement agency, not the size of the host company or the positions that group




irrelevant variables.

Results

What Benefits do Supported Employees Recelve?
Tables 3 and 4 show the prevalence of benefits for the total sample and across

(10.4%).
Table 2
: Avaliabiilty of Fringe Bsnefits to Supported Employees
!2 . Tota! Part-Time Full-Time
s Sample Workers Workers
‘- Benefit (n=1,650) (n=1,114) (n=436)
' None 36.0% 41.5% 223%
i Sick loave 34.0% 24.6% 55.9%
Medicalhealth benefits 33.2% 21.7% £59.9%
; Vacation/annual leave 45.6% 33.4% 73.5%
: Dental benefts 104% 6.6% 20.3%
& Employee discounts 225% 20.7% 27.0%
. Froalreduced mealy 35.5% 36.8% a1.9%
;; Other 18.6% 13.9% 32.2%
o Table 3
i Fringe Beneflte Recelved by Supported Employees
Across Employment Models
B%:l‘:l:m Wmnw Enclave :’nlgMco?nuslnl

Benefit (n=58) (O=132)  (n=145) (n=1,215)

None 94.4% 28.8% 326%  35.3%

Slck feave 6.5% 59.7% 375%  91.1%

Medicalhealth benefhs 8.5% 18.6% 364%  35.%

Vacation/annual leave 6.9% 62.9% §5.0%  435%

Denta! benofits 0% 8.9% 10.9% 10.8%
; Employee discounts 0% 1.6% 202%  264%
A Free/reduced meals 0% 49% 29%  41.7%

' Other . 3.6% 24.0% 198%  18.2%
%
Q .} 1‘:: ) l 3 2 123

members fill there, determines the benefits which are available to those workers. Thus,

for the purposes of this analysis company size and subported esmployee positions are

disabliity categories and employment models. Overall, 64% of the sample recsived one
or more fringe benafits. The benefit most frequently indicated as raceived was

vacation/annual leave (45.6%) and dental benefits were least frequently indicated
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Table 4

Percentagne of Individuale Recelving Benefits Across individual
and Qroup Empi t Models .
(Part-Time and Full-Time Employees)

Part-Time Only Ful-Time Only ~
Incividy ¥ Group Individual Group s
Placement Models Placement Models ¥
, Beneft (n=857) . (ne247) (n=348) (2=88) :;
B None 40.0% 489% 22.6% 17.3% A
e s u )
S Sick leave 207% 38.3%* B5.1% 58.6% i
o Medicalheskth benefts 21.3% 2.0% 67.1% 29.2% o
Vacaiorvsnnual loave 30.0% 45.6% 797% 725%
B Dental benefta 85% 68% 220% 14.1% 3
A Employes dlecounts 25.4% 47w 28.9% 21.3%
i Fresfreduced meals 43.5% 124% 36.9% 124%
g Other 15.0% 10.5% 278% 456%
Note: Subjects designated as fulltime work & minimum of 35 hours 3
Bt Per woek.
* X{(1,878) = 25.18, p < .0001 * X(1,379) = 34.04, p < .0004 i
% * X(1,890) = 16.57, p < .0001 ' X(1,326) = 14.90, p < .0001 -
i * X(1,847) = 38.30, p < 0001 * X(1,200) = 827, p=.012
i . * X{1,897) = 62.72, p < .0001
¢ Do Individuals in Various Disability Categories Recelve Similar Benefits? ,;
g Fringe benefit avallabliity appears to be associated with disability category of A
\ ( ' Supported employees. Table 5 summarizes fringe benefits for part-time and full-time
%’,}? workers in various disabliity categories. For part-time workers, significant relationships ‘
j were found between disability category and receipt of the following fringe benefits: sick :
i leave, x'(5,N=078) = 19.65, p = .001; medicalhoalth benefits, x(5,N=880) = 13,70, p
=.018; and vacation/annual leave, x(5, N=890) = 12,58, p =.028. An examination of ,
i :
” the cell frequencies and percentages revealed that a smaller percentage of Individuals
with severe or profound mental retardation recsived sick leave and medical/health _ti

R
w
-
-

benefits, and higher percentages of individuals with long-term mental Iliness and

LR

physical/sensory impairments received these benefits, Higher percentages of these

latter groups also recelved vacation/annual leave, and smaller percentages of individuals

with borderiine mental retardation 'reoelved these benefits.

B R Ty S S
[

LN NN S G Rt AR TIC a BT
L ¥ ',Jw,‘, )’.’;‘" o TR
YO, W e

e s

Ltk

]
S
3
&,
1]
ol
0
s
s ion

V-

B
=
2

<&




A X R B L g SRR
AT bl VESTT ENT 2
ST .

7, e 2

P>

¥

B e s

An Lp

T T e n T s

S AR b PRI TN S s el 43
T TG
. s

Table 5

{Part-Time ond Full-Time Emplovees) o

r k :

] i g ] i ;

8 0§ 0§ .8 & 3z 58§ § .g & &8 S

Eu - el ! - l"‘ Qs 24 be] ° ! -t <] =& o

L3 s e 239 o~ S8 S M -3 £x = .

id £ B4 %2 33 £E 3 i 3 IO 1 .

$4 §4 33 3 i i3 £ 33 33 3 Yy -4

I FI S O T I RN FR-T I T § Y :

Sanefit (0s113) (ns302) (ns410) (ns9S) (nsitt) (nse3) (nstd) (ns322) (osi8%) (nysd9) (n=47) (pesd) ;
H

None $3,0%  41.3%  40.I%  47.4% 33.8X  d%,.1% 38.7%  17.8% 26,0x  20.0%x 2Udx t9.0x ‘z
Sick leave 13.3%  27.1%  22.4%  15.8% 34.3x s1.:x‘ 38.,4%  80.4x S3.8x 60, 46.8%  $8.3% *
Hedical/health benefits 13.4% 23.6%  19.9%  14.3% 31.9X% n.u‘ $0,0x  62.5x% 83,08 75.0%x SC.8x  68.0% ’ .
Vacation/annual leave 26.8%  33.1%  33,0% 28.4% 4S.7% “.!!c $8.3%  77.3x 69.9%  Ts.8% 69.8x  80.0% ‘.
Dental benefits T.4% S.0x T.8% 2.9%  S.9% [ 1%} 1.1 22,1% 14.2x  32.4% 13.2% u.n‘ ;
Eaployse discounts 13.8%  19.0%  21,2x  25.GR M.IX 25.0% 11.1%  2%.8% .88 37.%% 27.5%  S4.0% ;
Free/rsduced meals 39.7%  32.2x  dt. X 35.2% 37.%¢  JN.X 33.3% M. 35,0 27.3x 25.0x  2t.4% ;
Other 4.3 18.3% 1i.8% 13.7%  12.9%% 18.4% 33.3%  37.5% 27.3%  28.9% 40,9%  33.3x :
Note: Subjects designated as full-~tize work a minimum of 35 hours per week. j
* x*(5,878) = 19.85, p = .001
® x¥(5,880) = 13.70, p = .018 :
¢ x¥(5,890) = 12.58, p = .028 i
]

% x2(5,321) = 10.84, p = .C55 :

e

For participants working full-time, a marginally significant relationship was found,
for dental benefits, x*(5,N=321) = 10.84, p = .055. Supported employment participants
with borderiine mental retardation and physical/sensory Impairments received dental
benefiis with a greater frequency than other groups, and participants with mild mental
retardation received dental benefits with a less frequency. Given the number of cross-
tabulations computed and the likellhood of spurious relationships, this finding is
questionable.

Do Supported Employees In Individual and Group Employment Models Receive Similar

Benefits?
The avallability of fringe benefits also appears to be related to employment
model, with individuals In the small business model least likely to receive benefits

(5.6%). Otherwise, frequencies across models produced mixed resuits. Individuals in
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moblle work crews received sick leave (59.7%), vacation/annual leave (62.9%), and B
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other benefits (24%) with a greater frequency than individuals in other program models;
enclave workers eamed medical/health benefits (36.4%) and dental benefits (10.9%) with
a greater frequency; and persons In individual placement received employee discounts

(26.4%) and free/reduced meals (41.7%) with a greater frequency.
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b Table 6 shows the frequencies with which benefits were earned by part-time and
f 3 full-time supported employees in individual placement and group models. For part-time
i workers, a significant relationship was found between supported employment mode! and :
5 receipt of the following benefits: sick leave, x*(1,N=878) = 25.18, p < .0001; and =
vacaticn/annual leave; x"(1,N=890) = 16.57, p < .0001; employse discounis, x(1,N=847)
= 38.30, p < .0001; and freefreduced meals, x*(1,N=897) = 62.72, P < .0001. Higher

R h e Fisvie s

percentages of participants placed in variations of the group model received sick leave
i, : and annual/vacation ieave, and higher percentages of those in individual placements
received employee discounts and free/reduced meals.

For full-time workers, significant relationships were found between supported

N Ry
DA ’

employment model and receipt of the following benefits: medicalhealth benefits, ’

T3

x*(1,N=379) = 34.94, p < .0001; free/reduced meals, x%(1, N=326) = 14.90, p < .0001;

,v.

and other benefits, X*(1,N=230) = 6.27, P =.012. Higher percentagss of persons in

VamaRT

individual placements recelved medical/health benefits and freefreduced meals, while

C

higher percentages of group employees received other benefits.

whiar to

Discussion
Prior to discussing the resuits of this siudy, some caveats regarding the data are
in order. First, unequal sample slzes are apparent across disabllity categories and

employment models. The RRTC supported employment data base, however, reflects

< eom 8o

not only the cument practices of a large' number of service providers, but also
approximates natlonal trends In the types of individuals who are recelving supported

employment services, the preferences given to program placements, and the outcomes
/

T

of service (cf. Wehman, Kregel, Shafer, & West, 1989). Thgfé is therefore evidence

R sy R

R

that the participants in this study are representative of supportéd employment consumers

nationwide, and that results may be generalized. Secondly, comparisons across -
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Benefit (n=867) (n=247) (n=348) (n=88)
None 40.0% 46.9% 23.6% 17.3%
8ick leave . 20.7% 38.3x%* 85.1% 58.8%
Hedical/health benefite 21.3% 23.0% 67.1% 29.2x°
vacation/annual leave 30.0% 45.6%° 73.71% 72.5%
Dental benefite 6.6x 6.8% 22.0% 14.1%
Employee diecounts 25.4% 4.7%° 28.9% 21.3%
Free/reduced maale 43.5% 12.4%¢ 36.9% 12.1x'
Other 15.0% 10.5% 27.8% 45.6x?

" Note: Subjecte designated ae full-t’me work a minimum of
35 houre per week.

* x*1,878) = 25.18, n ¢ .0001 * x*(1,379) = 34.94, p < .0001
* x2(1,890) = 16.57, p ¢ .0001 * x2(1,326) = 14.90, n ¢ .000%
° x*(1,847) = 38.30, p < .0001 ? x¥1,220) - 6,27, p = .012

¢ x*(1,897) = 62.72, n < .0001

represented in the RRTC data system (Noble & Conley, 1587).
General Avallability of Fringe Benefits

and other benefits recelved less frequently.

A

WG g m s vkgTa kel
ERSETRT ) .

Wik P e
]

136

program options might be confounded with the types of individuals served, or with

geographlc characteristics or other systematic variations within provider agencies

Supported employment consumers do not routinely receive fringe benefits to
supplement wages. More than one-third of the sample received no fringe benefits
whatsoever. The most frequently reported benefit, vacation/annual leave, was received
by less than half of the sample. Sick leave, medicalhealth benefits, and free/reduced
meals were each eamed by approximately one-third of the sample, with dental benefits

Even among full-time workers, 22% of the sample recelved no benefits
whatsoever and 40% received no medical or health coverage. These numbers contrast
sﬁarply with surveys of the general population (U.S. Depariment of Labor, 1987, June;
1988, May) which indicate that virtually all full-time employees receive benefits, Including

employer-sponsored medical insurance coverage. These disparities Illustrate the need

R R N




for advocacy and discretion in the types of Jobs and fringe benefits that are targeted for
persons with disabilities, and tha need for persistence In seeking out such jobs and
benefits in the labor market.

Eringe Benefits and Full-Time Employment Status

Not surprisingly, the findings strongly indicate that the avallabllity or fringe

group or the employment model utilized. In most of the analyses, the frequency with
which full-time workers recelved specific benefits doubled or tripled the frequency at
which part-time workers received the benefit. One Implication of this finding Is that, if
& consumer requires certain benefits to supplement earnings, then full-time employment
is the most effective route to securing those benefits. This finding also underscores the
importance of benefits planning for individuals for whom full-time employment Is not a
godl. |

Fringe Benefits and Disabliity/Employment Model Status

The findings aise Indicate that the frequency with which supported employment

perticipants recelve particular fringe benefits differs across disability categories and
across program models. The most important findings are: (a) Part-time employees

with sevare or profound mental retardation receive sick leave, vacation leave, and

medicalhealth benefits with less frequency than workers in other disabllity categories;
(b) part-time group model particlpants recelve sick and annual leave with greater
frequency than do those In Individual placements; (c) part-time employees in Individuai
Placements recelve employee discounts and free\reduced meals with a greater frequency
than employees In group models; and (d) among full-time warkers, those In Individual
placements recelve medicalhealth benefits and free/reduced meals with a greater
frequency, and those in group models receive other bencfits with a higher frequency.
The finding that participants In group models recelve certain benefits with a
greater frequency than do persons In Individual placements Is not surprising, considering
that practically all of the group employment placenients in the RRTC's data base are
contracted by nonprofit agendies, primarily sheltered workshops and work activity

centers. These agencles typlcally provide cllents of thelr programs with some level of

137

benefits is most directly linked to full-time employment status, regardiess of disabliity




oy

RS

Py

oo

Tw TRGOI AT Aya § WD A e T

N T B WO SSRETE TE 6D AL SN EY el E e
B U RPN p Jy *
. i

sick and annual leave, usually proportionate with dally work hours or production (Moon
& Qriffin, 1988; U.S. Department of Labor, 1977, June). The effect of this circumstance
would be most apparent In comparisons with part-time participants in individual
placement. Consumers in this latter group are almost exclusively employees of for-
profit businesses and industries, which tend nut to provide high levels of benefits to
their part-time employees.

A disturbing finding from the study is the virtual absence of fringe benefits for
individuals placed in small business programs. Only four of the 58 members of this
subsample eamed any fringe benefits. Coupled with other results from the RRTC data
base reported by Kregel, Wehman, and Banks (1989), these results portray smah
business consumers as poorly remunerated ‘employees, both in terms of wages and
finge benefits. These findings could perhaps be justified if individuals placed in small
business options have significant learning or productivity deficits; however, over 70%
of this group have a primary diagnosis of either
mild or borderiine mental retardation.

Avallability of Medical/Health Coverage

Perhaps the most significant finding of the study concems the avallability of
medical or health benefits for supported employees, particularly those employed fuli-
time. While 67.1% of full-time workers in individual placement eamed medical benefits,
these benefits were avaliable to only 29.2% of full-time employees in group placements.
Although neither placement model approximated the general population, these figures
underscore the inabllity of group employment providers to fumnish this essential benefit
at a level commensurate with for-profit businesses and industries. What is not known
at present, and cannot be determined from the available data, is whether group

participants who are employed directly by the host company fare better than those

- employed by the nonprofit service agency in terms of medical benefits, wages, or

other employment outcomes. This information would certalnly have an influence on

"bast practices” for establishing and operating group supported employment options.
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Summaty and Conclusions

increased economic independence should be a primary cutcome of supported
employment for persons with disabilities. Fringe benefits such as annual leave, sick
leave, discounts, and medical insurarice will contribute to independence, particularly if
the likelihood exists that goverment entitlements viili be lost or decreased as a result
of remunerative empleyment. However, this study provides evidence that many
supported employees in both individual and group models do not recelve fringe benefits
in thelr positions.  Further research is needed to examine the causes of this
phenomenon: Why are so few supported employees, particularly those with severe
mental retardation, working full-time? Why are so many of those who do work full-
time, particularly in group placements, noi recelving fringe benefits equal to the general

populace?  Are these findings the result of dient limitations and/or financial :

TP SR A A PSR
v b e T e g B

i considerations, employer discrimination, or characteristics of the local labor market?
Finally, because position characteristics were not included in the analyses, this study
could not determine the best types of companies or positions for receiving specific fringe 4.
benefits, - This is certainly a future research need which logically would include only
those Individuals employed by the business or industry in which they work.

The results of this study also underscere the need for supported employment
provider agendies to (a) consider the avallability of fringe benefits along with wages,
schedule, duties, and foregone govemment benefits in identifying appropriate jobs for
thelr individual placement consumers, and (b) provide fringe benefits for employees of

group options at levels commensurate with those found within the local business

community,
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Abstract
The costs involved in providing the time limited component of supported
omployment services are analyzed for 194 individuals with severe disabilitles served and
closed by a state vocationai rehabiiitation agency. Primary areas addressed in the
study include the total costs incurred by the state agsncy in purchasing supported
employment services, a comparison across muitiple disability groups of the costs for
supported employment services as well as preplacement and other nonjob site specific
services, and the sources of funds utilized to purchase time limited services. Resuits
indicate that the primary population served are persons with a mild to moderate level
of mentai retardaticn. Primary servicus purchased for -persons with mental health or

mental retardation related disabliities involved job site related activities; for persons with

physical disabiiities the service composition included a comparatively more extensive use -

of madical services along with Job site assistance. Very limited use was made of
preplacement skill training or work adjustment for the total population studled. The
average expenditure at closure per cllent across ali disabiiity groups for all services
purchased by the vocational rehabilitation agency was $2,551. Fund sources utiiized
involved a combination of federal and state monies. Resuits represent a baseiine for

analyzing state vocational rehabliitation costs invoived in providing supported

employment services.
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Substantial evidence exis‘ts that state systems of vocational rehabilltation are
utllizing supported employment services as an increasingly imporiant component of their
efforts tc improve vocational outcomes for persons with severe disabilities. Recently,
supported employment implementation strategies and policies of the 27 states that
received systems change grants from the Federa! Rehabilitation Services Administration
(RSA) were studied (Wehman, Kregel, & Shafer, 1989). The results of this analysis
indicate that signlificant ggins are taking place in both the numbers of persons working
in supported-employment and the development of statewide systems to maintain and
expand on these gains as represented by the following example data:

Twenty states reported 9,633 persons in supported employment as of

Fiscal Year 1986; 26 states reported a corresponding figure of 24,817

persons as of Fiscal Year 1988.

In Fiscal Year 1988, the 7,085 new clients in 23 states entering the

public vocational rehabilitation system as a result of supported

employment was a 739% increase over the figure reported for Fiscal

Year 1986.

Twenty-seven states reported the establishment of 1,393 new supported

employment providers during the Fiscal Year 1986 through Fiscal Year

1988 time frame.

The extent of supported employment implementation nationally is also evidenced
by individual state examples identified in the 27 state analysis. In Connecticut, a total
of 2,658 persons with severe disabilities were participating in supported employment
during FY 1988; most had no previous work experience in competlitive industry. In
California, 214 supported employment programs had been developed by the end of FY
1988 with over 3,200 persons with development disabilities participating in supported
employment. In Colorado, the 909 persons in supported employment reported in 1987
represented approximately a 735% increase over the corresponding figure for 1985. In
Virginla, which is the data base for this study, the number of organizations with fee-
for-service agreements with the state vocational rehabllitation agency to provide
supported employment services has grown from four at the time the systems change
grant was received In 1985 to approximately 46 as of FY 1988. As of FY 1989, 1,409

persons with severe disabilities had been placed in supported employment with

cumulative wages exceeding $9.75 milllion.
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The substantial expansion in the prevision of supported employment within state
vocational rehabilitation systams has a corresponding fiscal impact on service
expenditures.  Utllization of federal RSA funds for supported employment services
among the 27 states has increased from approximately $8.5 miliion in FY 1986 to $36
miliion in FY 1988 (Shafer, Krege!, Wehman, & West, 1989).

Of this $36 milllon federal expenditure, $14.4 million involved expenditures from
the Title V1, Part C supported employment services formula grant program as reported
by 27 states and $12.3 million were the Titla Il state systems change grants to the 27
states. The remaining $9 million were Title | funds as reported by 19 states. The Title
I expenditures are particularly significant because these funds are not designated at the
federal ievel for supported employment as are Title Il and Title V!, Part C funds. The
use of Title | funds for supported employment services presents a critical need to
carefully analyze the costs and benefits of this service from the agency funding
perspectlvé.

Previous research in the area of cost-benefit analysis has typlcaliy considered
total program budgets as the basis frr projecting individual participant costs (Hill, Banks,
Handrich. Wehman, Hill, & Shafer, 1987; Hill, Wehman, Kreger, Banks, & Metzler, 1987;
Thomten, Dunston, & Matton, 1989; Tines, Rusch, & McCaughrin, 1989). For example,
Tines reported total programmatic costs of $1.6 million for 39¢, participants of supported
employment in lllinols. Simitardy, Hill, Wehman, et al., 1987, reported total programmatic
costs from a university-based demonstration project cf $1.8 million for 214 individuals.

In both of these reports, the investigators ga on to estimate individual participant
costs by dividing the total program pudget by the number of participants. Hill (Hill,
Wehman, et al., 1987) prorated their estimates according to the length of time the
participants had been served by the project. Such an approach to projecting individual
participant costs fails to account for the vary real variations in service consumption
encountered in supported employment (Kre:al, Hili, & Banks, 1988) and does not allow

for a clear differentiation of costs assoclated with initia! placement and training and costs

incurred in providing follow along services.
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The purpose of the following study was to analyze information on individuals

who have had their vocational rehabliitation cases closed by the state vocational
rehabliitation agency upon completion of their supported employment program. The
study provides an initial baseline of Information from a representative vocational
rehabilitation agency’s participation In supported employment. Key information areas
that must be developed involve the composttion of job site and other services utilized
by vocational rehabliitation cllents in supported employment and the cost of these
services, the policy and resource allocation implications of a multi-disability based
statewide program of supported employment, and cost comparisons across disablllties.
This study will address the following critical questions related to the cost to a

representative vocational rehabilitation agency of providing supported employment

services to persons with severe disabllitles:

1. What are the total costs incurred by the state vocational
rehabilitation agency providing supported employment services?

2. Acrcss a variety of disablllty groups, how do the costs of
services specific to supported employment (e.g., cllent speciiic
interventions for purposes of job development, job site tralning
or follow along) compare to preplacement and/or off job site

services provided prior to, or simultaneous with supported
employment services?

3. What are the sources of funds utllized by state agencles to
purchase supported employment services?

METHOD
Primary Data Base

The primary data base for this study was drawn from the cllent services report
system malntained by the Virginia Department of Rehabiliitative Services (DRS). This
computerized file system Is maintained by DRS in accordance with federal report
requirements and provides a detalled service history for each applicant and cllent of the
agency. Among the Information maintained on this system are cllent identiflers and
current DRS service history and expenditures, delineating each unique form of service,
the period during which the service was authorized, the unit cost of the services and

the number of unlts "consumed” by the cllent, and the total amount of funds expended
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for the purchase of these services.
. All of the data contained in the DRS data base are reported by agency
rehabilitations counselors using standardized case report and expenditure report forms,
This Information Is subsequently entered onto agency maintained computer files using
a Hewlett Packard 300 seriss 995 malnframe computer. Specific Service tem Codes
(Sn) are defined for each service (e.g., general medical, work adjustment) purchased
or provided directly to a client by DRS, and records are maintained within the
computerized system on type, quantity and cost of services recelved by each client,
Secondary Data Base

A secondary data base used in this study was the Supported Employment
Information System (SEIS) that was developed by and is operated by the Rehabiiitation
Research and Training Center on Supported Employment. The SEIS is a
comprehensive, computerized mainframe system that consists of over 200 data elements
stored in 22 interactive files.

Since 1987, DRS has contracted with the RRTC to maintain the SEIS, separate
from the Agency operated system, to monitor the services and outcomes of DRS clients
who are served iIn supported employment. Hence, DRS and the RRTC were
maintaining, and continue to maintain, separate, but complimentary data bases on many
of the same individuals.

Data are collected and reported to the RRTC by all provider agencies sanctioned
by both DRS and the follow along agency, the Department of Mental Heaith, Mental
Retardation, and Substance Abuse Services (DMHMRSAS), to provide supported
employment services. As such, agencies submit data to the RRTC both during the time
limited phase of DRS funding and also during the ongoing support phase of follow along
funding. These data provide detailed information o~ target employ.  4emographic and
functional characteristics, consumer assessment information, the results of job analyses,
comprehensive data on the typa of job performed by the employee, the amount and
type of intervention provided by the supported employment program, supervisors’
evaluations of the target employees’ work performance, and compiete information

regarding employment retention and reasons for job separation,
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The data for the SEIS Is entered and malntalined threugh a terminal based

computer system utilizing an IBM 3081K malnframe. Al reporting provider agencies

recelve monthly Intervention reports that sunimarize the activity pattems of all suppcrted

employment cllents and employment specialists. Additionally, individual provider agency

and state aggregated comprehensive reports ars produced on a quarterly basls. The

reports summarize major service trends, Including new placements, types of placements

and assoclated outcomes, job separations, and characteristics of the cllent population.

Merging of the Data Bases

In January of 1989, discussions with representatives of DRS were Inltlatad by

members of the RRTC to assess the possibliities of merging the two separate, but

complimentary data bases. A specific request was forwarded to the agency, seeking

an electronic tape transfer to RRTC of specified elements within the DRS data base.

Approval of this request was provided and the resulting data were made avallable to

the RRTC in June of 1989.

Selection_Criteria. The DRS data base, representing well over 60,000

Individuals, was electronically reviewed to Identify all cllents who met all of the following

three selection criteria:

- determined eligible for vocational rehabllitation services on or after July 1st, 1987;

- case closure completed by DRS counselor before April 1st, 1989; and

- case service expenditure or counselor recording within services records indicate
recelpt of transltional/supported employment services.

Mearged Data Base
This scanning Identified a total of 338 individuals who met all of the selection

criteria. A report was generated Identifying these individuals and summarized the

following Information on each client:
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- name, SSN, and primary disabllity;

- eligibility and closure dates;

- total case service expenditures;

- listing of services recelved, number of unlts and cost for each
individual service, and date of service;

- fund source for service expendltures by DRS (Tltle |, Title VI-C, State funds,
Other); and

- weekly eamings at closure.
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The report was then transferred via computer tape to the RRTC for merging with the
SEIS to Identify individuals contalined in both the DRS and SEIS data bases.

The DRS data base and the SEIS were merged, matching client records on the
basis of Social Security numbers. This matching process Identifled 194 DRS cases
contained in the SEIS. A total of 144 cases contalned on the DRS tape were not
matched on the SEIS. A systematic review of the data uncovered three primary causes
for the high number of DRS records which did not match with SEIS records. First,
SEIS did not become operational until October 1, 1687. As such, DRS dlients who
began thelr supported employment program prior to that date were not tracked by the
SEIS. Second, 65 of the 144 DRS cases not contalned on the SEIS were individuals
for whom no expenditures for transitional/supported employment services were reported.
Thege were individuals for whom counselors noted at closure the provision of
transitional/supported employment services, but not through a formalized program of
Supported employment provided by a fee-based service organization. As such, these
individuals may be conslidered as inappropriate subjects, since no evidence exisis that
they received transitional/supported employment services as Implemented by DRS.
Third, data recording or entry errors regarding SSN's potentially created situatic - » yare
records could not be matched. However, extensive efforts were made to minimize the
Impact of mismatch records due to data enlry errors.

A standard quarterly report, summarizing the major characteristics and supported
employment services and outcomes of 194 individuals located on both data bases was
generated. Additionally, a series of descriptive analyses were conducted using the data
contained in the DRS and SEIS data bases. These analyses were designed to address
the research questions previously noted.

RESULTS
Sample Demographics

Table 1 summe.lrizes the number of individuals with various primary disabilities
that were identified on both data bases. As these data confirm, the DRS data base
Identified 338 individuals who met the three part selection criteria. In contrast, records

for only 194 Individuals from the DRS data base were also found on SEIS. This latter

142 *" ' .lso




sample will be the primary focus of this article, due to the fact that greater confidence :
exists that these Indlviduals were recelving supported employment In accordance with '
state and federal guidelines.

Table 1 y

i
i Prlmarr Disabllity and Weekly Eemings of
Transiional/'Supporied Employment Cilents :
DRS Sample VSEIS Sample
» Weokly Waeekly i
o Earning Earning :
§i 4 Primary Disabiiity N, % atCloswe n % atClesure
3 PhysicalOrthopedic 30 89 $19662 6 31  $18100 :
i ?
: Mental Health 3 98  170.00 16 83 159.00 .
Miid Mental Retardation 49 145 13402 33 170 11457 1
b
Moderate Mental Retardation 135 399 110.72 94 485 11104 4
Severe/Prolound ‘
Menta! Retardation 56 16.6 7343 40 208 724 o

Learning Disabiiity 19 58 206.79 1 5 83.00

Long-Term Mental liiness 16 47 159.75 4 2.1 107.00

TotalAverage Weekly Earnings 388 $128.58 194 $10934

The data In Table 1 indlcate that persons with mental retardation, as Identifled
by DRS, comprised the majority of Individuals In both data bases; there were relatively
few Indlviduals with Jeaming dlsabllitles or chronic lliness represented on elther data
base (6% or less), and persons with mental lliness or physical/orthopedic disabllitles
were equally represented on the DRS data base at approximately 9 1/2% each.

The SEIS data base clearly over represented the individuals Identified by DRS
to be mentally retarded and in particular, those Indlviduals Identified as moderately
mentally rotarded. Addltionally, the SEIS appears to under represent other disabliity
samples, most notable, the Indlviduals with leaming disabliities and physical disabliities. ~
The exiremely small size cf some of these samples on the SEIS severely restricts our
abllity to draw valld concluslons about the data regarding these Indlviduals.

Also summarized in Table 1 are the weekly earnings of cilents at case closurs,
as reported In the DRS data base. These data reveal that, In general, the Individuals
represented on SEIS earned less at case dlosure than the larger sample of Individuals

represented in the DRS data base. The average weekly earnings for all persons on
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the DRS data base was $128.58 as compared to $109.34 for those Individuals also
found on SEIS.

More detalled demographic and work related information on the smaller sample

of individuals in SEIS is summarized in Table 2. According to SEIS data, 171 of the

individuals were mentally retarded, as compared to 167 of the individuals as identified

by DRS data. Discrepancies between the data bases and primary disability diagnosis

were found for the other disabliity samples as well, suggesting difierences in diagnostic
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determinations between the state agency rehabilitation counselors and the individuals
responsible for providing this information to SEIS.

Tuble 2

Worker and Employment Cheracteristics
for VSEIS Sample

Number of Workers: 194

NS M ST AR e A b SRy

Sex Age Race

Male: 93 Mean:; 30.2 White: 104
Female; 102 Range: 18-58 Black: 67

Primary_Disabiiity
Mental Retardation; 171
CMI: 17

PhysicalOrt ic Disabilities: &
- Cerebral Palsy (1)
- Hoad Injury (2)
- Other (2)
Visual Impairment: 1
Number of positions hold by workers: 2.43

Type of Positions
Food Service: 102 Industriaf: 27
Janitorial: 62 Warehouse: 19
Clerical: 9 Others: 16
Hourly Wag. Hours Wotked Per Week Weeks Employed
Mean: $3.60 Mean: 29 Mean: 45
Range:$.73 - 6.70 Range: 3-84 Range: 1 -116

Tvpe of Supported Employment Program

Entreprensurlal 9 (3.7%)
Moblle Work Crew 22 (9.0%)
Enclave 34 (14.0%)
Supported Joh 1 (.4%)
Supportad Competitive 169 (69.5%)
Time Limited 9 (3.7%)

The SEIS data indicate that the 194 individuals had been placed into a total of
243 emplovment positions, averaging 1.2 positions per person. Not all of these

placements, however, can be attributed to DRS expenditures since very few of the




‘individuals had received post employment services after case closure or otherwise had

their cases reopened for additional services. In most situations, the expense of the

TRV
. PR

replacement services were borne by the ongoing support services funding agency or at

times the service provider.
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The data in Table 2 also reveal that the individuals identified by SEIS were

¥ atd,

working on the average, 29 hours per week and were eaming on average, $3.60 per

£
o
H

hour. Uslig these figures, we can estimate that the average weekly earnings for these

individuals was $104.40, comparing favorably tc the $109.34 reported for the same
; individuals on the DS data base.

‘ The majority of placements were made into food service positions using the
supported competitive employment model! or job coach model. Quite impressively, the

individuals identified on SEIS had been employed an average of 45 weeks.

Service Composition and Costs

TIPS A H N A
J ¥ N

in addition to transitlonal/supporied employment services, DRS was purchasing
a variety of other services such as vocational or psychologlcal testing, medical
assessment and/or treatment, transportation assistance, and tuition to a college or
facility-based program, situational assessment, or the purchase of work related items
such as clothing or uniforms. Table 3 provides a summary of the number of individuals
recelving each of the various types of services purchased by DRS and the mean

expense per client for these different services.

: As these data indicate, the purchase of transitional/ supported employment
, services was the most frequently purchased service for all disability groups.
Assessments and transportation services were other frequently purchased services. For

Individuals with mental retardation or mental lliness, funds were used In near exclusion
for the purchase of transitional/ supported employment services; relatively few of these

individuals typically received other services form DRS. In contrast, individuals with

EIARE Y g

physical/orthopedic disabiiities, recelved a much broader array of services. Based upon

: the inrividuals identified on the DRS data base, counselors made sizeable expenditures

for medical services (18.58% of all funds expended for this group), facility-based
- training/tuition (18.57%), and vocational assessment (11.16%).
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Table 3
Mean Cost Per Cliert by Service Category
Primary Disabilty

Tvpe of Service Provided Physical Orthopedic  Mantal Health MR-Mild MR-Moderate MR-Severe Leaming Disabiiity Chrom:c liness
n=f n=16 n=33 =94 n=40 nal N=4

A

SN AT NS e D SRS TRy N T
G . PR ER T N

Medical/Therapeutic Services 1 $10
Moedical Assassments 2 $52
PsychvwWoc. Assessment 1 $3,669

$23 . . 4 s 1 $30 1 $1,29 - -
$35 13 $40 29 $40 6 $39 - - 1 $34
$330 4 $77 10 $215 6 $338 - - - - ; z
5
3

Iz

N N O O

Situational Assessment - - $52 3 $496 8 $415 3440 - - - -
Work-Related Purchases 1 $52 $200 - - 9 $50

Job Placement/Skill 5 $0 13 %0 26 $0 %0 30 $0 1 $0 2 $0
Seeking Asst.

Transpertation 2 $368 3 $302 5 $80 13 $284 7 $41 - 3 $115

Transitional Employment \
Sves. 6 $1,968 16 $1,749 33 $2,458 94 $2,337 40 $2,615 1 $732 4 $1350 3

Facility Based Training/
Tuition

-

e N N

pryacy

1 $6,106 2 $1525 1 $1,719 3 $837 - - - - 1 $1,622
All Other - - 1 $0 1 $0 1 $42 9 $2 - - - -

Total All Services 6 $3,747 16 $2,162 33 $2,592 94 $2481 40 $2,738 1 $2,028 4  $1,85
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Table 4

Sources of Funds Used to Purchase
Services for Various Disabiiity Groups

ST e e AN
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Primary Disabilty Title | Title VI-C State Revenue Other Fund
Case Services Supported Employment Funds Sources
nExgnd E:;ent of ‘g::’ale Percent of Townda Percent of E:;ale E:rp‘;ent of
itures nditures ndituwres Expenditures Expenditures Expenditures nditures nditures
per Disability per Disability per Disability per Disability
PhysicalOrthopedic $ 3,65 16.2% $ 4,881 21.7% $ 4,197 18.7% $ 9776 43.5%
Mental Health $ 19,088 5§5.2% $ 12,319 35.6% $ 1,257 3.6% $ 1,94 5.6%
Mental Retardation $ 28,609 33.4% $ 43,078 50.4% $ 11,273 13.2% $ 2,567 3 %
{Boarderiine-Miki)
Mentan Retardation $ 59,510 25£% $121,587 52.1% $ 51,097 21.9% $ 1,012 A%
{Moderate)
Mental Retardation $ 12,415 13 $ 72,016 65.8% $ 22,15 20.2% $ 2929 2.7%
(Severe Profound)
Leaming Disability $ 1,248 61.6% $ 732 36.1% - - $48 24%
Chronic iliness $ 1,450 19.5% $ 4,554 61.3% $ 757 10.2% $ 675 9.1%
Total Expenditures $125,950 25.5% $259,167 52.4% $ 90,738 18.3% $ 18,260 3.8%
1
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Table 3 also presents the mean costs for all services expended per client for
- individuals on the SEIS. As these data indicate, the average cost per cllent ranged
ffrom $1,859 for individuals with chronic illness to $3,747 for individuals with
physicai/orthopedic impairments. The average cost per client across all disability groups
was $2,551. This figure represents all identlfied expenditures incurred by the
rehablitation agency in providing transitional/supported employment services to the point
of case closure. This figure does not however, include costs associated with agency
overhead including the activities and services of the counselors. These costs are not
accounted for by the agency within their case service data base. As such, the figures
cited above reflect purchasable service costs only.
Fund Source

Table 4 summarizes the mix of funds used to provide services to the indlviduals
on the SEIS. As indicated by the totals found at the bottom of the table, Title VI, Part
C funds made up the majority of the funds, representing 52.4% of all expended funds.
However, it is also quite impressive that 25.5% of all expended funds were drawn from
the Title |, case services funds, a net expenditure of $126,000.

Comparison of the fund sources used for the different disability groups reveal
that individuals with mental retardation represented the largest net expenditures from
three of the four fund sources. This group however, was also the largest group within
the sample, representing 86% of all individuals served. Examination of the proportion
of funds used by each disability group indicates that all groups were recelving services
purchased with a variety of funds. For exampls, services for individuals with mental
iiness were purchased predominantly with the use of Tille | funds (55.2% of all
expenditures for this population) while individuals with severe and profound mental
retardation were funded primarlly through Title VI, Part G funds (65.8% of expenditures

for this population).

it is of interest to note the relationship between level of retardation and the

«

,: proportion of Title | funds expended. As the data in Table 4 reveal, a greater

proportion of Title | dollars were spent on individuals with moderate retardation (26%),

which in tum, was greater than the proportion spent on services for individuals identified
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as severely or proi_‘diy mentaliy retarded (11%). An Inverse relationship between

level of retardation and the use of Title Vi, Part C funds was found, suggesting that the

agency has relied more heavily upon this latter fund source for individuals experiencing

more severe retardation, while restricting the Title | funds for the less severely retarded.
Discussion

The results of this analysis of the service expenditures for 194 individuals
served in supported employment by a state vocational rehabiiitation agency indicate that
the average per participant cost was $2,551. Fuithermore, these results suggest that
costs varied significantly depending upon the disabiiity displayed by the individual and
the rosulting array of services that the individual received. These results support
previous cvidence that supported employment remains primarily a program serving
Individuals identified as mentally retarded; in this study, persons with mental retardation
represented the majority of the study population. Finally, these data ciearly indicate that
state vocational rehabiiitation agencies are using a variety of fund sources, most notably,
the basic state grant program, Title |, to supplement federal funding avaliable under Title
Vi, Part C for supported employment service deiivery.

The dominance of persons with mental retardation is refiective of the
developmental history of supported employment programs nationwide. As has occurred
In many states, the initial focus on persons with miid to moderate mental retardation
was the result of a varlety of factors such as the research and demonstration efforts
for this population, provider systems in p!ace that couid redirect efforts to provide
community integrated empioyment services, and the readiness of mental retardation
service systems to utilize funds for ongoing support services. Virginia's program, ilke
those In most states, Is now evolving to serve a more broad based popuiation with a
range of severe mental, physical, or muitiple disabiiities.

For persons with mental retarcation represenied in the SEIS sample in Tabie
1, the mean IQ score of individuais piaced in empioyment Is 52.9. There is limited
representation of persons with severe or profound retardation, popuiations traditionaily
unserved by sta's vocational rehabiiitation agencies and targeted for services in the

conceptualization of the national supported employment Initiative. The iimited
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participation to date of more severely disabled persons with mental retardation appears
to refiect the large number of mild to moderately retarded individuals served in centar
based work programs at the point supported empioyment opportunities are made
avallable in a community. As a result, this group is more readily identified for potential
placement in supported employment than individuals with severe to profound mental
retardation who have limited to no work related history and are not known by the
vocational rehabilitation agency. The predominance of mild to moderately mentally
retarded individuals in this study necessitates caution in projecting the costs and service
pattems involved in serving the severe to profoundly retarded population, or persons
with other severe handicaps, In supported employmen’

The majority of individuals assessed in this study were employed in jobs that
met the full federal criteria for supported employment. Over 94.5% of the jobs involved
a minimum of 20 hours per week of employment. Over 81% Involved a moderate to
high degree of interaction with non-disabled co-workers. This positive integration level
Is noted by the fact that nearly 70% of the persons in this sample were placed into
supported competitive employment.  Our efforts to build a baseline of service
composition and cost data are built on job placements that for the most part are fully
consistent with supported employment criteria.

The mean cost data projected in this study was derived from a fee-based
system of purchasing supported employment services by DFS. The fee-for-service
system would appear to provide a number of advantages o-er contract or program
based funding mechanisms. First, payments to providers based on the specific hours
or units of services aliow for true costs to be tracked and for variations in costs across
individual clients to be more readily identified. As a result, mean costs as well as a
range of costs are more easlly Identified. Second, a fee-based system can serve as
an incentive to serve more challenging Individuals.  Provider agencies receive
relmbursement based on services provided and can therefore be in position to have
costs of serving individuals in the upper ranges of needed intervention hours fully
reimbursed. Third, a fee-based system maintains the vocationat rehabllitation counselor

as the primary manager of service planning and funding.
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The placeftrain approach embodied by supported employment is cleardy
indicated In Table 3. Of the 194 individuals who received supported employment
services, only seven received faciiity based training such as work adjustment training
as a component of their overall vocational rehabilitation program. The service
composition for persons in most cases involved assessment, job placement, job site
assistance and fraining, and related services such as transportation. Eighty-six percent
of the 194 cases were closed In Status 26, successfully employed, by the vocational
rehabllitation agency. These data clearly indicate that direct placement in supported
employment, potentially following a period of situational assessment, is a viable
approach and that periods of work adjustment or skill training as a part of the vocationa!
rehabiiitation plan of services are not necessary. Costs for supported employment
services assessed in this study were not additive expenditures occuring after a
readiness orlented pre-placement program. Rather, these cost data were In fact
alternative expenditures resulting from a community oriented competitive employment
outcome.

Vocational rehabilitation administrators desperately need cost comparison data
across disability groups for supported employment services. The predictive value of
cost data in this study are tempered significantly by the limited number of persons in
the non mental retardation categories. Cost data Is critically important for projections
of resource needs in supported employment due to the expanding number of persons
served and the increasing need to access Title | funds as a supplement to the Title VI,
Part C supported employment funds. For the period July 1, 1988 to June 30, 1989, the
Virginia Department of Rehabilitative Services expended approximately $1.23 miliion in
Title | case service funds for job site training and other time limited supported
employment services to serve 624 individuals. The current annual Tille Vi, Part C grant
to DRS Is approximately $500,000. As represented in Table 4, supported employment
services are being paid for by a combination of specially designated federal and state
funds but also a growing amount of non designated funds through the Title | federal
allotment. Recent data Indicate that this is occurring In other states as well (Shafer,

Kregel, Wehman, & West, 1989).
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establishes a baseline upon which to build. An expanded study of comparable data Is

needed for both time limited and ongoing support services. Efforts are currently
3 underway to develop a multi-state consortium to study common cost and service data. N
h This broader national data base will enable firmer policy and planning implications to B
f be identified and discussed based on service composition and costs. : -
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Abstract

The results of a national survey of state agency vocational rehabilitation
counselors are preserited. The purpose of this survey was to assess the effect of
federally funded statewlde supported employment Implementation grants by evaluatirg
counselors’ knowledge and use of supported employment. The obtalned results indicate
that the use of federal discretionary awards have been effectlve In enhancing
counselors' access to Information on supported employment, Improving their knowledge
of supported employment regulations, and facilitating thelr utilization of this new
rehabllitative service. Implications for future employment Implementation and counselor

training are discussed.
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In 1985 the Rehabilitation Services Administration (RSA), awarded discretionary
grants to 10 states under the authority of Title Ill of the Rehabilitation Act. The purpose
of these grants was to "stimulate systemwide conversion of pre-vocational daytime
services to a supported work format” (Gettings & Katz, 1987, p. 7). Title Il supported
employment grants were awarded to an additional 17 states in 1986, resulting in a total
of 27 state vocational rehabilitation agencles receiving this funding. Each state agency
received funding for a period of 5 years, resulting in a federal obligation in excess of
$60 million.

In 1986, the Vocational Rehabllitation Act was re-authorized (PL 99-506) and
included supported employment in determining client eligibility for services (Title ),
authorizing personnel preparation projects and demonstration programs (Title ),
authorizing new and Innovative project: (Title VI, part C), and permitting states to use
funds from the Basic State Grant Program (Title f) to fund supported employment.

Clearly, the federal govemment has attsmpted to establish supported
employment services within state vocational rehabilitation agencies. The 27 states that
received initial funding under Title IIl would appear to hold an advantage In establishing
supported employment services in comparison to those states which did not receive th's
funding and have only recently received funding far supported employment under Title
VI, Part C. Furthermore, it may be assumed that the 10 states which initially recelved
Titie il funding would have more effectively established supported employment when
compared to the 17 states which raceived their grant awards later. However, no
attempt has been made to date to assess the impact of the Title Ill funding or to
evaluate differences among those states which had received this funding.

The purpose of the present studv was to evaluate the effectiveness of the Title
lli funding in assisting state agencies to establish supported employment services.
Since state agency counselors are involved in all aspects of the rehabilitation process,
from determining ciient eligibllity to case closure, a su vey of counselors was conducted
as \ e most effective method to estimate the extent to which supported employment has

been Incorporated by stete vocational rehabilitaticin agencies.
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Participants

The participants in this study were state agency rehabilitation counselors. The
selection procedures first consisted of randomly designating 5 of the RSA regions as
“Title " ard the 5 remaining regions as "Non-Title ™. Only those states that
corresponded with their regional designations regarding Title 11l funding were retained
for subsequent sampling.

Initially, one state was selected at random from each region and the
commissioner of the rehabilitation agency was contacted for approval to conduct the
survey. If approval was not granted, another state within the same region was
randomly selected. Only one state refused fo participate. A total of 14 states
participated in the survey. In three regions, more than one state was surveyed because
the originally selected state did not employ a sufficient number of counselors to fill the
needed sampling frames. Eight of the participating states had not received Title il
funding while three states had received their Title il grants in 1985 (referred to as Early
Title 1) and the remaining three states received their grants awards in 1986 (Late Title
{[}X

Regional proportionate sampiing frames were constructed after contacting all 50
state general vocational rehabilitation agsncies by telephone to determine number of
counselors employed. Through this process it was estimated that 7,756 rehabilitation
counselors were employed by all state general agencies in Fiscal Year 1986. The
sampling frames were constructed on the basis of the total number of counselors
employed within each RSA region. As such, the number of counselors surveyed within

a selected state represented the national proportien of counselors employed within the

region.
A questionnaire was designed to solicit de mographic information from counselors
and information regarding five issues related ‘o supported employment: knowledge,

attltudes, training needs, sources of information and training, and utilization of supported

empioyment as a case service. The questionnaire consisted of 35 items which used
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a variety of response formats including multiple choice, Likert type scales, and open-
ended questions. The questionnaire required appreximately five minutes to complete.

The questionnalre was reviewed and approved by members of the Council of
State Administrators of Vocational Rehabiiitation (CSAVR) task force on transition and
supported employment and a group of 33 state agency rehabilitation counselors
employed by a state not participating In the study. Based upon the comments provided
by the counselors and the CSAVR task force members, modifications were made to the
wording and structure of the questionnalre.

Administration Procedures

The questionnaire was mailed to the 1,485 rehabilitation counselors included
in the sample, accompanied by a cover letter explaining the purpose of the survey, a
letter of endorsement from the counselor's state commissioner, and a self-addressed
business reply envelope. Two weeks after the questicnnaires were mailed, follow-up
letters ware sent to all counselors. A total of 790 completed questionnaires were
retumed, representing a 53% response rate. Response rate variation among regions
(36% - 65%) was not statistically significant.

Resuits

Characterictics of Participating Counselors

Demographic information revealed that the majority i the participating
courselors possessed a master's degree (67%). Additionally, 31.3% of the counselors
possessed Bachelor's degrees, while 1.28% and .5% of the counselors reported some
college education and doctoral degrees, respectively. Only 22.6% of the responding
counselors indicated that they were certified rehabiiitation counselors (CRC). Statistical
analyses indicated that fewer counselors (19.1%) from states that did not receive Title
Il funding were certified as compared to their counterparts from the early (24.6%) or
late (32.8%) Title IIl funded states X* = (2, N = 739) = 10.28, p <.0006. Additionally,
counselors from the non-funded states reported higher proportions of their caseloacs
with severe disabilities (63.2%) as compared to counselors from the early (57.2%) or

late (56.3%) states F = (2,699) = 6.33, p « .0019.
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Information Sources

Counselors from all three groups of states Indicated that state agencies were
the most prevalent source of information on supported employment.  Additionally,
counselors from the Late Title 1l states more frequently cited their state agency, X? (2,
N= 76:5) = 9.64, p < .008, and professional workshops, X*(2, N = 765) = 17.75, p <
.0001, as sources of information on supported employment as compared to counselors
from the other groups of states.

Knowledge About Supported Employment
Seven statements were designed to assess counselors’ knowledge regarding

the federal supported employment regulations (Federal Register, August 14, 1987).

For each statement, counselors could respond ‘correct, 'incorrect’ or 'do not know.'.
These responses were subsequently scored as correct or incorrect on tha basis of the
federal regulations. Chi-square analyses, revealed that a significantly greater proportion
of the counselors from the Late Title Il states correctly responded to the statements
regarding the payment of minimum wages, the development of the individualized written
rehabilitation program (IWRP), the funding for ongoing supports, and the provision for
ongoing supports at least twice monthly. Table 1 provides the frequency and proportion
of counselors who corectly responded to each of the seven statements.
Use of Supported Employment

Two items on the questionnaires asked counselors to indicate the methods by
which they provided supported employment to their clients and the proportion of clis:ts
on their caseloads that hed received supported employment services during the previous
6-month period. Table 2, summarizes the number and proportion of counsalors
indicating the various mathods of supported employment utilization. These results
indicate that service provider referral Is the most common method of supported
employment provision.

Chi-square tests revealed that significantly more ccunselors (p<.01) from Late
Title Il states indicated that they refer clients to supported employment providers or

provide these services directly than their counterparts from the non-funded or Early
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Table 1
Knowledge Regarding Federal Regulations Governing Supported Employment

Numbers and Proportion of Counselors Responding

Counselor Sample

Non-Title 38 Title 8 Title 8
*Early’ ‘Late’

Knowledge Statement % n % n % n

P .ot . I3
R A I T SRR

Clients placed into s'ipported® 40.1 189 304 S5 524 65

employment must eain at least
the federal minimum hourly

wage.

Chents placed Into supported 568 267 646 117 605 75
employment must work at ieast
20 hours per week.

Clents referred to supported® 87.1 411 840 152 887 116G
loyment must have an

I ualized Written

Rehabiltation Program

developed.

Ongoing services in* 5§72 270 644 146 798 99
supported employment have

3 to be funded by the state

5 vocational rehabilitation

agency.

5 Placement into a job where 20.1 136 330 59 4185 51
- more than eight (8)
handicapped workers are
employed Is alflowable
under supported employment. -

3 Clients recelving ongoing* 268 126 172 31 379 47
5 support services In supported

smployinent must be provided

i services at least twice a

i month.

R R e e

e e, .
R

L
nghn L

Note

a. X* (4N, = 776) = 15.16, p < .004

b. X* (4N, = 777) = 0.88, p < .043

) c. X (4N, = 776) = 2214, p < .0000
d. X* (4N, = 775) = 18.23, p < .0001
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k3 Table 2
Method of Susported Employment Use

B P x vy

W
&
7

Counselor Sample

AP

e
.

-, Non-Tie 3 Title 3 Title 3 i
e ‘Early' ‘Late’ :
Method of Supported
f Employment Use % n % n % n
iv =
Y Do Not Currently Use* 260 564 77 423 39 320 3
,
Relorral to Service® 144 317 78 429 69 56.6 -
i Provider oy
; Somr:vued' 3B 76 16 88 25 205
i y ;
Counselor :
Other 43 03 28 154 12 o8
; Note More than one re;ponse allowed; parcentages sum to more than 100, f:
B 8. X* (2, N = 765) = 27.52, p < .000

' b. X* (2, N = 765) = 2738, p < .000
¢. X*(2, N = 765) = 1829, p < .000
Title Il states. Conversely, significantly more counselors from the states that did nor :
receive Title lil funding responded that they do not currently use supported employment :
(2<.001). ’
. Counselors were also asked to report the proportion of clients on their active
f caseloads during the previous 6 months for whom they had provided supported
employment. Only 299 counselors, representing 38% of the 790 counselors, responded
to this question. While the responses varied from 0% to 90%, the model reported
: ;
caseload proportion was 1%, indicating an extremely skewed distribution. No statistically .
significant differences were detected in caseload proportions on the basls of Title Il '
: funding. -
Future Tralning Needs

A 12-item muitiple choice section was also provided for counselors to identify

cuntent areas in which they could benefit by receiving additional training. Greater than
- 50% of all counselors identified training needs in the following content dreas: role and 7’
i
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function of rehabilitation counselors, selecting appropriate supported employment options,

evaluating services providers, evaluating cilents, and funding strateglés. Chi-square

comparisons revealed that significantly more counselors from nor-funded states, as

s oo )

compared to counselors from either of the Titie Il funded samples, Identified training

needs in the following content areas: general Information, determination of clfent

R AR

o g

eligibllity, and case reporting. Table 3 summarizes the proportion of counselors

identifying additional training needs In each of content areas.

Table 3 ’
Counselor identified Training Needs o
Counsslor Sample
Non-Tile 3 Title 3 Title 3 - s
‘Early’ Lato’ r
Content Area % n % n % n ,
No training needed® 3 78 27 149 7 87
General information® 227 494 63 348 30 246 s
Evaluating clionts* 277 604 81 448 68 557 :
Working with other agencles 145 316 56 309 44 334 ‘
Monltoring and evaluating supported* 275 599 79 437 82 672
employment service pro%ers
Detormining client olighlity® 266 536 75 414 46 377
Caso roporting procedures’ 222 4834 64 354 50 409
Marketing supported employmant? 218 475 81 337 63 6516 ;
Counselors’ rola and function 298 645 103 6569 73 598 ’
In supported employment
Funding strategios* 253 55,9 85 470 76 623
Choosing appropriate supported 278 608 8 44 8 66
amployment options
Other training needs 20 63 8 44 8 68

Note More than one respone allowed; percontage sum to more than 100,

& X'(2,N=762) = 9.68p<.007

b. X' (2, N = 762) = 2049,p < .000

¢ X'(2, N =762) = 12.81,p < ,002

d. X' (2, N = 762) = 19.96,p < .000

X (2, N = 762) = 14,05, < .001

X'(2,N=762)m 948,p < 009

g X2 N=762) = 1266p<. 2

h. X' (2, N=762)u 720p<. &7

L X'(2 N+ 762) - 1143,p < .003 172
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Discussion

The purpose of.th!s study was to assess the Impact of Title Hl funding by

evaluating state agency rehabliitation counselors’ knowledge and use of supported
employment and to Identify areas In which the counselors need addlitional Information
and trainlng. In general, these results suggest that the Title i discretionary grants
have facilitated supported employment Implementation efforts. Results were presented
which suggest that a greater proportion of counselors from the Title Iil funded states
were more knowledgeable of the supported employment regulations (see Table 1) and
reported greater utilization of this new service (see Table 2). Additionally, results were
presented which suggest that counselors from Late Title It funded states had enjoyed
greater access to information and training on supported employment.

These data provide one Indication of the extent to which supported employment
has been adopted within the federal-state vocational rehabilitation system. Although
supported employment was authorized as a service to be provided by the federal-state
rehabiiitation system (P.L. 99-506), this new service option was not immediately
embraced by the rehabllitation community (c.f., Baxter, 1985). As such, It is quite
promising to discover that well over 80% of all counselors have recelved ini. ‘mation on
supported emnloyment and, more Importantly, over 50% of the counselors have used
this new service for cllents on thelr caseloads.

One of the more significant findings of this study was the impact that Title IlI
funding had upon counselors’ response pattems. Conslstently, counselors from those
states recelving Title Il funding responded that they were more knowledgeahle about
supported employment, made greater of use this service, and had received more
information than thelr counterparts from the states that had not received this funding.
Furthermore, counseiors from the Title 11l funded states identified fewer training needs
than their counterparts from the nonfunded states. Assuming these results are accurate,
they indicate that the federai funding initlative of the Title Iil system change projects has
been effective.

A careful inspectlon of these results reveal that staistically significant differences

were evidenced among counselors from the early and late Title Iil funded states.
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Generally, counselors from the Title 11l late_funded states responded more favorably than
their counterparts from the early funded states. For example, significantly more
counselors from the Title 11l late funded states responded correctiy to four out of the
seven statements assessing supported employment knowledge. Significantly more of
these counselors also indicated utilization of supported employment. Finaily, significantly
more counse!ors from the late funded states indicated that they had received information
on supported employment from their state agency and from professional workshops and
pubiications. These findings suggest that those states inciuded in g late sample have
effectively implemented system change activities at the level of the state agency
counselor and they have done so in a shorter period of time than those states included
in the early sample.

The differential resuits, with regard to early and late funded states, were not
expected. In fact, it has been assumed that counselors from the early funded states
would display more favorable response patterns because of the additional year of
funding. Severai plausible hypotheses may be proposed to account for these response
patterns. First, it Is conceivable that the lats funded states were more progressive to
begin with and had already begun to implement a system of supported employment
prior to the Title ill award. Second, it Is concelvable ihat greater resources were
avaiiable to the late funded states since these states initiated the'r activities a year .later
than the states in the early sample. A tremendous amount of literature, tralning
materials, and training opportunities regarding supported employment have been
developed in a very short time period.

Third, it is possible that the late funded states concentrated greater effort to
effect change at the counselor levei. The Initiation of activities by the late funded
states did not begin untii it was fairly clear that supported employment was going to
be Included within the re-authorization of the Vocational Rehabilitation Act (P.L. 99-
506). As such, the late funded states began their projects with the promise of
supported employment being recognized as a legitimate service option within the

federal-state system. Tisis promise may have lead these states to Initiate activities

differently from the early funded states.
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In addition to assessing the Impact of the Title i projects, these data provide
direction for iuture projects and activities concerning rehabilitation counselors and
supported employmsit. Based upon the response pattemns to those statements
assessing knowledge, it is evident that counselors need to learn more about the
regulations governing supported employmen:. Most notably, counselors need to receive
more Information regarding the Integration requirements of supported employment as
well as the provision of ongoing support sgrvlces. Counselors’ lack of knowledge
regarding tihese aspects should not be surprising since integration and provision of
ongolng support represent two issues that the federal-state rehabilitation system has
typlcally not addressed.

Future supported employment efforts for rehabilitation counselors can also be
Identified by reviewing the training needs that counselors identified. In general, a
majority of counselors expressed training needs In all of the content areas that were
listed. No fewer than 24% of the responding counselors identified traiting needs in
each of the content areas specified while fewer than 10% of all counselors responded
that they did not need additional training. Base upon these results, it appears that
extensive need exists among rehabilitation counselors for additional information and
training regarding supported employrment.

One of the important findings was that a sizable propottion (42%) of all
responding counselors indicated that they still needed general information about
Supported employment. Additionally, the training need most frequently identified (62%
of all respondents) was the role and function of rehabilitation counselors in supported
employment. Previous discussion regarding the role of rehabilitation counselors in the
supported employment process has vacillated between suggesting that counselors
provide supported employment services to clients directly and referring dclients to
supported employment service providers (Revell & Amold, 1984; Szymanski, 1987;
Tooman et al., 1988).

The results of this survey cleariy Indicate that counselors more frequantly
referred cllents to supported employment providers rather than providing services

directly. This finding is not surprising and in fact was expected, since client referral
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to a service provider is the most common means by which most services are provided
to vocational rehabiliitation clients (Wright, 1980). Hence, it appears that the.actual role
of rehabilitation counselors in providing supported employment is primarily that of case
manager and servica broker (Emener & Rubin, 1980; Emener & Spector, 1985; Matkin,
1983; Rubin et al., 1984; Tooman, Revell, & Melia, 1988).

This study represents the only known national survey of rehabilitation personnel
regarding supported employment implementation. Certalnly a host of other rehabilitation
professionals, such as state agency commissioners, program managers, and fleld
directors, should also be studied. Rehabiiitation counselors, howsver, play a critically
important role in detenmining the extent to which support employment services are
provided and integratec within the federal-state rehabilitation system. These individuals
are responsible for detarmining that clisnts with severe handicaps are sliglble to receive
services and, subsequently, for deciding that these individuals should receive supported
employment services. If supported employment Is to be institutionalized within the
federal-state rehabiiitation case management system and if individuals with severe
handicaps are 1o gain greater access to services from this system, it wiil be due in large
measure to iné act'vities of rehabilitation counselors.

This study provided a rather singular approach toward analyzing the system
wide impact of Title 1li funding. These results leave little doubt that this funding initiative
has been effective in assisting slate agencies to implement system wide change to
provide supported employment services. Future research is needed to more carefully
and more fully evaluate the impact of both Title Iil funding as well as Title VI, Part C
funding. Policy analysts are presented with a rare opportunity to evaluate disability
policy within a general multiple lag or multiple baseline design due to the lag time in
the awarding of the separate Title IlI projects and the subsequent authorization of Title
VI, Part C funding. Such an analysis could provide Insight into the system change

process which has rarely been studizd in the area of disabiiity policy.
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Abstract

This study describes the social interactions and activities of 15 workers with
mental retardation employed in supporied competitive employment positions and 15 of
their co-workers. Direct observation and survey instruments were used to assess the
social integration of employees during work hours and bregktime. The results suggest
that supported employees and co-workers do not differ in the total number of
interactions they erigage in. Co-workers were found to interact more frequently during
breaktime than the supported employees. Co-worker., were also found to participate in
work-related interacticns more often than the supported employees. The opportunities
available for social interactions in the workplace an- the pattems of supported employee

and co-worker participation are described. These results are discussed in relation to

their implications for supported employment services and future research.
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One of the reasnnc why work Is a valued activity is that it provides the
opportunity for employees to estabiish social relationships with other co-workers.
Relationships among empleyees can vary in Intensity from cast*=l acquaintanceship to
friendship depending upon the degrse ‘o which individuals share similar interests,
experiences, attitudes, or personality traits (Bell, 1981; Fine, 1986; Pogrebin. 1987).
The workplace is particulady conducive to the development of friendships since
employees have regular face-to-face contact and share common experiences (Pogrebin,
1987). Friendships play an Integral role at work as evidenced by reports that job
satisfaction, work performance, and job retention are related to an employee's
participation in soclal relationships with co-workars (Kirmeyer, 1988; Kieln & D'Aunno,
1986; Young, 1986). Equally Important are the sodial supports that friends provide
which serve as mediating or buffer systems during stressful times (Argyle, 1986;
Ginsberg, Gottman, & Parker, 1986). Furthermore, friendships just make work a much
more enjoyable experiance.

Supported employment has increased the opportunities for  establishing
friendships from those typically available to persons with severe disabillities previously
served in sheltered workshops and day activity programs (Nisbet & Callahan, 1987:
Wehman & Moon, 1988). It is characterlzed by paid work in integrated employment
settings where job duties are performed with other employees whe are not
handicapped. One dlstlngdlshlng f2ature of supported employment is the fralning of
relevant job skills and work-related hehaviors directly at the job site by an employment
specialist (Moon & Griffin, 1988; Wehman & Kregel, 1985; Wehman & Mella, 1985).
In addition, the employment specialist is responsible for identifying ihe valued soclal
interactions that occur at the work place and for training the employee to participate
approgriately with co-workers, supervisors, and the public (Chadsey-Rusch, 1986; Moon,
Goodall, Barcus, & Brooke, 1986). Without this support many employees might possibly
experience physical integration as defined by Federal regulations but not participate in
the social interactions essential for the development of meaningful relationships with

co-workers (Federal Register, August 14, 1987: Shater, Rice, Metzier, & Haring, 1'.)69).
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Integration in the workpiace has been defined as "..participation of a worker in
the operation of the work culture at both the environmeni's required levei and the
worker's desired level” (Shafer & Nisbet, 1988, p. 57). Previous research on
integration has focused upon comparing the frequency and content of interactions by
workers with and without disabilities. Chadsey-Rusch, Gonzalez, & Tines (1987) found
no differences in the frequency of interactions between eight workers with mental
retardation and eight nonhandicavped co-workers. The authors reported differences in
the purpose of interactions between the two groups. Workers with mental retardation
participated in task-reiated interactions with simiiar frequency as their co-workers, but
were less likely to be involved In nontask-reiated interactions. These latter interactions
most often occumred duiing break and arrival to work.

Lignugaris/Krait, Ruie, Saizberg, & Stowitschek (1986) observed 17 workers
with disabiiities and 16 nonhandicapped workers and found that both groups were
similar in the patterns and content of their interactions. Their resuits showed that
workers with and without disabiiities interacted frequently with co-workers mostiy about
work-reiated topics. Significant ditferences were found botween the two rroups in
frequency of joking and laughing with nonhandicapped workers participating more often.
A second study by Lignugaris/Kraft, Salzberg, Rule, & Stowitschek (1988  reported
simiiar findings. Nineteen workers with moderate developmental disabilities and 18
nonhandicapped workers were found to participate in conversations during work and
break with similar wrequency. The authors reported that workers with disabliities
engaged in more greetings and iess joking and kidding during break than the
nonhandicapped workers.

The interaction pattems of eight workers with severe disabiiities in an enciave
supported empioyment setting were compared with suven nonhandicapped co-workers
in a study conducted hy Sterey, Rhodes, Sandow, Loewinger, & Petherbridge (1988;.
The authors reported that empioyees without disabliities spent more time engaged in
work and participated more in work and personal conversations than the workers with

disabiiities. [n addition, the interactions of emnioyees with disabilities were more often
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with the enclave supervisor and differed in content from nonhandicapped workers in
that their interactions primarily involved receiving instructions and compliments.

Lastly, a study by Test, Farebrother, and Spooner (1988) reported similar
frequencies in interactions for six workers with and without disabilities on most types
of interactions. The three workers with disabilities were found to receive more directions
and share less information with others when compared with the nonhandicapped
workers. Critical social skilis identified by the authors include following directions,
asking questions, providing job-related information, using good-natured joking and
teasing skills, and surviving in low praise environments,

These studies indicate that employees with disabilities are participating in
interactions with similar frequency when compared to their nonhandicapped co-workers.
However, the differences reported in the content and type of interactions for employees
with disabilities suggests that they are not interacting at a jevel equal to the work culture
and are therefore, not fully integrated at the job site.

The previous studies reviewed indicate the need to train workers with disabiiities
to engage in the social interactions that occur at the Job site. However, the assumption
cannot be made that the interactions that supported employeas encounter during work
reflecis the type, conient, and frequency of the interactions that they are expected to
enjage in during break if they want to participate equally with their co-workers. The
purpose of the present study was to compare the interactions of supported employees
and co-workers during work and break to assess the degree with which supported
employees are parlicipating in the work culture at the job site. Specifically, the
relationship between the supported employee and co-workers' length of employment
and the: frequency of their soulal interactions was investigated. In addition, the level of
supported employee and co-worker social participation and invoivement in company
antivities were compared. |

Method
Participants and Settings
Thirty workers who were employed in thirteen competitive businesses

Participated in this study. One worker with mental retardation and one co-worker from
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each job site were selected to participate. Two of the job sites employed muiltiple
workers at different locations in the businesses. The workers with mental retardation
ware randomly selected from the Supported Employment Information “ystem (SEIS).
SEIS is operated by the Rehabilitation Research and Training Center (RRTC) at
Virginia Commonwealth University. Criteria for selection included having at least one
other co-worker performing the same job, and being stable on their job as indicated
by six hours or less of trainer intervention ¢me per month for two consecutive months
immediately prior to selection. Thirty-four supported employees met the election criteria.

Program director and supported employee consent was required for participation
in the study. Seven of the participants were lost due to job separations and five as a
result of the project directors or employers not giving permission for participation. The
remaining 22 supported employees were contacted in crder of selection until 15
participants were identified. All of the workers performed service-related jobs with 60%
employed in food service, 20% in janitorial, and 20% in other entry level positions (i.e.,
manufacturer, grocery bagger, elevator opsrator). Table | summarizes key demographic
characteristics for each pair of participants.

Supported Employees. Fifteen workers identified as having mental retardation
in the moderate to severe range according to standardized test scores (IQ < 67) and
who were currently employed in supported competitive employment in the greater
Richmond, Virginia area were selected to participate. All of the supported employees
were male. 1Q scores ranged from 27 to 59 with a mean score of 47. Ages ranged
from 23 to 37 with the average age being 30. Supported employees were employed
in their present position from nine moenths to ten years with an average length of
employment of 5.5 years. The mean hourly wage for the consumers was $4.75 with
an average of 34 hours worked per week.

Co-workers. A comparison group of 15 co-workers who were employed in the
same business and worked the same hours as the supported employees were selected
to participate. One co-Worker was randomly selected from each job site. The

co-worker was selected from all co-workers performing similar jobs after receiving
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2

SUPPORTED EMPLOYEZ AND CO-KORKER CHARACTERISTICS

Py ap ey

Type of Years with IQ
Enployee Hork Company Age Sex Score Speech
i
: Charlie Dishwasher 1.2 years 29 Male 52 Clear
L Co-Worker Dishwasher 2 years 27 Male - Clear
- 8ill utility 9.3 years 36 Male 45 Unclear
e Worker
2 Co-HWorker Utility 1.5 years 46 Male e Clear
i Horker/Leader
Jesse Dishvasher 8.3 years 33 Hale 45 Clear
i Co-Horker Dishwasher 4 years 31 Male - Clear
3 Allen Dishwasher 5.2 years 30 Male 46 Unclear
<, Co-Horker Cook 1 year 30 Male - Clear
K Woody Manufacturer 3.4 years 28 Male 54 Clear
- Co=Wurker  Manufacturer 10 years 42 female -- Clear
E Roger Custodian 9.4 years 37 Male 57 Unclear
P Co-Horker Custodian 1.5 years 24 Male - Clear
N Torrance Courtesy .9 years 33 Male 43 Unclear
v Clerk
+ Co~Horker Courtesy 2 years 27 Male - Clear
. Clerk
i Carl Dining Room 10.1 years 33 Male 27 Unclear
: Attendant
K Co-Worker  Dining Room 10 years 27 Male - Clear
* Attendant
: Arthur vtility 5.2 years 21 Male 4“ Clear
- Worker
: Co-Worker Utility/Worker 5 years 25 Male - Clear
: Food Server
Charles Custodian 4.3 years 26 Male 47 Unclear
Co-Worker Custodian 10 years 61 female - Clear
Lou Custodian 5.7 years 27 Male 59 Clear
Co-Horker Custodian 9 years 60 female - Clear
Dexter Dishwasher 4.3 years 29 Male 48 Clear
Co~Horker Dishwasher .2 years 18 Male - Clear
Eric Elevator 10 years 28 Male 57 Clear
Operator
Co-Worker Elevator Z) years 58 MHale - Clear
Operator
Willy Utility 1.6 years 23 Male 51 Unclear
Worker
Co-Horker Utility .4 years 47 Male -- Clear
Worker
Caine Dishwasher 3.2 yeaxs 28 Male 41 Unclear
Co-Worker Dishwasher 3 yeer 34 Male - Clear

permisslon from the employer and written consent from he co-worker. The co-workers
were employed In thelr positions from two months to 21 years with an average length
of employraent of 4.5 years. Ages renged from 18 to 61 with the average age belng

37. Twoive of the co-workers were male and three were female.

Ny T e e bt

YL P "
Kf“;",v".‘*‘];‘_ . L 7‘«:\..‘ O .
A RS At N L [ R SR T SRS

© - asense

e

o et Ao L

.

tae e




Data Collection Procedures

Observational Data Collection. The social interactions of supported employess
and co-workers were observed and recorded during work hours and tunch/break time.
Eight observation intervals of thirty minutes duration were conducted at each job site.
Four observations were scheduled during the participants’ work hours and four during
their lunch or break times. Observation times were selected based on the empioyers’
preference and the observers’ schedule. Lunch or break observations were not
avallable at five Job sites where participants did not receive a scheduled break.
Participants wers nformed that observations were going to be conducted but were not
told when the observations were going to be made or who the observer would be.

The supported employee and co-worker were observed individually for altemating
five minute periods using an interval recording system. The participant to be observed
first was randomly selected by flipping a coin. The intervals were broken down into ten
second observation and five second recording periods. The observer placed a mark in
the corresponding interval for each interaction that was observed. Sixty recorded
intervals were obtained for the participants during each work observation. Betwsen 20
and 60 recorded intervals were obtzined during lunch or break times due to varations
in particlpant breaktimes which ranged from a total of five minutes to one hour in length.

A micro-tape recorder was used to indicate the start of the observation and
record infervals. Observers maintained a distance of 10 to 15 feet during the
obseivations and began observing 10 minutes prior 10 each observation interval before
beginning actual data collection. Observations were suspended when the participant left
the work area and were resumed when the particivant retumed to the work area.

Instrumentation. Three instrumenis were developed for data collection. These
included one observational coding form and two survey questionnaires. The
observational recording form consisted of the following data slements: a) the number
of persons present in the work environment (co-workers, supervisors, & others), b) the
level of task dependency (isolated, parallal, or interactive work), c) the type of
interactions (Initiation or response), d) the content of the interactions (work or non-work

related), e) the appropriateness of the interactions (appropriate or inappropriate), and
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f) unknown interactions. The definitions for each observational category are provided
in Table 2.
Table 2

Observational Category Definitions

.Type of Interaction

initiation - Verbal sounds or nonverbal behaviors that are directed
toward another Individual to begin an Inieraction with that
person or to change the content of an interaction that Is
already being engaged in wih that person.

Response - Verbal sounds or nonverbal behaviors that are directod
toward another Individual ‘offowing a verbal sound or
nonverbal behavior from that person.

Content of Interaction
Work-Rslated - Verbal or behavioral interactions regarding general J;b
dutiss, work materials, other workers, s::pervisors, or other
toplln which are explicitly in reference to the employment
settirg.

Nonwork-Related - Verbal or behavioral interactions regarding any topic not
related to the employment setting.

Appropriateness of Interaction

Appropriate = Verbal or behavioral interactions exhibited by an individual
that are comparable to other interactions occurring In the
environment and In which participation by the Individual is
accoptable.

inappropriate - Verbal or nonverbal Interactions exhibitod by an individual
that are not comparable to other interactions occurring in
the environment or in which participation by the individual is
unacceptable.

Unknown Interaction = Any interaction in which the content, direction, or
appropriatenass cannot be determined.

The two survey instruments were designed to be administered to supported
employees, co-workers, and supervisors. Survey items were based upon modifications
to an instrument used in earlier work (Shafer, et al., 1989). Drafts of the instruments
were sent to six experts in the fleld of supported employment to identify the variables
that define integration.

The Employee Social Activity Questionnaire was designed to assess the
interaction pattems of employees and their desired fevel of social involvement. The
survey instrument consisted of 18 questions which assessed the following: a) employee
demographics, b) feelings about co-workers, ¢) time spent with co-workers’ d)
satisfaction with co-worker invoivement, and e) participation in company activities. The

form was administered verbally to the supported employees and co-workers who
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particlpated in the study.

A Job Sits Social Activity Questionnaire was designed to asses< the avaliability
of opportunities for employee Interactions in the work place. The questionnaire was
administered verbally to one supervisor from each job sits. The survey instrument
included 18 questions which assessed the following: a) supervisor and company
demographics, b) employee contact with other employees, c) supervisor contact with
employees, d) perceptions of employees’ feelings toward one another, and e) activities
provided by the company.

Ali data were collected by the first and third authors. Observer training was
conducted by the first author using videotapes of job sites and field observations a.
actual businesses. Training continued until interobserver agreement scores reached a
criteria of 80% or nigher for three consecutive 15 minute practice sessions.

Survey Data Collection. Survey instruments were administered to the supported

employees, co-workers, and supervisors to assess their perceptions f employee social
interactions. Participants were asked if they would complete the survey prior to the
coflection of observation data. Surveys were administered at different tinies during the
suheduled observation perieds at a time convenient for the respondents. Written
consent to participate in the study was obtained from ali participznts at the time the
survey was administered.

Reliability. Interobserver reliability data was calculated for 65 (ii%) of the 583
observatiop sessions. At ieast one reliability session was coliected at each job site
except for one In which the work area was too small for two data coliectors to be
present at the same time. Occumrence Interobserver agreement scores were calculated
by comparing the intervals on both datasheets on type, content, and appropriateness
of interaciions. The number of Intervals In which both data sheets were in agreement
on type, content, and appropriateness were divided by the total number of intervals
observed. The occurrence agreement mean was 95.4%. Percents across each
category ranged fr¢m 80.8% to 100%. Reliabiity was also assessea to compare

obgervars’ recorded frequencles of Interactions. For these computations the larger
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frequencies were Jivided by the smalier frequencies resulting ir: a mean reliability score
of 81%.
Data Analysis

Descriptive statistics were obtained for all the data and frequency tables were
used to organize survey response data from supported employees, co-workers, and
supervisors. Data from each observational category was tested for normal distribution
due to the small sample sizes. None of the observational categories were found to be
normally distributed, and as such, they were all transformed to create an underying
normal distribution (Zar, 1984) . .

Paired comparison T-tests were conducted to compare the frequency of social
interactions of each supported employee and co-worker pair at the 1% job sites (Agresti
& Finlay, 1986). Anaiyses were compieted for each pair on all observational categories.

Comparisons between the supported employees and co-workers, as groups,
were made using a two-sample T-test (Agresti & Finlay, 1986). Analyses of covariance
were completed between supported employees and co-workers with length of
employment as a covariate, to see If detectable differences between the groups’ mean
frequency of interactions were ralated to length of employment.

Results

Participation in Sodial Interactions

Paired Analyses. Figure 1 displays ihe frequency of total interactions across
al! observations for each supported employee and co-worker pair. Results Indicate that
supported employee and co-worker pairs did not differ significantly on total number of
Interactions. Co-workers were found to interact more frequentiy at nine of the job sites
while supported employees interacted more often at six of the Job sites.

The mean difference between number of interactions for the supported
employee and co-worker pairs for each category are delineated in Table 3. The
average differences between participant pairs were not significantly different on six of
the nine observational categories. Slgnificant diferences were revealed for work related
interactions (T = 2.50, p <0.05), breaktime interactions (T = 2.55, P <J.05), and
inappropriate interactions (T =228, p <0.05).
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Participant Pairs

Table 3

Mean Difference in Frequency of Interactions Betwsen
Supported eraployee and Co-Worker Pairs by
Observational Category
(N = 15)

Cbservational Category

Worktime Interactions

Breaktime Interactions® (N = 10)
Work Related Interactions**
Nonwork Related Interactions
Appropriate Interactions
Inappropriate Interactions®**
Initiation of Interactions
Response Interactions

Unknown Interactions

2.55, p < .05)
2,50, p < .05)
2.28, p < .05)

Mean

Difference

1.7458
7.5280
28714
25825
4.1791
-0.9551
3.6706
22100
2.0620

W Couorker

¥Z73Suppor ted
Emplouee

Cc-workers were found to participate in work related interactions during a higher

191

percentage of intervals than supported employees of the same company who performed
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a similar job. Of the ten participant pairs who received a break, the number of
interactions engaged in during breaktime were signiticantly higher for co-workers than
the paired supported employees.

Group Analyses. As a group, supported employees were not found to differ
significantly from co-workers on frequency of toal interactions. The mean frequencies
for each group by observational categoty are provided in Table 4. Significant
ditferences between the groups of supported empioyees and co-workers were revealed
for breaktime Interactions (T = 2.8290, P <0.05) and inappropriate interactions
(-22154, p < .05).

Table 4

Mean Frequency of Interactions of Supported Employses
and Co-Workers by Observational Category

(N = 30)
Supported Employee  Co-Worker
Category X Interactions x Interactions
Total 69.80 118.93
Worktime 49.07 6227
Breaktime* 31.10 85.00
Initiations 33.00 60.67
Responses 33.73 48.93
Work Related 18.6C 35.06
Nonwork Related 48.13 7453
Appropriate 65.27 109.40
Inappropriate** 147 0.20
Unknown 3.07 9.33

* (T = 28290, p < .05)
* (T =-2.2154, p < .05)

Co-Workers were found to interact with others during break more than twice as
often as the supported employees. Supported employees were found to interact
inappropriately more frequently than co-workers.  Statistical anaiysis indicated a
significant ditference between the number of inappropriate interactions by supported
employees and co-workers, however, neither supported employees nor co-workers
interacted Inappropriately very often. Most of the inappropriate Interactions observed
occurred at one job site. Therefors, it canriot be concluded that supported employees
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interact Inappropriately with more frequency than the co-workers. The average
frequency was O.2 inappropriate interactions for the co-workers and less than 1.5 for the
supported employees.

In contrast to the paired analysis, work-ralated interactions were not found to
be significantly different between the two groups. The extreme variation in number of
interactionis for one pair of participants may have been responsible for the results
obtained when the paired data was analyzed.

Effects of Lenagth of Employment

All analyses of covarlance with length of employment as the covariate produced
nonsignificant results. The difference between supported employees and co-workers as
reflected in frequency of interactions during break was not found to vary with length of
employment. Individuals who had been working for shorter periods of time Interacted
no less frequently than those whr: had been at the job much ionger.

Patterns of Social Participation

The Job Site Soclal Activity Questionnaire responses indicated that employees
at the 15 job sites had frequent opportunities to interact with others throughout the work
day. Employ:es had contact with one another more than once a day on 93% of the
job sites, with supervisors on 80% of the job sites, and with the public on 67% of the
job sites. Company sponsored social activities were also found to be available on all
of the job sites. One social activity was , rovided by three of the cumpanies, two by
one company, three by seven companies, four by two companies, and five activities
by two companies. The number of supported employees who participated on company
sports teams and who attended stafi meetings was larger than the number of
co-workers who were involved in these activities. Co-workers were found to recognize
employee birthdays, weddings, ilinesses, and family deaths with a card or gift more
frequently than the supporled employees. Table 5 describes the opportunities available
for soclal participation reported by company supervisors and participation reported by
supported emploees and co-workers.

Supported employees and co-workers were found to have the opporturuty to

interact with the same employees during work hours over extended periods of time.
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Supervisors reported that employees depended upon each other to complete their job

: duties either often or all the time on 87% of the job sites. Low turnover rates below
Table 3
‘. Cpportunity and Participation In Compeny Sponsored Soclal Activities
by Supported Employees and Co-Workers
Supoorted

: Job Site Employes Co-Worker
y Opportunity Participation Participation
{n = 15) {n = 15) in = 15)
$
: Organized Sports Teams 33% 27% 13%
3 Regularty Scheduled
: Staff Meetings 80% 67% 53%
¢ Recognition of Employee
5 Bmays, Weddings, etc.,

with Card, Gift 67% 60% 73%

Racognition of Employee
Famlly Deaths '\:v?th
Card, Flowers, atc. 63% 20% 40%
Racognition of Employee
lliness with Card,
Flowers, Gift 53% 47% 53%

50% were reported for employees on 87% of the job sites and for supervisors on 93%

of the job sites. Survey response data by supervisors indicated that employess take

breaks together at least once a week on 60% of the Job sites. Sixty-seven percent of

the supported employees and 13% of the co-workers reported that they would like to

take breaks with others more often than they do.

Supervisors' responses on the Job Site Social ActiVity Questionnaire revealed

that employees got along okay at 40% of the job sites, liked each other a lot at 40%

of tha job sites, and were close friends at 20% of the job sites. Responses on the

Employee Social Activity Questionnaire revealed that seventy-three percent of the

" supported employees reported that some of the other employees were their friends while

53% of the co-workers reported similar feelings. The majority of the supported

employees reported that they liked each other a lot (53%) while co-workers more often

LR

responded that they got along okay (60%) with the other employees. A desire to have

more friends at work was reported by 47% of the supported employees and 40% of

]

the co-workers. Table 6 provides a listing of several survey items which describe the

soclal interaction pattems of supported employees and co-workers. More than half of

{54




e AL AR VMG MR g 2 aen, e < F

SEFE TE 42 vk i

the supported emplioyees and co-workers reported that they do not get together after

work hours with the other employees that they work with.

Table 6

SUPPORTED EMPLOYEE AND CO-WORKER
SOCIAL PARTICIPATION AT THE JOB SITE

1. How do you generally feel about the people that you work with?

Don’t Care Get Along Like Each Close
for Them Indifferent Okay Other a Lot Frierds
Supported
Employees 0 1] 13% S3% 33%
Co-workers 0 0 60% kki) 7%

2. How often do you have contact with someone else?

Less than More than Once More than
Never Once a Week Once a Hoek a Day Once a Day
Supported
Employees 0 0 0 7% 93%
Co-workers 0 % 0 0 93%

3. How much does getting your job done depend upon the “ork of
someone else?

All the
Never Seldom Sometimes Often Time
Supported
Employees 13% 20% 20% 7% 40%
Co-workers 27 (] 40% ki ] 2%
4. How often do you take breaks or eat lunch with someone else?
Less than More than More than
Once a Once a Once a Once a
Never Month Month Heek Heek
Supported
Employees 13% 0 13% 20% 53%
Co-workers 332 0 0 0 67%

5. How often do you get together after work hours with other people
with whon you work?

Less than More than More than
Once a Once a Once a Once a
Never Month Month Heek Heek
Supported
Employees 60% 7% 7% 13% 13%
Co-workers 13% 0 13% 13% 0
Discussion

This study described the soclal interactions of workers with and without mental
retardation who were employed at competitive job sltes. ‘The findings suggest that
supported employees and thelr co-workers do not differ In the number, type, and content
of interactions they participate I “wing work hours. The results of this study show
that one of the critical factors which distinguish the soclal Interactions of supported
employees and co-workers is the work or breaktime activity In which they participate.

Co-workers were found to Interact more frequently during breaktime than the supported

] [
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employees and this difference was found consistently across all observation categorles.
These results support and extend the previous research which found rio difference in
frequency of interactions between workers with and without disabilities (Chadsey-Rusch,
Gonzalez, & Tines, 1988; Lignugaris/Kraft, Rule, Salzberg, & Stowitschek, 1986;
Lignugaris/Kraft Salzberg, Rule, & Stowitschek, 1988; Storey. Rhodes, Sandow,
Loewinger, & Petherbridge, 1988; Test, Farebrother, & Spooner, 1988).

Most of the job sites involved in this study offered frequent opportunities for
employe2 interaciions through task dependent job duties and company sponsored
activities. An important finding of this study is that supported employees do participate
in the social interactions and activities that are available during work with the same
frequency as their co-workers. The supported employees observed in this study
appeared to experience a sense of community and belonging at their job sites, but did
not seem to be a part of the workplace friendshlp network.

The lack of interactions that suppoﬂed employees experienced at breaktime
indicates that they are not participating in activities which would tend to promote the
development of friendshlips in the workplace (Pogrebin, 1987). interestingiy, only 33%
of the supported employees reported that they were close friends with co-workers as
compared to 7% of the co-workers. These ditferencrs may be due to a number of
variables. One reason may be that supported emplc jees have inaccurately perceived
and overestimated the intensity of their relationships. Secondiy, perhaps the co-workers
do not share the same mutual feelings with the supported employees. Another
possibility is that supported employees may have developed friendships with co-workers
other than those who participated in the study. Finally, the iow percentage of
co-workers who reported having close friends may indicate that the workplace is not the
primary source of ciose friendships for mos? people. However, aimost half of the
supported employees stated that they would like to have more friends at work. In
addition, 67% of the supported employees and 13% of the co-workers stated that they
would like to take breaks with others more often than they do.

The findings from this study have major implications for employment specialists

who are providing supported employment services. The data clearly show the need to
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assess the type and content of social interactions that occur both during work and
break when completing a job analysis of the work environment. It Is likely that
supported employees must participate in a variety of social interactions beyond those
essential for their work performance if they are geing to be squally involved in the work
culture.

Supported employees need to be trained to interact socially during break in the
same way that sccial skills are taught during work hours. The employment specialist's
role as trainer advocato is equally important during breaktime as it is at work.
Frequently, employmsent specialists perceive breaktime as "their break” from training and
either leave the job site or participate in other activities. Co-workers may be hesitant
to interact with the suppoirted employee in the absence of the trainer who is avallable
to assist with social interactions during work hours. In addition, supported employees
may lack the skills to initiate or participate in the social interactions that occur during
break. Effective intervention strategies that can be utilized by the employment specialist
include: 1) providing social skills instruction (Breen, Haring, Pitts-Conway, & Gaylord-
Ross, 1984; Chadsey-Rusch, .J., 1986; Shafer, Brooke, & Wehman, 1986), 2) modeling
appropriate interactions (Moon, Goodall, Barcus, & Brooke, 1986), 3) facilitating co-
worker Interactions (Nisbet & Hagner, 1988; Shafer, Tait, Keen, & Jesilowski, 1989;
Stainback & Stainback, 1987), and 4) advocating on behalf of the supported employee
(Barcus, Brooke, Inge, Moon., & Goodall, 1987; Moon, Inge, Wehman, Brooke, & Barcus,
In press).

Several limitations of this study may affect the generalizations that can be made
from the results. First, all of the supported employees who participated in this study are
considered successfully employed as indicated by an average length of employment of
five and a half years. Observations of supported employees who have been employed
for shorter periods of time or whe requira trainer intervention may yield different results.

Second, all of the participants of this study had a label of mental retardation as a

primary diagnosis. It would be interssting to determine If supported employees with -

other disabilities display the same patterns of Interactions with co-workers as the

supported employees in this study. Third, all of the supported employees in this study
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had been placed with the supported competitive employmnt or individual placement
model. Itis possible that supported employees participating In enclaves or mobile crews
experience very different pattems of social interactions (Kregel, Wehman, & Banks, In
press).

A fourth limitation of this study may be observer reactivity. An aiftempt was
made to minimize reactivity by having the observers become familiar at the job site.

Data collectors visited the work urea and Interacted with employees at least once prior

to the beginning of the study. In addition, observers were present In the work and
break areas for at least ten minutes prior to sfarting each observation. Observers
made every attempt to be unobtrusive at the Job site by keeping tape recorders hidden,
folding data sheets in their hand, and wearing clothing appropriate for the environment.

Implications for Future Research

Tie results of this study show that supported empioyees participate equally In
the social Interactlons that occur during work hours. However, they tend to be socially
isolated during breaktime. Additional stucles with a larger sample that are designed to
determine how discrepancles between supported employee and co-worker social
participation &t break affects job retention and job satisfaction wouid be useful for
improving supported employment service delivery.

Further research is needed to develop instrumentation that can be used to
assess the soclal interactions ozcuning within the workplace. Such an instrument could
assist in identifying an appropriate job match of consumer skills and interests to job
requirements for employment success (Chadsey-Rusch & Rusch, 1988). However, at
the present time, no such instrument Is available. Equally Important is an instrurnent
that can be used to monitor a supported employee’s participation In the sodial
interactions at the Job site during follow along. A monitoring instrument would be useful
as a proactive tool to identify fluctuations in interactions over time and provide
employment specialists with data-based evidence that intervention may be necessary.

Finally, further research Is nesded to develop strategies for assessing supported
employees’ desired ievels of social and physical integration. The abiiity to reliably

obtain thls information is essential for making placement decislons and monitoring
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consumer satisfaction for the duration of employment. Supported employiment was
based on the assumption that persons with severe disabilities need an individualized
service delivery approach In order to participate successfully in Integrated employment
situations. The individualized nature of the model has been most frequently realized in
the areas of skill training and support services. Systematic strategies to assess the
compatibility between the sccial opportunities avallable at the job site and the personaliity
of the supported employse need to be developed In order to evaluate the quality and
effectiveness of the supported employment placement.

According to Klein & D'Aunno {1986), participation in the friendship network at
the workplace is an important benefit of work that provides an employee with a stronger
self-concept, intrinsic gratification, and increased social support. It is clear that mcre
research is needed to develop a systematic method of assessing employee social
participation and personal satisfaction as well as strategies to ncrease supported
employee/co-worker compatibility so that supported employees can experience all of the

advantages that integrated employment provides.
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Increasing amounts of attention have recently been focused on local, state, and
federal policies that facilitate the successful movement of youth with disabilities from
school settings to adult settings (Wehman, Moon, Everson, Wood Barcus, 1988).
Transition, as this movement of youth has been aptly titled, had its beginnings in the
1950s and 60's (Kolstoe & Frey, 1965) and has recently been highlighted by Will (1984)
as she described "bridges” to employment. Halpem (1985) later expanded the concept
to include residential and community functioning as areas in which transition should
occur. Since these two early works, there has been a proliferation of litsrature that
relates to transition. For the purposes of this paper the following definition of transition
will be used:

Vocational transition is a carefully planned process,

which may be initlated either by school personnel or by

adult seivice providers, to establish and implement

a plan for either employment or additionai vocational

tralning of a handicapped student who will graduate or

leave school in thres to five years; such a process must

invoive special educators, vocational educators, parents

and/or the student, an adult service system

representalive, and possibly an employer (Wehman,

Kregel, Barcus, 1985).
The literature to date has focused primarily on the presentation of transition models,
descriptions of characteristics and issues presumed to be associated with
comprehensive transition planning, and step by step guidelines for implementing
individualized student transition planning {e.9., Wehman, Moon, Everson, Wood, &
Barcus, 1988). The curent literature has been most effective in riveting attention of
federal and state policy makers on the need for comprehensive transition planring
(Bates, Suter, Poelvoorde, 1986; Everson, 1988; Rusch & Phelps, 1987; Watson, 1987;
WIll, 1984). There seems to be some agreement within the literature relating to the
processes (e.g., an individualized ransition planning meeting for each student, etc.),

participants (e.g., special education teachers, vocational rehabllitation counselors,
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parents, stc.), and requisite components (e.g., interagency transition agreements,
availability of adult service programs, efc.) that should presumably come together to
ensure a student’s effective transition. Unfortunately, this agreement has, to date, been
based almost exclusively in theory with no empirical evidence that the decisions derived
from the theory in fact enhance transition. It is unquestionably very risky to base
transition policies and procedures on ideas of what is important when those ideas have
not been emplﬁcaliy validated. Fiscal and personnel resources should not be directed
toward transition policies and procedures which have, at best, weak social validation and
certainly no empirically based outcome validation. Two investigations are clearly needed
to provide an empirical basis for transition policy and program development. First, a
formally velidated consensus about which transition elements (for the purpose of this
paper an "element” refers to people, policies, procedures, and organizations that are in
any way related o transition) are most important in dstermining how to structure

programs to bring about better vocational outcomes for students who exit school should

be obtained. That is, field personnel must be asked which people, policies, procedures,

and organizations are important to the successful transiticn of youth from school to
work. Second, this listing needs to be empirically evaluated tc determine the actual
relationship of instrument items to student vocational outcomes.

The purpose of this study was to conduct a survey to derive a consensus to

formally validate field personnel's perceptions about the relative importance of various

transition elements that are presumed to lead to effective vocational transition; the

vocational outcome evaluation will be the focus of a separate evaluation. Three research

questions were asked: -

1. How do personnel involved in transition planning and
implementation rate various elements presumed ic be
important to transition of youth from school to work?

Do rater characteristics effect rating of importance
of varlous transition elements?

Do ratings by personnel indicate an underlying structure
of transition elements?
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To address these three questions, professional literature and state/local policles
were reviewed to generate a listing of elements presumed necessary for successful
transition from school to work. The statements, or Indicators, focused on spedial
education services, parent and consumer issues’ interagency planning processes, and
adult services. The indicators were presented to parentfamily members, university
personnel, state level adult agency personnel, local adult agency personnel and
state/local adult agency personnel.

Method
Subjecls

Three hundred and twenty eight (328) individuals concemed with vocational

transition were identified for participation In the study and were malled a survey. These
individuals represented five groups: (a) parentfamily (n=72) , (b) university personnel
(n=36) , (c) state level adult agency personnel (n=77) , (d) local adult agency personnel
(n=76) , and (e) education personnel (n=67). One hundred and fifty four usable surveys
were returned across the five groups. The overall response rate was 47%. Table 1
portrays the response rates across groups. There were no statistically significant
differences in response rates among groups.

Table 1
Response Rates Across Groups ¢! Participants

Respondent Number Percent
Group N Retumed Retumed®

ParentFamily 72 28 38.9
University 36 21 583
State Adult Service 77 39 50.7
Local Adult Service 76 32 42.1
Education 67 34 . 50.8

Total 228 154 47.0
* rounded
X = 26; N.S.

In an attempt to obtain a heterogeneous subject pool, a prior subject selection
criteria were kept to a minimum. The major criterion for selection of the participants was
Visibility in the field of transition. Visibility included being €) an author of a transition

paper, b) a parent of a transition aged son or daughter, c) principal Investigator of a
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transition prsject, d) state or local policy ieader, or e) reciplent or provider of transition
training. Table 2 presents demographic information relating fo the individuals who
retumned the surveys. The respondents were varied in age and had diverse aducational
! leveis. Respondents also had a wide range of experiences related to transition. Over ,
half of the respondents had provided training cr technical assistance (68.8%) , received
training or technical assistance (62.3%) , andfor participated in transition policy
development (59.7%) . In view of thie post hoc analysis, the respondent group
represented well qualified inaividuals who were well versed in transition Issues.
Table 2
Demographic Profile of Respondents ’ &
Age N Respondents®
26 - 35 42 272
36 - 45 75 487 >
46 & above 28 181
Education i
High Schoof - Assoclate 21 136 :

Bachelors a2 20.7

Masters 52 33.8

Post Masters Credit 20 13.0

Doctorate 24 15.6 .

No Response 5 32
Previous Experience ’
2 Attended TP Meeting 75 487
: Published Material 43 27.9 :
= Provided Training or TA 108 68.8 A
. Recelved Tralning or TA 96 623
3 Directed a Transition Program 60 472
Participated In Transition <
Policy Development 92 59.7 L
: Other 16 104 v
::'. o I'Oﬂnded ’:
Instrument and Procedure ,
A 130 item Instrument listing indicators of successful transition processes, the
9 Transition Effeciiveness Iinstrument (TEl) , was developed through a seres of steps. ;
‘ First, an exhaustive review of Iiteraturs was conducted to generate items for potential
survey inclusion. Next, a panel of transition specialists from the Rehabiiitation Research
:";. and Training Center on Supported Employment was convened to (a) review the list

generated from the literature, (b) add additional items, {c) remove duplicate items and/or 3

combine like items, and (d) arrive at a final draft listing of tems. The ltems were then

grouped as primarlly relating to special education, parent and consumer, Interagency
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planning, or adult service delivery processes (the grouping was done for analysis
purposes only - respondents were blind to the groups). Finally, the draft listing of items

was reviewed and modified by an extemal expert well versed n transition Issues. Figure

1 contains the finz/ indicators, grouped into the four ca'egories. From the final listing

of indicators, three versions of the TEI were generated by randomly arranging indicators.
This was done to control for order effects, including possible participant fatigue brought
on by such a large number of items. As an additional safeguard against fatigue, a
three point rating scale (as opposed to a more diverse scale) was utilized. Each
participant was asked to rate each item as not important, somwhat important, or very
impertant by circling a number to the left of the indicator statement. In addition to the
130 indicators, a demographic profile form was developed to assess the characteristics
of the participants. Participants were asked questions relating to age, gender,
educational level, employment charasteristics, prior involvement in school to work
transition processes.

Each of the 328 potential participants received one of the three versions of the
survey with a cover letter. The cover letter explained the purpose of the survey and
specified a return date. The participants were asked to read each indicater carefuily and
decida whether they believed the indicator to be not important, somewhat important, or
very important for successful transition from school to work programs for youth with
disabllities. Only one response per indicator was allowed. A self-addressed stamped
envelope was provided for the retum of the survey. A second survey was sent {0 each
participant from whom no survey was received one week after the specified return date,
Data Analysis

All survey responses were entered from remote terminal to an IBM mainframe.
Analyses were completed using the Statistical Analysis System (SAS, 1985) . To answer

the first research question, mean ratings were computed on the entire group of
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Fgure 1
Agﬁ al Education Services
1. Indiidualized Tranaiton Plene (TTPs) are writien for students in speclal education programe. "
2 Individual ¥anaiNon planning meetings are conducted for s students I special sducasion programe, ;
s Employment are inciuded In Individualzed Education Plans (IEPs) and ITPs, !
4 Vocational ¥aining oulcomes are Included In IEP#TPs, ;
s Vooatonal ¥akning occurs in real communlty fob sites.
e Students parkcipate in Mty based inetruction In groups of four of fess,
7. Students are placed into paid employment prior to graduating from school, f
s. Students in epecial sducation participate in regular vocational educaton prog 3
9. Longhudinal vocaional gosle and objectives ars written in the IEP before students reach the second Y grades, .
10. Follow-up studies of previous students in spacial sducation programs are rouinely conducted s the ’
local level. 3
", Ermployment specialists provide setvices 1o students in epecial education programs.
12 One or more professionals are Kentifiect ® conduct transition planning at the focel fevel ;
1. Task analytc t and instruction are used in o Instructions] (domain) arsas. ‘i
14, Instuctional programs are written for each goal in student's (EP. §
18, Data ponding 1o fonal programs are graphed and used to make instructional decisions. -
16, Ecological aseessments are the basis of individualized prog Nng.
17 Swdsnis b1 special education programe recsive formal vocational evaluations afler age 14.
E‘ 18, Vocationel eveluations include Informal techriques such as task anelytic and situational assessments,
:f’ 19, :Rol nMcn (ke ,hy-lcal. occupationsl, M.;:a t:uhc‘h b::'l:gyr)n;:l.
;: 20. Rdnblldom.drnbgy.hchdmlhomoinddvodwimn, Is used where appropriate in the o and Wy, g
§ 2. Atandton Kalson e designated by the school 1o inftiate ITP planning mestings and to monitor the completion of goale and cbjectives, :
i 22, Dstalled writien schecules are In place for bulding feve! p 1, Including a formal ing of $me spent in the claswroom and 3
< community. 3
Q 2 Detaled writion schedulss are In place for sach special education elass, Including & formal accounting of tine spent in the elassroom E
i and community, b
s 24, Mdmwnuohplmbrnd\spoddm-mmmmnbﬂndwﬁwolﬁm.pcr*hh I
i classroom and communlty. i
25, There Is & formal writien pofcy regarding Rabilty and eatety for shudents and stafl partcipating fn communlty based ¥alning and
3 smployment. .
26 AN ctidents racelve community based instriction on at Isast one IEP goal other than a vocatonal goal. j
:; 27, min “l‘: dlpodd education prog'am sach classroom hes & separate vocationsl training budget including transportation, aupplies, {
?* 23 m ':.WY special educaton program there fe a esparate vocational tralning budget including Yansportation, supplies, and cther .;
;1 Up-to-date medical ds are contained in each student’s e, M

e s

Sulmm!ndydvmbuwlcohﬂvoncmomvocnﬂondvdr*\gmdorwloymmnhbdn.
Programe are staffed by nonpersonnel etaff such as volunteers, peer ttors, and university st idents,
The speciel education program has discreth y money from federal, state, of local level & supplement the local program's efforts.
Th«oh-budmnno\dnoryeomnluulu!mhh-poddoducn!onmlfhdnlgf*\gvocldondrdnlm and smployment programe,

!
§
:
H
;
¥

Al special education students have o school counseling services,

There are writien inetructonal progr designed to bulid work rate and qualty in onal training prog and employment.

Pvlovbbohyphcodhpddmploymmtmdmvmhobdrkmhmnlmmoommybnsdlobnhownholyou. :
4

Thete aze wiitten Instructional orograms designed o Ir 9 Azation and maintenance of fob ekilte, including the fading of :

staff aseletance, fob ¢

IEP goals Include ¥aining of communlty survival skl (s.g.. Yansportation trainkng, 1t use, and vending machine use).

1EP goale include training on age-sppropriate social skiis in the school as well as communlty.
The local acheol system ls able 1o identy how Cast D, Perkine monies are used for vocational training for speclal education programe.

The local echool system uses Job Training Purinership Act (JTPA) Junds o supplement vocatonal tralri and employment efforts
lorMmbhop?daloduulmmm. PR ™

The local school sysiem le vendored as a setvice provider of vocational rehabifitation services,
The special education clases are physicelly Integrated In regular age-appropriate schools,

PRCIR
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44,

45,
48,
47.

PP g

smummmw-:nmmmm.(mdum-.lumhmnnn.wmmmnbmmm)
wndabled peers.

w&mmwmmuwmmwmum guiar educaton etudent
Wmodvoedanltdr*vmdmplwﬂ*npl&odﬁnmm
Priot o gradustion, students in op fal sducation progr mﬁobpuﬂebnhhmnchod-opmodmﬂmmmudbb

B, Parvnt and Coneumvt fssuss

N e

MhmdmupmMMMmmwdﬂoMomopm
Adol Wing special educalk ouvlcnnrdpuvmhvoucnobwpponwwp-.
Pmmwpmhmwa@mwwmtepmMm
Stwients actvely paricipate in development of IEPATP and attend IEPATP meelings,
pumamvmwmmmmmotmm
swwmmﬂﬁyvmﬁhpumwwﬂ«mm&ﬂym“
The achool hes designated perscnnel 1o work whth farmifies on home and ity training prog
muwmmwmmwmmmqm
Porent and famlly members regularly viel ¢l and ity sites.
Thare is a systemats p of ication (other than IEP) betwee~ home and echool.
PMpuldpahhhdomlonolmmmIEPwahaH\omo.lhdulodhlEP.
Famlly preforences are reflected in IEPATP gotls and objectives,
Student preferences wre refiected in IEPATP goale and objectives.

Process
Parents reguiarly atiend ITP mestinge.
Students regularty attend ITP meetings.
VoctSonal education teach regularly attend TP me.tings.
Mmbomommmmwmmmm
mmw.««umm.ﬁm
A comprehensive local My needs t of school and aduit service has been conducted,
An Interagency Hy ph '_nmmmmdumtmmmoowwarhww.
Awmmummbmwugmmmmnwm

A focal, formal Interag, soment that addresses tranetion dmod implemented between schools,
vocdondrﬂhbllhﬂu:myq mmwmup:h.o-pmma Health and Mental Retardasion,

The focal knteragency agreemert defines procecures for releaso of recorde between school and adult agencies,
defines procedures fo7 the physical tranefer of records and information from the schooi 1 the sdult

The focal intetagency agr it defin rdnmduombll!ndld\odmdwnw.o.

mhdhmwwmmmnhhinhdvomuﬂPdeomMonhomhnchool
ot during the final yoar in school.

The local ki,

eqency agr * defies oligfblily procedures for each agency or provider participet g In e agr t
The local interagency agr t defines p dures for ref 'ofw\dcnbvnd\worprovidupuﬂdpdnqhhogvumm
ﬂnbcdkmaqmmmmopocunbcdmohmlvobmvmphmbvdwobplrvmwombnord-m(ngoxhtlng

The local interagency agr Includ & formal plan for implementing the agreement.

The local intcragency age ® Includy lbnndplmbvdbcnlonofmkomnchw.
ﬂnbcdhmwmldﬁhnldmm-whmmy.

The local irteragency agrsement lncludes plane for funding and cost sharing.

The local interagency agreement Incluces a formal an for roles and wibiies of participating sgencies for the tranelion of
unhnspodhdhh? s v

The focal interagency agr includes timelines for impl ation of transition services as specified in the agresment.
Loealtdmlpouumlmnmdnprinm-ohmM«mwklorcohimnonplm
mwwwqmm-.mumhm.mm-.

The local inleragency g 4 Includes procedures for evaluating ITPs.

The TP s part of the IEP,

The eiate leglsiekre mandates ITPs,
The TP planning team has sccese 1o a

ing all adut services that are focally avalleble.
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2. The ITP team hes wiitten procedures for specifying the development and mmplementation of ITPs,
30. The ITP team uvpdates (TPs between annual ITP meetings.

There are procedures for formally ranemitiing aggregate ITP implementation data 1o tocal communty planning teams,

3
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AT et AT PN,

i
(24
-
b
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]

‘g* 32 }mhnwwmmmmmwm"uknmwhmm.hubmn f
¥ . . :
;\ 3, mbd.omwwmmﬂtﬁ*” on local franeitfon planning efforts for other non-bushess communtty :
d M The 10dul intetagency agreement inciudes & miselon statement defiring expected student ouk
: s The bocal interager=y agreement mission statement dofines sident outcomes as pakl employment in Wy ohes for lf studonte,
. The local Interagency agreement idenifes & target population 1o fecsive formal banelon planning. ;
3 ar. Locel p i have participated in conferences on traneition. "
” D. Adut: Service ‘
H " " PR y
g 1. Nmuwmmduu programe are n :
$ 2 Supporied employment enclaves are avallable in the community,
é; 3 Supporied employment work crewa are evalisble in the community,
. Supporied employ preneurial programe are avaltable in the iy
:ﬂ s The lcalty has specialized Fansportation for people with dieabiities.
¥ e The Ny hes ¥ public Famportation or bty 1o reguler buses.
} 1 Day treatment programe are svaliable in the niy.
g e Day acivly conters are avalieble in the y
2;4 0. Ghettered workshops are avallable in the communilty, :
; 10, Local case menagirs e avallable for raneifon sge youth. s
" 11, Sell advocacy groups are actve in the communly, 5
' 12, Independent Iving centers (0.0., ¥ansitional living centers) are avallable in the ity ;
i 13 Leloure progr are avallable in the hty. C ity lelsure prog are [ntegrated, f
14 Local ity collsges provide of and other post dary scucation programs for young aduits with developmental i
disabies, :
18, Tionwional emmployment placement and ¥aining p e avalable in the jy for young aduits with mikd and moderete
disabiMes, i
18 Employment prog.ame have policy of priority 1o Job placement and training for school graduates with speclal nesds. i
£ " Employment programe provide ongeing suppoct 10 persone placed in supported smployment by the echool
18, Wmmuorww%ﬁm”bhmm s of gradustes and assist schools with ::
:‘: 10, Employmeet pmgrame communicate 1o schools job opporiunites avallable fo school leavers with chsabilities. %
‘ 2. Employment programe speak regularty 1o school paent groups about the smployment options avallable % echool leaver,
r a1, Job and task analysss are completed by employment programe as part of job placement and balning. i
; 2 m:mwédm:&mawmmmqmmeﬂmdhmmn i
2, Techrology, including asslstve devices, are supplied 1 e worker &s required. ‘
i 24, Reguiar .'ata o7e collected by employment programe as o worker quallly, quantly, reliabliity, safety, and integration. ,
o =, Reguler feedback s d by employment programe from employers regarding worker pedformance. .?
i 28, Employment progr icate regularty with familive regarding worke: progress. ¢
i\: 27. “mployment programe communicate regulardy with case managers and rehablitation counssiors regarding worker progrese. «
NS 26, Adult services adocale & case anager 10 the studant pricr to graduation. <
g 20, Adult services have a written policy giving priorty 1o paid Integreted employment for achool leavers.

8

Adult wervices have a written polic;: of prioritzing thelr services % Famiton-aged pereone with dissbifes.
L ]
Aduit services advocuie fo7 pakd and Integrated employment to p and caregivere of students with Gleubiities,

e aK KR 15w
4

0
%
[
@
:

ff 32, Voocational rehablittaion counssiors base individual written RehabNiation Plan (WRP) on IEPATP Information,
¥ .
< 3 Emplcyment and training progr develop employment plane from the basis of school vocatonal essessmeit and ITPAEP.
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returned surveys and the indicators were ranked according to thelr means. The second
research question was addressed with two analyses. First, using the a priori groupings
described above (i.e., special education, ps*ent and consumer interagency planning, and
adult service delivery processes) a sub-scale score was created and Kruskal-Wallis
tests were conducted to determine any differences in mean sub-scale ralings by each
of the respondent groups and between demographically dissimilar groups (Zar, 1984).
The mean sub-scale ratings for each individual were also rank ordered. Kruskal-Wallis
tests were then conducted to determine any differences in sub-scale rankings by each
of the respondent and between demographically dissimllar groups. Analysis for the third
research question was completed by using principal factor analysis procedures with
promax rotation to determine underlying structure of the indicators (Harman, 1976)
Results

One hundred and fifty four usable surveys were retumned representing a 47%
response rate. The mean responses and standard deviations for each indicator are
ranked in Table 3. As expected, the means fell generally in the "somewhat important”
to the "very important” (x range = 1.85 - 2.93).

The one exception was the indicator. Programs are staffed by nonpersonnel
staff such as volunteers, peer tutors, and university students. Respondents found this
to be the least important indicator (x = 1.85; SD = .70). Also rated relatively
unimportant were items ralating to the presence of day treatment programs (x = 2.03;
8D = .77), day activity centers (x = 2.01; SD = .79) , and Sheltered workshops (x =
2.05; SD = .76). Two indicators of fiscal structure, relating to separate classroom
vocational budgets and the vendoring of school system programs, were also felt to be
relatively unimportant (x = 2.05; SD = .76 and x = 2.09; SD = .74, respectively) . The
state mandated ITP’s also were described as relatively unimportant (x = 2.23; SD =
77).

The presence of supported employment individual placement prog?am avaiiability
was the hlghest rated indicator (x = 2.93; SD = .26). Parental (x = 2.90; SD = .32) and

student involvement (x = 2.90; SD = .35) in the !EP process were felt to be of utmost
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importanca. Provislon of training in community survival skills (x = 2.88; SD = .35) and
vocaticnal training at real community job sites (x = 2.87; SD = .27) were also highly
valued.

Analyses to assess group differences in responses were completed as follows.
First, responses were assigned a valua cf I, 2 or 3 (not important, somewhat important,
very important, respeciively). A total score of all indicators was calculated for each
individual. Additionally, sub-scale scores were computed using the a priori indicator -
groupings. An analysis of means and indicator group rankings by the respondent
categories of gender (male-femzle), age (26-35, 36-45, over 45), educatiun level (high
school or assoclate degree, bachelors degree, masters degree, post masters credit, and
doctoral degree), and personne! type {parentfamily, university, state adult service, local
adult service, and education personnel) were then performed using the Kruskal-Wallis
test (chi-square approximation).

The Kruskal-Wallis analyses for the total and sub-scale for each of the
demographic groupings are presenteu in Table 4. The data indicate, with one exception,
consensus about the importance (in absolute terms) of the items and sub-categories.
There were significant diiferenicer of the importance of aduit service processes based
on education level and persornel type. Doctoral level personnel rated aduit service
processes less important (p. < .05) than did personnel with an associate agree or less,
bachelors and masters degrae holders, and personnel who had post masters giaduaté
credit. .

How the respondents ranked special education, parent/consumer, interagency
planning, and adult service processes relative to each other (i.e., rank ordering the
sub-scales by mean score of items on that sub-scale) was also assessed. Thase data,
presented In Tabie 5, again show consencus among demographically dissimilar groups
with severcl exceptions. The parent/consumer processes sub-scale was ranked
ditferentially according fo education (p. < .05) . Mann Whitney U Tests revealed that
personnel with doctorates and personnel with no higher education ranked parent
consumer indicators significanly higher than personnel with bachelors degrees. Aduit
service processes were also ranked significantly different by personnel type (p. < .05)
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Table 3
Mean Ratinge of TE! Indicators

(N = 154)
Indicator X so indicotor X s ;
Suppotted employrent mdud placement 293 28 The ITP le part of the IEP. 278
©re are v v

The local interagency agresment dafines roles and 278 A5
Parents sctively participate In development 290 35 q and adull ™
of IEPATP and attend IEPATP mestings. responsbitties of o SO agencles.

. oystomatk jcaton fother 275 .47 ,

Shgent preferences are refected In IEPATP 200 327 ghitee eysiemate process of con other 2 ‘

goale and objectives. N
The local inter agreement includes a formal 275 A4

IEP goale include training of communtty 288 35 plan for roles :fu"ﬁ’ '-mmu of participeting

survival okills (o.g, transportetion; agencles for the ranelion of services epecified

5
L
"
N
|2
¢

= ¥alning, testeurant use, and vending :
i mactine use). o the agreement .
’ ! t le regulady with 274 4
i Vocatonal trakning occurs in real commenlly 207 35 IReImen powame poadin sk A .
: obe. and asslet ectools with folow-up knformaton, -;
3 Regular feedback s secured by esmployment 287 97 Employment icate regularly with 274 48 5
? ams 'w:‘n ::vbym tegaiding worker famlise reywding worker progress, :
; A local, formal Interag eement that addressss 274 48
4 Tochrology, Including assistive devices, are 287 37 traneiton plarning hlt"b‘:yln‘gWOprd and implemented :
3 wpplied 10 the worker required, m“n echools, vocduzd “mh:bt.)lwm and some ;
T s service sgency euch as artment of Ment .
e Traneltional smployment placement and 288 v Heath and M:wm&owdlﬂm P N
kalning mﬁtmuo‘mncb:hh£“ H
young adults Students active ale In devslopment of IEPATP 273 47 ‘
y moderate dleabilites. and attend IEP. nu:?&wo. ;
Employment programs cat 288 37 One or mote professionals are Kentified 1o conduct 273 47 {
b nly with case manegere and transiion plaming at the local level :
K mn’(won counselore regarding wosker anetion plaming o ove
. progrese. A opuI:ld odu,aulon students have access fo school 273 5 ’
indviduallzed Tranalton Plans (ITPs) are 288 g7 oUmeingeenices. g
‘- wiitten for etudents In speclal aducat There are written lnstrucsonal programe designed o 273 47 .
; programs, ! g """-nd Int of job ekile,
> .dm
i, Staft are routinely given inservice tralning on 288 38 Inchiding the of etaff avslstance. :
. current vocalional tralning a:d employment stretenies. Empl s are included In individualized 273 52 i
Educaton Plans (IEP .. .
EP goals Include raking on age-appropriste soclal  2.88 40 aton Plans (IEPs) and ITP ,
: skils In the achool as wel as communtty., Job and taek analys e wloted by employment 272 48
- Parents regularly attend ITP cestings, 285 3p programs as pait of fob placement and vaking. -+
{ The epecial educetion am has discretionary money 272 50 )
3 The (TP planning team hae accees 1 & comprehensive 2.85 39 from 7:4.,.,. olale, or ?M“ 1o supplement the 4 H
= document descriing all adult services thal are local program’s eforte.
3 localy available,
é Parente sign releass and corsent forme which authorlze an 52 I
» Individual tramlion planning mestings are conducted 284 40 3
: fot ak stuents In epacial ecucation progeame, sharing of Information. ;
: ! . " The ‘ocal interagency agresments define procedures 271 5 N
i} Enployment programe provide ongoing support fo X for the raneler of responsiblly for ITP goal :
persone placed in eupported smployment by the school, :mp«:dmmuuon from the school eystem 0,0 adult eervice H
Roh':blhn:.o:kl rology te se of " 282 42 providere during the etudents’ finel year In echool,
r assletive o8, lo used where appropriate in Employment programs spesk r 1o school parent 2,71 51 :
E claseroons and communty, i o about the employment m avalable 6 school :
i Thets is plenned Sesemination 1o parents of written 282 40 savers. N
maletisle describing avallable adult eervice options. Lelsure progrs are avallad! lr: the ity 270 51 N
. Wt " nt U !
i Systematic instuction and tralning are ulized b 281 a4 Y TWI6C1e programe are lntegrated. :
i, employment programe fo workers placed In posifon o The focal achool system ls able 1o Idently how 260 .50 :
o develop quallty, quantity, and knteraction ekifls. Cad D, roddm v:lo:x are used for vocational .
4 tral och cation ame,
5 Studente In speclal sducation partcipate In school- 2,80 48 g for op progr .
. wide functions (.., dances, lonch, pep ralfes, The speclal education classss are physically 260 .57 ,
H and other extracuricular activiies) with nondisabled irkegrated In regular age.appropriate schools, ‘B
. pesrs, N
M ondent Bvir i .G-» transitiona! .69 53 ‘
%, l.oc;IL case managere are avallable for transition age 278 4= :;v‘dl,:: i ) .;? B e (.lngu,. ors y 2 B
it you
{ . Thete is & public awareness program dissemineing 260 4p 7
XS Employment prog icels 1o schools job 278 4« Information on local transition planning efforis -
i porturities available to schiool leavers with 1o businesess, .
crablidos. 2
4 al Int incl o
I Adult services aliocate 8 Ca0s maneger to the 277 4S5 E‘%ﬁ,mn::mm ;f,’,‘,,ﬂ,’:,:’:,,ﬂc‘f:':,"'““““ 268 5t E
K student prior fo graduation, spectiied In the agresment, )
N £
;‘K ) Vocetonal iraining outcomes are Included In 276 St Parents gonldpoto in implementation of one or 268 52 H
{2, IEPWTPy, more IEP goale at home, if kidiceted in IEP, ‘
o -
g . Roguiar data are collected by smployment programs 276 47 Adult eervice case managere regularly attend 268 4p -
Fe &8 Yo worker quallty, quantlly, relablity, safely, TP meetings. Haere togeluty !
s and Integraticn. )
A
PR i N l * .
208 o ~15 5
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" and spesch therapy) are provided in the

Indicetor
Relaled vervices (Le., ptysicel, cooupational,

|

tad

Ry snd ck gh an inlegr

4

i

Inetructional programe ars written for esch
gool In etudent’s IEP,

3

) 1af, 24 1 ©

JnhwdAr‘Jr'

and eafety hm
paﬁvhmun*ybuodtmm

E

Fvbw-upow»olpthmh
m\dummm

The school has setedlished finkages with parent
and consumer advooacy groups,

Rehablitetion couneelors regular’y attend ITP
meetings,

Vocational evalusions Include Informal techriques
such as task analyic and shuaionsl sssesements,

The local intsragency sgresment Jefines procedutes
for vefercal of ”M:n.gr each agency or provider
pariicipating in the agresment.

Vocational sehabilitation counselors base Individuel
Wiitan Rehablitation Plen (IWRF} on IEPATP
information.

AR etudents recelve comunlly based lnetruction cn
ot lsast one IEP goal other 3:an & vocaliond goal,

Thete are writtens inetructonal progr ©
buldwhlmu\dwﬁvyhvouw
ame and employment,

The local Int includee a formal
ki ;:cmyw (¥ ) plan

ha

ame have © kb
WMMMM gr whhb
speclal needs.
The _locel intersgency agresment lncludes plane for
lun&\nmdcoddwlc.:
A Sanelfc Taleon fs de the echool o
Irigate TTP planning me: m“:\db’bmmh
conplolonolgonhmd ectves.

ate medicel de are contained In each

studont's fie,
Shudents tegulary attend TTP meeting

An inter toamn has been
fmelines foi the locallty.

yularfy attend

Vocatonal sducation teack:
TP meetings,

The TP team has writter: eduree for speciying
the deveiop .“.'."”, of [The.

The local Inter soment idertifes &
alson from ..3.’"' .'

Wlﬁn!nopoddoduedu\ am thete le &
L
hnopomlm PP and other o Y
funds,

Adolescente receiving ol sducation eervices
o parente have a:cm support groups.

ﬂnlchdhudcmwpomdbm%
famiies on home and tralning

The local Interagency agr 2 includes & miesh
1 defiring expecied student oub

W\ sorvices advocate for pald and integreted

wl m\bpumweu@m of students

bt )

2.68

2.68

2.67

2.67

267

2.68

268

2.68

265

2.¢8

2.64

264

2.6

263

263

2.6

2.6

2.62

2.62

262

2.6t

2.61

2.60

2.60

2.59

Etrplornmhb driummdwolopomloymn! 259

rom asle of school vocational assessment

A9

52

55

S5

S0

55

S5

S5

S3

EH)

57

51

£

S¢

58
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iIn Scator

Shudents In speclal education programe recelve formal

vocational evaluations after age 14,

o A.L b‘puicbll Bm‘m
pvognm.uo o 0
od employment and job taining.

The kcal nteragency defines ty

mocodnulovuchag-myofptwldup petng
the agreement.

Local pereonne! have participated in conferences on

Fam!

The localty has o od transporiation for
people dis s,

Suppotted employment enci are avalable in the
community,

F oforences are reflected in IEPATP
wu.'n:ly& objectives.

A comprehemive local Mty neade
of school and adull service has been conducted.

The lcal int ris define p
brhp!ydedvmdudmdtwmmdm
from the school 10 the adult service providers,

The bcal interag At defiey
for rel ollmJ.E"m ldnolmdmu
agencles,

Student records are fegularly reviewed with parents,
guardiane, or other eignificant famlly members.

swd:?h .ln :poe‘l.ol education participets In reguiar

L b

10 ) 1de ot

Local o and other
at-second ams for young adults
Lt dmlopt.:\yuml dublrw

Supported employment work crews are avallable in the
communtty,

The TP toam updates (TPs Letween annuel TP
maeetings,

There [e a bueinese advisory committes that assists
speclal education etaft in designing vocatonal
Yaining and employ:

ment programs.

The local school system uses Job Tvm Partnership

Act (JTPA) funds to suppisment vocal
and employment efforts for etudents in opodcl
education programs,

Task t and lnstuchh
Alhmml(dumh)uon.

Soll advocacy groups are active In the communtty,

Students aced Inko pakd ©
Mtﬁvmp' paid employment prior

Adudt services have a waition »-:lcy priocity
o paid Integrated m

There le a public swarensse prograca Gaseminatng
frformation on locel tranelion planning effcits

for other non-business cummunity o (lo.,
tecteatonal and non-disablity houeing services).

Longitudinal vocaional gosls and objectves are
writlen kv the 1EP baetore mdm??nch the
secondary grades.

Local echool personnel are aware of the presence
of a otate lnlvugoncy task force for transiion
planning.

The kcal interagency sgreement epacifes focal
comprehensive tange plane for developing new
services of changing exietirg eervices.

There ate rmodmn for formaly tansmiting
wog.lo P implarnentation data o local
community planning teams.

The community hae access 1o public ¥ansportation
ot acceansbilly fo regulsr busee.

Oetaled wiitten schedules are In place for each
speciel sducetion etudent, Including a

b dad |

formal
accounting of Sme spet In the clasecoom and community,

216

ars used In

258

238

257

257

255

253

252

252

252

251

2.50

249

249

248

248

2.48

2.48

246

59

£2

55

55

59

€0

£0

57

£6

S50

58

£8

61

209
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fndicator
Ecological asseserents are the basls of lndividualized
programming.

Dstalled wilien schedules u‘;': place for ;;:h'md
sducaton class, Inchiding a sl accounting of
spont In the daseroom and commurity,

Data comesponding o Instructional programe are
graphed and used 1o make instruc declelons,

buliding level toxn has been orgenized K Pasents and famlly membere regulary visit o
© plan ansiton os and Smelines, and community sites.

The local interagency agreement identifies a target K Detalled written echedules uolnrlmbrbdld
lovel i, Incl a accourting of $me

Population 1 receive formal Fanelon planning. m bdn.gM °

The local inter sgresment misel '

dolnes shden ey o pakd employment i : The state legislabrs mandates ITPs,
communky elies for a8 ekuderts. Day weatment programe are available In the

The Ieter agresment includes a formal
phn:.:rmm Inservice. * The local school system is vendored as a service

provider of vocational rehablitation services.

The local interagency sgresment Includes o

for Within the special education am each classroom
procedures for evaluatng ITPs. o -:.. ol o n progr ; >
Swudents parfcipate in iy based Insiructk o pples, and other d 5
In groups of four of less. fund
wmleum-wdum.soleyofpt:dﬁm . rkshope are avallable in the community.
dub.ﬂn. br Fereone Day activity conters are avallebic In the communhty,

School-sponecred aling and employment o Programe are etaffed by nonpersonne! etedf such ae
takes place mmdm volunteers, peer Nbl‘:y and univerlty students.

Speclel education student kavel §me o and fom
school spproximates that of reguler education shudents.

university personnel ranked adult services processes signlficantly lower than all of the
other groups, with the exception of parents.

Four factors were derived from the TE| responses. The Item loadings for each
factor are presented in Table 6. The first factor loaded on items with diverse content.
Indicators within this factor seem to relate more to community based employment of
students and community based instruction than any other identifiable attribute. Factor
2, labeled Interagency Planning and Transition Processes, was the clearest of all factors
and contained almost exclusively items relating to interagency agreements and
organizational structuring designed to enhance the transition of students from school to
work. Factor 3, IEP/ITP and Program Development, loaded heavily on items relating
to schedullng of instruction (e.g., written schedules at the student, classroom, and
bullding level) and IEP/IT P/program development procedures. Factor 4, Program
Avallability, loaded heavlly on items that related to the presence of day treatment and

actlvity programs, sheltered employment, and supported employment options.




Table 4

ftem and Subscale Mean Totals Analyzed by Demographics

Demographic Designation

Age

Total

Special Education
rarenVConstgrer -
nteragen ann
Adult Service

Education

Total

Special Education
rarenVConst':,?is: g
nteragen ann
Adult Service

Personne! Type

Total

Speclal Education
Parent/Consumer
Interagency Planning
Adult Service

* p.<.05

Subscale Ranking Analyzed by Demcgraphics
Demographic Deslgnation

Age

Speclal Education
raronVConsumer
nteragency Planning
Adult Service

Education

Speclal Education
Parent/Consumer
Interagency Planning
Adult Service

Personne! Types

Spacial Education
Parent/Consumer
Interagency Planning
Adult Service

‘ p.<.05

The reuuit of the factor analysis should be considered very preiiminary and is

di

2

Table 5

dt
2

indicating the tentative nature of the derved factors.

X

278
415
1.69
1.44

6.24
6.04
5.19
4.07
.63

643
6.64
3.57
288
1097

X

1.4
322
0.23

.75

4.57
1268
6.23
7.16

4.18
643
6.16
10.72

182
196
268
397
047

A70
156
468
579
027

200
892
869

325
.013*
183
128

362
170
188
030

included here as expioratory oniy. The factor intercorrelations ar¢ prassnies in Table
7 and indicate significant intercorrelations. Additionally an obtained value of .451 on

Kalser's measure (a test of sampiing adequacy) is beiow the general acceptance level,
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Discussion
The major purpose of this study was o assess the level of consensus
surrounding elements purported to be important for the successful transition of youth
with disabiliies from school to work. The individuals that were asked to respond had
a variety of perspectives on transition and possessed varying amounts of formal
education and experiences relating to transition. A conscious attempt was imade not to

Teble 6
Factor Patterns of TE! indicators

Factor Pattern Coefficients
Dimension / indicator 1 2 3 4

S e reloment

lor fesdback is secured
g o ey R

Student preferences are reflected in IEP/
TP goais and objectives.

Tech , Including essistive devicss,
ore 1o the worker as required.

Employment outcomes are included In
inchidvakied Education Plans (IEPs)

EP include trainkig of

sl s (o, i
ural use, vei

mach'ne use). el

Reguler date are collected by employment
programs as to work: . quantity,
refiebilty, :o!y, mmmn

funch, ralties, and extra-
cunlcupactlths) whth nondisabled
peers.

hI|Adul services advocale for paid aangd
L to parents
Cagives o S Al o

There are written instructional programe
designed {0 increase generalization and
maintenance of job

P . . N P
A T e O 2 P L TR TS PR

)hobes a e

< Fae e v

t communicate regular
mmmmnd rohabilitation Y
counselors

regarding worker progress.

There is plarned dissemination: to parents
of written materlals descriving avwilable
oduR service options.

Rehabiitation technology, lncluding the
u3e of assistive dovices, is used where
eppropriate In the classroom and community,

wiaat,




Dimensior / Indicator 1 2

Systematic instruction and tralning are A8
uﬁlzodbyompioytgond:vp.mgamgworkm
qumly,nndl interacton skbs.

Job and task anelyses are completed by 48
employment programs art of
pbeomontmdhhlng.“p ko

individual transiion g mesiings A7
are conducted for all students in special
education programs.

Vocstional in real commun A7
b shee training occurs in r Ry
The education classes 4B
il ettt i

cor..mun young adults with mild and
nndm:ydbm

Indepandent living centors transitional A3

fiving centers) are unld:lo( o the communiy.

Employment programs speek regularly to school 42 -
about th i

paront m:to:po '.vo.ro:ploymont options

Local case managers are svailable for 42
transkion age youth.

A transhion lieison lo designated by the A
schoot to inkiste TP planning moetings and
mnormoconploﬂonolgoaband

Students reguiarly attend ITP meetings. A -4

Vocstional evaluations include informal 40 25 j‘?

toduﬁqucswdvutad&m!yﬁcmd -k
skuational assessments.

Studﬂ'hmpbcodhbpddonploymm A0 .30 -
prior to gradusting from school )

Students actively participate in A0
dev of IEPATP and attend

meetings.

Aduk services slfocate a case manager 39 :
to the student prior to graduation.

Loedpmonnolhavo ed in 38
conferences on trans!

Adolescents receiving special education 38 3
services and parents have access 10 5
support groups. 3
The school has established linkages with 38
perent end consumer advoe.cy groups.

Employment programs communlcato to .37 34 3
schools job opporiunities avallable i
to schoot leavers with disabliities. .

Students perticipate In community basod 37 33
Instruction in groups of four or léss,

are written for each 37

. Y )
[PTARXR SR

Instructional programs
goal in student's IEP.

Leisure programs are available in the .38 25
communkty. Communiy lelsure programs
are integmied.
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Dimenslon / indicator

Thommnﬂyh.mwtpublb
transportation or sccessbiity to
reguier buses.

Rehebiiketion counesiors ¢

There s a public swaraness
leseminetivg information on focal
mﬂonphmhgdmg‘mm

Empicyment and training programs develop
employment plans from the basis of school
vocstional assessment and ITP/EP,

Task assessment and instruction
ore used in alf instructional (domain) arees.

Vocational education teachers reguiarly
aitend TP meetings.

Adukt service case menegers reguierdy attend
TP mestings.

Employment programs communicate reguiarly with
mg&m 'o.tthuof
ﬂfm

Th«ommnmimacﬂondm
designed to buld work rate and quelty in
vocational training programe and empio/ment.

All students receive community besed
Instruction at least one IEF goat other than
a vocational gosl.

Employment specialists provide services t
students in special educstion programs. °

There is a systematic process of

Parents actively participate in

dev: EPHTP;md-nond

EEP/TP meetings.

Supported smployment indfviduel placement
programs ace avakeble in the commnuniy.
Staff are routinely given Inservice

tralning on current vocational
and employment stratwglec.

A caimprehensive locel community needs
assessment of school and adult s>rvice
has baen conducted.

Vocational rehsbiikation counselors
base individual Written Rehebitation
Pten (IWRP) on IEPATP Iaformation,

Follow-up studies of previous students
.In specisl education programs are
rcutinely conducted st the local level.

gAgrl mbnthavp:';,v;mm &olcy
rorky to n
onpngbymonp t for school bevon.w
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Employment programs have policy of
to job plscement and tralning for school
graduates wih special needs.




Factor Pattemn Coefficlents
Dimension / indicator 1 2 3 4

and Transition Processes

Tho focel h!mgoncy agreement includes a 72
formel plan for and responsibiities
of perticipeting agcndol for the transikion
of services specified in the sgreement.

The iocal interagancy agreement includes £5
a formal plan for implementing the sgreement.

A locsl, forma! interagency sgreement 61
thet addresses trensition plenning hes

been developed and implemented between

%W"hmm mdm.

Dopariment of Merta et and ¥

Y
F

v 3 BRI Ay ks cue o2

P R S R )

s?.‘ K
7
i
ES

agreement includes .58 72
a formal plan for cross agency inservice. 3

RN

'N'n bed interagency agreement defines .56 R
and rasponsbiities of achool and e
adullgendn. T

The local interagency agreement identifies 55 4
a Salcon from each agency. o

The focal interagency sgreement speciies 55
focal comprehensive bng renge plans !or

developing new services or changing

existing services.

Bres MATOY

The locs! interagency sgreument includes 54
timefines {cr implementation of transtion
services as specified in the sgreement.

i The boeal interagency sgreements defines 26 52
‘- res for the transfer of
LN

S,

w o nase W etk emdbi

P Pempa 1 I G e
RN T
H o )
N

|'<

responsbifity -
or [TP goal implementation from the school 3
system 10 aduk service providers during the -
siudents’ final year in school,

< The local interagency agreement defines 51
Y procedures for each agency
2 or v participating in the agresment.

An Interagency community p'anning team has 50
been orgenized 10 plan transition lty R procedures
and timefines for the localty.

The local lnx nts deflnes 50
procacures lor i transfer of

records and In!omnuon from the schoo!

to the adult service providers.

There are procedures for formally transmitting 46
aggregate IT? implementation data to local
communly planning teams.

The locel interagency egresment includes plans A3
for funding and cost sharing. ¢

One or more professionsis are identtled to A2
conduct transRion plenning e: the local level.

The local interagency agreement delines A0

§ procedures for rolesse of records between
. schools and adult agencies. M
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Dimension / Indicator

Individueitzed Transhion Plens (ITFs) are witten a7 2 :
for students in speciel education programs. :
e The local Intersgency sgreement idontifies a target a7 2

i popuistion to reccve forma! transkion planning. :
g The local interagency sgreement includes & mission 38 y
i statement defining expected student ouicomes. :
£ Witin the speciel education tore ls a 31 2 :
re Separate vocational traln ng ;
- » supplies, and other discretionary B

Supported empioyment entrepreneurial programs are Z
avalieble In the community,

The TP plaraing team has access {0 a shensive 25
document a0l aduht services thet sie
focally avaliable,

‘
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?
i

Detafled written schodules are In place for
level personnel, Including a formal

of time spent in the classroom and
communRy.

8

Family preferences are reflectod in IEPATP 28 -3 53
goals and objectives.

perents iy oth nv'lﬂmwm 48
0 or o t
guardians, slgn

« ' o . . N
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Parent and famty members regularly visk 40
Chnrocma'ndeonmnkyskn.w s

Pdortogradmﬂon.wdonbmspochl 39 ”
cd:edonpmmmablotopmlcbato

3

Thobcdwhoolsystomlsvondomdasa 39
service provider of vocational rehabiation

5 .
s 3wl e raasitbias o

The IiP team hes written procedures for
mm the development and implementation

B
8

The local schoot system Is able to identity 37
how Cer D. Perkins monles are used for

vocational training for special education

programs.

TR LY

meeBan

Within the special education each .38 27
m has a separate ;on training

ncluding tnsportation, s los, ond
other dlwroﬁozgty furds Wppiies. o

Employment programs communicate r o) 38
wih famies regerding worker progrm.?u 4
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Factor Pattern Coefficlents
Dimension / Indicator 1 2 3 4

353

to placed In loyment, 29 33
fmd:onbmo trahlngpl:umor."r than one

community besed job site per school year.

School-sponsored vocational ‘raining and 33
onpmmont takes place during summer

mon

A buliding fevel planning team has beon 33
to plan transition procedures
timefines.

Aduk services have a written policy of 32
their services to
transkion-aged persons with disabfiities.

- Parents regulardy aitend ITP meetings. 30 32
education student travel time to .30

and from school approximetes that of
reguier education; students.

e
e ]
meke declsions.

Y L R Yy TN
ARSI AR B S

e r SR
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N

»

The school has designeted personnel to work 28
wih femiies on home and commuslty
training programs.

Longhudine! vocational and 28
objectives are written lngtof:.IEP before
students reach the secondary grades.

5 - Se¥ advocacy groupe are active in the 26 25
communlty.

g Paronts sign release and consent forms
. which authorize sharing of Information

- [ nt in communRy shes for
- oo v

Vocational tralning outcomes are included

Pr
N

Employment programs provide ongoing support i
to persons placed In supported employment N
by the school.

.o

wagoeg

S Program Avalieblly
=4 Dey treatment programs are available In the 79
: communRy.

e,

3
vl u oy

- Doy activly centers are avafiable In the 78
community.

Shekered workshops are avafiable in the .78
community.

5 : The locality has specialized transportation 51
. for people with disabiities. ®

Y

..
FRGA

VR It My &
D PR
rosna

’ The kocal school system uses Job Tralning 51
. Partnership Act (§STPA) funds to supplement

vocational training and employmen? efforts

for students in special education program.

Students In speclal education programs receive .50
formal vocational evalustions after ege 14,
communHy.
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Factor Patlemn Coefficlents A
Dimension / indicator 1 2 3 4 3
P All special education students have access A 4
to school counseting services. :
Students In oducation participate -2 42
reguler vocat| education programs, }
Local school personnel are aware of the 39 )
‘mum of a state interagency task force £
or transition planning. i
The state legisiature mandates TPs. .38 .38
IEP goels include training on age-appiopriate 34 .38
soclal skitis in the school as well as
community.

Up-to-date med':al records are contalned .35
in each student’s fie.

Supported employment enclaves are 31
in the communty.

Tho special educstion program has 34
discretionary money from federal, state,

or local fevel to supplement the focal

program’s offorts,

There is & business advisory committee 28
that sesists education staff in

designing vocatione tralning and employment

programe.

35

31

NI AN
PR R
S L

Parents e in implementation of .30
:H?Egmm IEP goals at home, ¥ indicated

NS AN

Supported employment work crews are avallable .30 ):
in the communty, “B

o3

mcd assessments are the bes!s of 35 -.35 4

afized programming. ;

Table 7
Factor Intercorrelations

Factor 1 Factor 2 Factor 3 Factor 4
1. Community Based Employment 1.00

2. Interagency Planning

N T e v, Cyo Lt
R N R 3 Lrna i o

Transhtion Processes 43 1.00
3. 1EP/TP and Program
Development A1 37 1.00
4. Prog:am Avallability 29* 32 26 .00 g
‘ p.< 0t -:
* op.< 001

value one group of respondents over another based on publication or academic

LT,
B R

experience, This broad based approach was very beneficial in that it tapped. "expert

-
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opinions™ from direct service personnel to parents to academic theoreticians. The
heterogeneous group of individuals who responded to the 130 item survey indicated that
all of the items were somewhat to very important and there was, with several
exceptions, a high degree of agreement among respondent groups.

The findings related to the first research question, "How do field personnel rate
various elements presumed to be important to transition of youth from schoo! to work?"
confirmed the authors’ working hypothesis that the respondents would rate the majority
of the items highly. Since the items were gleaned from (a) published literature, and (b)
from individuals presumably knowledgeable about transition issues, this finding is
unremarkable. The above mid-point ratings are consistent with other studies that have
surveyed respondents. to assess ratings of various educational elsments (Meyer,
Eichinger & Park-Lee, 1987).

An examination of the top and bottom rated 10% of the items provides some
insight into the relative importance of items taken individually (keeping in mind the high
ranking on all tems). "Supported employment individual placement programs are
available in the community,” was the single most highly rated indicator. The number
one position of this indicator may be an artifact of the authors' affiliations with the
Rehabilitation Research and Training Center on Supported Employment which were
identified on the survey cover letter. Altemaﬂvel;/, this finding may be the result of
OSERS and the vast majority of literature and policy documents equating transition and
supported employment as process and outcome. The emphasis piaced on parent and
studeint input during program development and the relatively high ratings on
written and other communication procedures is reflective of a recent and positive trend
toward empowerment of the consumers of services. Persons with disabilities and their
parents/significant others must be actively involved in the transition process.

Likewise, the perceived importance of community skills (including social skills) training
recently advocated by many (Breen, Maring, Pitts-Conway, Qaylord-Ross, 1985;
Gaylord-Ross, Maring, Breen, Pitts-Conway, 1984) is underscored by these data. A

focus on vocational skills alone is not acceptable as it may lead to a worker capable
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of performing specified job duties but incapable of successfully coping with the myriads
f other critical variables associated with malntaining integrated employment (Wilcox,
McDonnell, Bellamy, & Rose, 1988).

It Is also instructive to examine the lowest rated indicators, again, however
noting that with one exception that all means were above the midpoint. The survey
respandents confirmed the authors, expectation that the presence of day treatment, day
activity, and sheltered employment opportunities have less value than some of the other
transition elements presented within the survey. Hoﬁever, it Is interesting that some
of the long advocated practices of instruction such as utilizing data to make
instructional  decisions and conducting ecological assessments for program
individualization were in the bottom 10% of the ratings.

The homogeneity of responses between the demographic groups generally
validates the notion that there Is consensus of opinion surrounding these items. Notable
was the low (significantly) value of indicators associated with the adult service options
by persons with doctorates and univarsity personnel. The data do not explain why this
divergence occurs. One may speculate that persons associated with universities and/or
holders of doctorates have less familiarity with the adult service system. Or,
altemnatively, it could be that these individuals have great familiarity with ineffective adult
service systems. Without further queries of this group, it is not possible to reach a
valid rationale to explain these differences.

In general, there were no reliable underlying dimensions identified from the
Survey responses. Given the restricted range of potential responses and relatively small
number of responses in relation to the number of survey items, Inter-indicator
correlations would have had to be extremely high for clear dimensions to be identified.
Ideally, the factor analysis would have ylelded four factors similar to the a priori indicator
groupings identified during the instrument development. The only one clear factor loaded
most of the interagency planning items. While it is not possible to be certaln, this may
speak to the high visibility recontly given to the need for interagency cooperation
(Wehman, Moon, Everson, Wood, & Barcus, 1988; Will, 1984; Halpern, 1985),
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Conclusion

The results of this social validation study provide a systematic assessment of field
personnel’s perception regarding the importance of certain programmatic elements
associated with transition, This study takes expert opinion to a higher level,
necessarily illuminating a path of further inquiry. The results indicate a collective
consciousness about what is important in facilitating the successful transition of youth
from schoo! to work. To date, no empirical work has validated these indicators. Viewed
in this light, practitioners should find these results useful in creating seemingly more
effective transition processes. Researchers shouid find the resulis helpful in designing
future inquires into transition.

As noted earlier, this investigation represents the first step of a two step
process. What this study does not tell us is "Are the perceptions of field personne!
accurate when vocational outcomes are used as criteria?" Or, altematively, "What
transitior: elements do, in fact, lead to greater vocational outcomes for persons with
disabilities?" Resolution of these two questions are at once more difficult to obtair and
more critical than ascertaining personnel's perceptions. The present study has laid a
foundation upon which to begin a more stringerit, empirical study designed to evaluate
the real impact of these transition elements upon the lives of persons wiih disabilities.
The second study wiil utilize school leaver follow-up techniques to determine individual
student vocational outcomes via a vocational history sirce ieaving schoo! to include
placement(s), wages eamed, and levels of integration achieved. Archival information
on recent school leavers wiil be collected to determine the presence or absence of
these indicators. Post school historles or students will be obtained {o assess vocational
functioning. These data, when coupled with information relating to the presence or
absence of transition elements should prove very helpful as programs in the 1990's

are refined to decrease the joblessness of persons with disabiiities.
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Abstract

The purpose of this study was to analyze the dally functions of supported
employment program managers in the state of Virginia. A survey Instrument was used
that required program managers to document the activities that they engaged in for five
consecutive work days. Of the 46 instruments that were mailed, a total of 30 surveys
were returned, achieving an overall response rate of 65%. Categories of activities and
tabulation of time spent were aggregated across all respondents to yleld a percent of
time spent performing each of the five functions of management including pianning,
organizing, directing, coordinating, and controlling. The data were analyzed to assess
differences in program managers’ daily activities based on program location, number of
persons, length of program managers' employment, number of employment specialists
supervised, and program affilletion. Results Indicated that program ‘managers engage
in all five functions of management, with managers closely dividing their time between
administrative and direct service tasks. Additionally, length of employment for program
managers showed a stafistically significant difference for the planning function of
managamsent. Managers employed 18 or fewer months spent a greater amount of time

on performing, planning, and controliing duties.
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Within the past five years the Office of Special Education and Rehabliitation
Services (OSERS) has made supported employment a major federal priority (Will, 1984).
Along with this new ‘aderal Initiative, there is a growing body of literature that
documents the lack of trained personnel to implement supported employment sarvices
(Harold Russeil Assoclates, 1985; Renzaglia, 1986; Syzmanski, Buckley, Parent, Parker,
& Westbrook, 1988; Wehman, Moon, & McCarthy, 1986; Welsensteln, 1986; Will, 1984).
Without immediate attention to this present shertage of trained personnel, 50 to 75%
of the adults with disabilitles in this country may continue to remaln unemployed and
underemployed (U.S. Commission on Civil Rights, 1983). Kregel and Sale (1988) point
to the cument lack of qualified professionals to staff newly emerging supported
empioyment services, with their unique personne: roles, as the most urgent problem
facing the successful implementation of supported employment for persons with severe
disabilities.

By 1986, a total of 27 states had received funds to inolement supported
employment programs from the Rehabilltation Services Administration, OSERS, at the
U.S. Department of Education. This new employment service cumently being offered
in these 27 federally funded states and several additional states Is markedly different
than the vocational options that have historically been made available to persons with
disabllities. The Rehabilitation Act Amendments of 1986 (P.L.99-506) clearly identify the
unique features of supported employment services including: service to persons with
severe disabllities; pald work In integrated work settings; and ongoing support throughout
employment to help ensure job retention (Federal Register. August 14, 1987).

Few university programs have preservice programs designed to equip
professionals with the skills to work with the unique needs of persons with ssvere
disabliities (Wlicox & Bellamy, 1982), let alone the added competencles necessary to
prepare personnel to enter supported employment programs (Krege! & Sale, 1988). In
1985 OSERS funded a study to identlfy the essentlal organizational elements and
competencies necessary to operate a successful supported employment program (Haroid
Russell Associates, 1985). Results of this study Identifled two major professlonal staft

roles in supported employment programs including direct service and program
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management.  Cumently, there exist a number of sources that describe the
competencles necessary for a professional providing direct service to persons in
supported employment (Barcus Brooke, Inge, Moon, & Goodall, 1987; Kregel & Sale,
1988; McDanlel & Flippo, & Lowery, 1986; Pancsofar, 1986; Webman & Melia, 1985).
However, this seemingly comprehensive fist of competencies appears to have two major
weaknesses. First, program managers’ competencies have been excluded from this
body of literature, and second, expert opinion has been the major method for defineating
competencies (Sale, Barcus, Wood & Moon, 1989).

The major purpose of this study was to analyze the daily functions performed
by Virginia supported employment program managers and to provide a major first step
in empirically documenting competendies for both preservice and inservice training
programs for supported employment program managers. Additional analyses were
conducted to determine how program location, number of persons served, length of
program managers’ employment, number of employment specialists supervised, or
program affiliation (supported employment program within a rehabiiitation facility vs.
outside a rehabillitation facility) were related to the daily functions of a supported
employment program manager. The research questions related to these areas were:

1. Is there any difference in the dally functions of a supported employment
program manager when analyzed in terms of program location?

2. Does the number of persons currently being served in supported
employment relate to the duties of a supported employment program
manager?

3. Is length of employment related to the daily functions of a supported
employment program manager?

4. s the number of employment specialists that a supported employment
program manager supervises related to his/her job duties?

5. Do the functions of a supported employment program manager differ
when implementing the program within an established rehabllitation
facility vs. outside a rehabilitation facility?
Method
Sample
A total of 46 supported employment programs were identified through the

Virginia state office of supported employment (Virginia Commonwealith University-
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Rehabllitation Research and Training Center Quarterly Report, June 30, 1988). The first

author contacted each program by telephone to identify the program manager of the
supported employment project and to secure the manager’s participation in the study.
All managers agreed to participate and were mailed the instrument described below.
Out of the 46 surveys that were maliled, a tota! of 30 surveys were retumed, achieving :
an overali response rate of 65%. “
Instrument ‘ 3

A survey that consisted of five daily log instruments and a one page
5 demographic questionnaire was developed and malled to all 46 supported employment
program managers in the siate of Virginia. Figure 1 displays a sample dally log
instrument and represents the =
basis for this research study.

The dally log was designed to answer the major research question and is

]

*, ¢
R R

formatted to include items prescribed as necessary by Carlisle (1986) including date,
category of activity, description or examples of the activity, and length of time devoted

b s a A ey

to a particuiar activity. Drawing upon the business Iiterature, the daily jog instrument

[
Y

was organized around the five classically accepted functions of management: planning,

SRS TSR UL S ¥ gl AN 00 R 3 STy
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organizing, directing, coordinating, and controliing (Haimann & Helgert, 1972; Muczyk,
Schwartz, & Smith, 1984; Terry & Rue, 1982). Using an expert panel review process,
four to seven specific supported empioyment tasks were listed under each of the -
. coiresponding functions of management. Additional space was provided to allow the
respondent to record specific tasks that were not listed on the form. items in the right
column of this dally log were specific examples of activities that directly related to the

Lase st sox Rlh Ly s

corresponding number in the left column, functions of management.

Procedures

Pllot testing. Following the expert panel review, necessary changes were mads

S e

to the daily log instrument and a pilot test was conducted using five supported

empidyment program managers. The pilot test yielded no additional changes.
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Figure 1

Daily Log

Date:

EXAMPLES

Record time spent to the left of EACH activity that

you performed. For example if you spent 1° 457

creating personnel leave policies you would secord
145" on the first line of this form next to Personnel

poficies.
A PLANNING
1. Personnel-related policies
2 Client-related policies
3 Allocate resources
.- 4 Predict future procedures
S Job Development
6. Consumer Assessment
YA Other
8 Othr
8. ORGANIZING
1. Group similar activities
2. —— Assign staff to activities
3. Analyze efficiency
4, Other
S Other
C. DIRECTING
1. Hire new staff
2 —___ Ensureinservice training
3 Daily supesvision
4. Daily communication
s Case management
6 Other
KA Other
D. COORDINATING
1 Develop linkages
2 Unily staff
3 Promote harmony
4. Client training
S. Other
6 Other
€. CONTROLUNG
1. Set performance standards
2 Measure program results
3 Evaluate services
4, Other
S. Other

This column provides some specific examples for
each corresponding function of management.

’

1. Leave time; benefits; reimbursement

2. Confidentiality; referral; waiting list

3. Develop budgets; establish vendor rate

4. Review federal regulations; impending legistation
S. Markeling: communily screening; employer contact
6. Referrat paperwork; interviews and observations;
situational assessments

1. Divide caseload by geographical boundaries

2. Match staff expertise with work 1o be completed

3. Review benefits of combining or splitting job developef
& job coach roles; analyze schedules; reduce bumout

1. Screen, select & interview new employees

2. Contract with inservice trainer; provide training

3. Provide technical assistance at job site

4. Listen tc staff concerns; reming staff of duties

5. Communicate with {amilies, Social Security Office, etc..
attend client service plan meetings

1. Teansition planning; meet with other providers
2. Inform staff as group objectives are achieved

3. Provide for staff development activities

4. Perform direct sesvice responsibilities of job site
training

1. Determine # of placements to be made In { year
2. Develop benefit/cost ratio of services delivered
3. Analyze intervention data, program cost, & tota! clients

placed into employment

Does this represent a typical day for you? (qrc!e one) YES NO

{{NO, please explam:

Notez 1f you nexd additional space, please use the back of this form.

Reliability. ~ All results from the survey were maintained on the Virginia

Commonwealth University’s mainframe computer and were checked for completeness.

Reliability of data results was assessed by having five program managers keep two sets

of daily fogs for five consecutive days. These supported employment program

managers camied one set of daily logs with them and recorded each supported

employment activity as it was performed. A second set of dally iogs were kept by the
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same group of program mariagers;.howaver, entries were made in these logs only at
the end of the werk day. A refiability coefficient score of 82% was achieved by
comparing the two sels of logs and then assessing the two logs for total number of
agreements. Total agreements from each form were summed and divided by 125 (total
possible agreements) to obtain the percent of agreement. Results varied greatly, with
a wide spread in scores. Three forms achieved 100% reliability, one form achieved
60% rellability, and one form achleved 52% reliability.

Design and Statistical Analysis

For the primary research question, "What are the dally . functions performed by
a Virginia supported employment program manager at a local provider level?",
categories of activities and tabulation of time spent was aggregated across all
respondents. This yielded a computation of the percent of time spent performing each
of the management functions: planning, organizing, directing, coordinating, and
controliing, .

A Mann-Whitney U-test was performed for each of the secondary research
questions resulting ir an R score which was obtained by summing the ranks for each
of the dependent variables. A nonparametric statistic test was chosen because nominal
scale data were utilized in this study (Huck, Conmier, & Bounds, 1974). Specifically, a
Mann-Whitney U-test was selected because each of the independent variables has two
fevels and a rank order of responses would be obtained (Siegel, 1956).

Data were analyzed using the SAS statistical software (SAS institute, 1 986) and
stored in a university malnframe computer.

Results
Percent of Time Spent on Each Function of Management

Results of this study indicated that supported employment program managers

in the state of Virginia spend time engaged In all five functions of management.

Additionally, these data reflect that program managers spend 44.6% of their time
engaged in administrative type tasks and 41.5% of their time engaged in direct service

type tasks. The above two research findings are presented
In Table 1.
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Tabls 1

Total Percent of Reported Supported Employment Time Divided by
Administrative and Direct Service Duties

% of Tota! % of Tota!
Supported Supported
Administrative Employment  Direct Service Employment
Type Task Time Type Task Time
PLANNING

Personnei-related policies 3.0% Job development 4.4%
Client-refated policies 1.1% Consumer assessment 34%
Allocate resources 1.4%
Predict future 13%

ORGANIZING

Assign staff to activities 1% Client-related meetings 46%
Analyze efficiency 22%

DIRECTING

Hire new staff 1.4% Client-related communications 73%
Ensure inservice training 48%
Supervise daily 84%
Staff-refated communication 74%

a
By

3

¥ _ COORDINATING

S Unity staff 1.4% Develop lin.kags 538%
Job placement 17%
: Client training 16.5%

CCONTROLLING

Set performance standards 15%
Measure program results 22%
Evaluate services. 54%

Total % of time engaged in administrative duties®
45.0% 44.0%

“Tims reported in the categories labeled “olhier” were nol included in this analysis (10%).

Planning. The planning function of management accounted for 18% of the

managers’ total supported employment working hours. Job development and consumer

T

03 Rty N el
I e h ey

assessment job tasks were reported to account for an overall total of 8% of the program
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managers’ total supported employment time and represents the top two job tasks under

the planning function of management. More typical administrative types of pianning




duties such as developing policles, allocating resources, and predicting future procedures

accounted for 6% of the program managers’ supported employment time.

Organizing. Organizing functions of management were reported to account for
12% of the program managers’ time spent in supported employment tasks.
Approximately 5% of the managers' total supporfed employment time was spent
engaging In such organizational tasks as assigning staff to activities and analyzing the
efficiency of programs, with an additional 5% reported as being time engaged in client-
related mestings. The remaining 2% of time reported in this category was under the
"other” category.

Directing. A total of 30% of the supported employment program managers’
supported employment time was reported to be engaged in directing functions of
managemert. This category of management accounts for the single largest quantity of
a supervisor's time. While respendents reported spending time engaged in all of the
job tasks classified as direcling, a total of 16% of the program managers’ tims was
spent in daily supervisory tasks and staff-related communications. Hiring new staff and
ensuring staff receive inservice training accounted for an additional 6% of manager time.
itis also significant to report that a total of 7% of the managers’ supported employment
time was engaged in client-related communications such as communication with famifies,
Social Security officers, rehabilitation services professionals, and employers.

Coordinating. ~ Under the coordinating function of management, program
managers reported spending 28% of their supported employment time engaged in duties
associated with this function of management. Developing linkages and coordinating
services accounted for 6.1% of the managers’ total supported employment time. Direct
client training accounted for 17% of a Virginia program manager’s total supported
employment time. This was the single largest portion of time when compared to all
other job tasks.

Controlling. ~ Controliing functions of management account for 10% of the
program managers’ total supported employment working time. Job duties that relate to
this function ¢f management were not reported to occur on a frequent basis. However,

when program managers did record time spent under this function, it was generally to

258 231

N B e A e e et



¥
s
3
0.
PO
b1
3
3

oo s e ST ot Y
CRERNEC

ST AR Y A e

~FE

®
N .

measure program resuits or evaluate services. These two job duties account for 8%
of the managers’ total time spent involved In supported employment related activities.
Length of Program Managers' Employment

In addition to analyzing the daily functions of Virginia supported employment
program managers, the data were further analyzed and compared for differences among
program location, number of persons served, length of program managers' employment,
number of employment specialists supervised, and program affiliation. The results of
these analyses showed no significant difference, with the exception of fength of
employment for program managers. There was a statistical ditference between program
managers who have been employed for a long period of time (greater than 18 months)
and program managers who have been employed for a short period of time (less than
or equal to 18 months). A range of one month to 103 months were reported by the
program managers. A median point of 18 was computed (48.3 percent of managers
report being employgd for one and one half years or less).

This analysis showed no difference among organizing, directing, and coordinating
functions of management. However, the planning functions of management showed a
staistically significant difference with an R score of .001 and the confrolling function of
management approached significance with an R score of .057. These data indicate that
managers who have been employed for a short period of time (less than or equal to
18 months) spend greater amounts of time on performing, planning, and controliing
duties wnan do program managers who hava been employed for a longer period of time.

Table 2

Distribution of Percent of Time Categorized by Function and
Length of Employment and Associated Mann-Whitney U Test

R Score Z Score p.<z=

Long
N = Group n=15

Planning
Organizing
Directing
Coordinating
Controlling

“p<.0t
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The findings from this study should be viewed as a beginning in empirically

P

determining the duties and responsibilities that program managers carry out in the day

+3

to day operation of supported employment programs. These results clearly demonstrate
that Virginia supported employment program managers are not "glorified” direct service

personnel. Rather, these individuals are performing supervisory tasks as demonstrated

Y 0% e S L

T e

by their engaging in all five of the functions of management.

@ —

Another major finding from this study is that Virginia supported employment
programs have followed the advice of experts (Bellamy et al., 1988) who suggest that

Supported employment programs be designed to allow for administrative personnel to

i

participate in the direct service tasks of ihe organization. With Virginia program

managers dividing their time between administrative tasks and direct service tasks, many

=

interesting implications can be drawn for both inservice and preservice personnel training
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programs.
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While preservice programs are in need of greater amounts of empirical research,
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the results of this study clearly indicate that college and university programs need to
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design a curriculum with an equal emphasis on management and direct service skils.
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Preservice programs following this prescription for their supported emplcyment programs
will then be in a better position to graduate students equipped to handle the unique role

as program managers of supported employment services. These graduates will be
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trained to apply successful supported employment practices and to manage the overall

operation of these organizations.

Inservice training programs will be the vehicle through which most supported

R
I

employment program managers will acquire specific supported employment knowledge
and skills. Professionals providing this type of inservice training must be prepared to

assess the individual needs of participants prior to developing tralning agendas.
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Designing agendas based upon needs assessment data will help ensure that the

ey
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training goals and objectives are specific to the task that supported employ.hent
managers actually perform. The results of this study indicate that inservice trainers

must be prepared to assist program managers in developing technical as weil as
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administrative skills. Technical and/or direct service skills would include such agenda
topics as systematic instruction program design, fading instruction from a job site,
transition pianning, job development, and consumer assessment. Examples of
administrative agenda items would focus on such broad areas as supervision methods,
policy development, procedures for hiring staff, and measuring and evaluating services.
Once the needs assessment is conducted, then specific inservice fraining programs
can be designed to assist managers in developing the necessary skilis to operate quality
supported eﬁlployment programs,

Finally, because no differences were found when programs in urban and rural
areas were compared, neither inservice nor preservice training programs would need
separate agendas or curriculums for supported employment program managers in
different types of service areas. This alleviates the neer to conduct parallel training and
thus attenuates the cost of training.

While more research is needed in this area, this study has provided a
framework from which future research projects can be designed. Some future areas of
research might include developing a data base that would Include a national sample of
supported employment program managers this would provide a more accurate sampling
from which data could be generalized to determine the variety of duties that supported
employment program managers perform at the local provider level. These data could
then be analyzed to compare efficiency and effectiveness of managers of supported
employment programs.

Summary

The present study provides preiiminary directions for the design of inservice and
preservice training for the growing number of supported employment personnel. Neither
traditional prograras solely providing direct service skills (e.g., special education,
rehabilitation counseling) nor those focusing exclusively on managing and supervising
(e.g., public adminlistration, business) will adequately prepare supported empioyment
managers for their required duties. Instead, the resuits presented within this study

indicate the need for "hybrid" programs that provide didactic and field experiences in
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both management and direct service skill areas. Desligning a curriculum that refiects ’
both will continue to

be a challenge to orgénlzatfons providing supported employment training.
Interdepartmental and interagency cooperation have been the foundation of supported e

employment to date and will be prerequisite if supported employment training is to meet

the needs of program managers.
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Abstract

This chapter examines issues, strategles, and techniques for providing follow :

along services within a program of supported employment to individuals with traumatic
braln injury. Two case studies are presented which illustrate these strategies and
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techniques and the importance of proactive, prescriptive, and individualized follow along.
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Recent research indicates that cognitive, linguistic, behavioral, and motoric

complications following severe head injury adversely affect the employability of the
injured person (Brooks, McKinlay, Symington, Beattie, & Campsie, 1987; Oddy,
Coughlan, Tyerman, & Jenkins, 1985; Peck, Fulton, Cohen, Warren, & Antonello, 1984;
Weddell, Oddy, & Jenkins, 1980). Despite the natural recovery process and therapeutic
interventions, impalrments in these domains are likely to persist for many years post-
injury, perhaps for the individual's lifetime (Klonoff, Costa, & Snow, 1986; Oddy,
Coughlan, Tyerman, & Jenkins, 1985; Thomsen, 1984). These complications
undoubtedly contribute to low employment and job retentizn rates for persons with
traumatic brain injury, or TB! (Kreutzer & Morton, 1988).

Dus to their time-limited nature, traditional vocational rehabilitation services are
often ineffectual with individuals who have severe lifelong disabling conditions such as
T8I, particularly in helping them maintain their employment {(Wehman, Kreuizer, Wood,
Morton, & Sherron, 1988). The provision of ongoing support sarvices that promote job
retention is therefore an integral component of supportad competitive employment for
persons with TBI.

Because of the numerous problems experienced by these individuals and the
continual threat of job te-mination, the identification and provision of appropriate support
services should be a proactive process rather than reactive (Kreutzer & Morton, 1988).
Potential problem areas, antecedents, and consequences should be identifled during the
job stabilization phases, and a prescriptive, written follow-along plan developed by the
employment specialist, the employer, coworkers, family members, the client, and any
other concemed parties. For the benefit of both the dilent and the employer, response
to crisis or requests for assistance should be immediate and according to the agreed
plan.

The Rehabilitation Research and Training Center on Supported Employment at
Virginia Commonwealth University (RRTC) has been providing supported employment
services to pers'ons with TBI since 1985. At this writing, 12 persons are recelving
follow-along support services from four employment specialists, or job coaches. The

success of the TBI supported employment initiative is evidenced b the fact that only
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three placements, or 10.9% of ali placements, have ended by termination. This chapter
will address specific strategies and techniques that we have found to be effsctive in
assisting individuals with TBI to malintain employment, and present two case studies
flustrating the relationship between proactive follow-along services and job retention.A
We would like to begin by defining follow-along support services within a legal and
programmatic context.

Issues Related to the Provision of Follow-along Support Services

Supported vs Time-Limited Employment Services

The distinguishing characteristic between supported employment and traditionally

time-limited vocational services is the provision of post-employment support services.
While time-imited vocational services may incorporate supportive and follow-along
methods, a program ~f supported employment will by necessity include interventions at
the job site due to the nature of its service consumers. The final regulations for the
Rehabllitation Act Amendments of 1986 (Eederal Register, August 14, 1987) state:

The need for job skills reinforcement under this progrem distinguishes

supported employment from other rshabilitation programs where job

accommodations or independent living services such as readers,
transportation or housing may be the only needed post-employment
services...individuais with severe handicaps, with the exception of the
chronically mental ill, woulg be inappropriate candidates for supported
employment if they do not need job skKill training at least twice monthly

(p. 30549).

The Amendments differentiate between supported employment service
Consumers who are severely disabled and those disabled by mental iliness, who may
need continuing off-site interventions after employment without additional job skill
training. For those individuals and those alone, supported employment monies may
fund transitional employment services without a clear need for foliow along services
provided at the job site (p. 30551). _

Moreover, individuals targeted for supported employment programs would be

expected to require ongoing support servicas for the duration of their empioyment (p.

<49




30546). Traditionally time limited postemployment services by statutory definition do not i
extend beyond 18 months from the date of employment (p. 30551). While many

i individuals with even severe disabilities are able tc obtain and maintain er loyment )
through time limited services alone, many cannot without regular provision of intervention ,
’ and support. ;
? The types of activities authorized by the Rehabilitation Act Amendments of 1986

as “extended services” are of two types: On site intervention and off site intervention,

with authorization of off site intervention conditional on provision of on site interventions.
z Further in this chapter, we will describe these interventions more fully.

Funding of Follow Along Services

Coordination of Funding Sources

Time limited vocational training services for supported employment consumers =
are generally funded by state vocational rehabilitation agencies, following the
: identification of an appropriate state or private nonprofit funding source for extended
services (Federal Register, August 1, 1989, p. 30552). The coordination of funding
from time fimited services to ongoing st sport has often been problematic for supported 4
employment providers (Arkansas Research & Training Center, 1985), resulting in either i
the absence of follow-along or the abandonment of the supported employment concept. H
‘ Extended services funding may be even more problematic for the TBI population,
who may not fall under the fraditional state mental health/mental retardation funding :
. *umbrella.” In a recent survey of the 27 states awarded Title 1l supported employment

systems chang= grants in 1986 and 1987, Kregel, Shafer, Wehman, and West (1989)
found that only five states had identified funding sources for extended services for
« individuals with TBI, and then only for those who also met the additional criteria of the
state MH/MR/DD agency. Supported employment provider agencias may need to
approach non-traditional funding sources, such as head injury foundations, workmen's
compensation or iability insurance carriers to obtain assurance of follow-along funding.
‘ Another aitemative might be the setting aside of consumer resources for later follow- ,
,_ ’ along activities, and utilizing the Plan for Achieving Self-support (PASS) income
t B exclusion offered to SS! recipients (Higison, 1986). Thus, consumers pay for their own ‘
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follow-along services, but retain SSi cash benefits to offset their costs. Using the PASS
exclusion has one serious drawback in that it can only be extended for a maximum of
48 months. However, this strategy may give the program time to lccate permanent
funding for extended services.
Costs Related to Follow-along Services

Funding formulas and costs for transitional and follow-along services vary
tremendously from state to state (Wehman, Shafer, Kregel, & Twardzik, 1989). In
Vicginia, Job stabilization, and thus the termination of time-limited funding, occurs when
staff intervention time falls below 20% of the consumers work hours for 30 days of
employment (Rehabilitation Research and Training Center, 1988). Figure 1 shows the
average amount of staff intervention per vieek as a percentage of work hours
aggregated for all TBI consumers served by the RRTC, beginning with the date of
placement. Several assumptions may be made from this data:

Figure 1

STAFF INTERVENTION TIME AS PERCENTAGE
OF HOURS WORKED BY TBI CLIENTS

100

PERCENT
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1.  TBI consumers averaged about 22 weeks of transitional services before
the stabilization period ended. It is interesting {o note that this period
Is approximately three weeks longer than for all reported placed
consumers in Virginia, a group comprised predominantly of individuals
with mental retardation and chronic mental illness (Rehabilitation
Research and Training Center, October, 1988).

2. T8I consumers averaged just under two hours of staff intervention time
per week of extended services. At the RRTC's vendor rate of $26.92
per contact hour, the weekly cost of extended services has averaged
approximately $54 per consumer.

3. The mean length of employment at this writing is 36 weeks (and
sieadily increasing). The tota! cost for providing follow along support
services for 14 weeks (36 minus 22) is approximately $756 per
placement.

It should be noted that these are gross estimates of costs based on a limited
number of placements by a university-supported demonstration project. Hcever, the
RRTC's vendor rate approximates those of other facility and nonfacility vendors. While
the follow aleng intervention time and costs for TBI consumers compare favorably with
those for other disability groups (Hill, Hill, Wehman, Revell, Dickerson, & Noble, 1985),
we have yet to conduct true benefit/cost studies and altemative program cost
compaiisons because of the limited number of placements.

Family Invoivement and Job Retention

Therapeutic Intervention

Families of persons with TBI often bear the brunt of the Injury’s aftermath.
Changes in the injured person’s personality and behavior can create family stresses,
tensions, and disruptions that may or may not be ameliorated by the passage of time
(Brooks, Campsie, Symington, & Beattie, 1986; Livington, Brooks, & Bond, 1985;
Newman, 1984). Trere Is also some evidence that family stress and dysfunction is not
significantly reduced by the individual's retum to work and other everyday activities
(Oddy, Humphrey, & Uttley, 1978). These findings suggest that family-based therapeutic
intervention is in most cases vital to employment success.

Support programs for families of workers with TBI will need to focus attention
on three areas that directly influence job placement and retention: (a) Helping the
parents or spouse develop realistic vocational and independent living goals for the
head-injured person (Karpman, Wolfe, & Vargo, 1986; Schullz, 1986), (b) helping them
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develop mechanisms and skills for relieving family stress and dysfunction (Zarsky, Hall,
& DePompel, 1989), and (c) helping family members understand and prepare for the

financial implications of full-time or part-time employment, such as the loss or reduction

7

ey W
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of SSI, SSDI, Medicaid, or other entittements (Noble & Collignon, 1987). The role of

K4

the employment specialist would be to help families obtaln family-based therapy, not to

Cor
L i

provide it.
Active Participation

Family involvement in jeb development, placement and retention has long been
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retention is unlikely (Keiman & Kregel, 1980; Kochany & Keller, 1981; Wehman, 1981).
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This support is usually manifested in agreements to provide transportation, to insure that

-
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the consumer is adequately prepared to go to work, to monitor medication, to report
health or psychological status, and to provide emotional support and encouragement.

Depending on their age and ievels of dependency, individuals with TBI may also need

these home supports as part of a job retention plan. It is also helpful for family

members to understand the difference between active involvement and over-protection.
Untimely events, such as a parent calling or visiting an employer with complaints, have
soured many employers on hiring workers with disabilities (Wehman, 1981),

The Importance of Choice in Job Retention

Although individuals who have sustained severe head injuries are often aware
of the dissonance between their pre-injury and post-injury status, including occupationat
levels, their expectations for recovery and return to work are often unreafistic (Nockieby
& Deaton, 1987; Tyerman & Humphrey, 1984). Acceptance of the "new self* and its
accompanying abilities and limitations Is a critical antecedent of vocational adjustment.
Employment specialists and counselors must balance the self-perceptions and interests
of the head-injured client against the real derands of the work world, and present him
or her with reasonable, obtalnable career choices during the placement phase as the

first step towards long-term job retention (Kreutzer & Morton, 1988).
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Likewise, the decision to remain in a positicn is .a matter of choice for the
employee with disabiiities. They, as do we alil, need the opportunity to advance, to
change jobs, or even to be unemployed, without being perceived as failures (Anthony
& Blanch, 1987).

Planning Services for Enhancing Job Retention Potential

Fading From the Job Site

Rate of Fading
The fading of the employment specialist from the job site is perhaps the most

difficult adjustment period for both the supported employee and the employer. Fading
too rapidly may result in a loss of skill and behavioral gains that had been previously
made; fading too slowly may increase employee and employer dependence on the
employment specialist. Determining the rate of fading must be made on an individual
basis, using all the available client data (i.e., supervisor's evaluations, production rates,
etc.) as guides (Wehman, 1981).

Fortunately, there are strategies that the employment specialist can employ to
mediate the effects of fading. We would like to review two approaches hsre that are

particularly relevant to the discussion of follow-along services, self-management of

behavior and the use of coworkers as co-tharapists.

Developing Self-Management Strateqies

The most powerful antecedents and consequencas to behavior are those that
occur in natural environments, be they vocational, social, or academic (Stokes & Baer,
1977). When the leamer seems unable or unwilling to respond to natural antecedents
and consequences, alternative strategies are in order. Self-administered cues and
consequences have been successfully used in the instruction of children and adults with
developmental disabilities in sodlal, academic, daily living, and vocational applications
(Crouch, Rusch, & Karlan, 1984; Karlan & Rusch, 1982; Wacker & Berg, 1983).
Wacker and Berg (1986) describe the use of self-management within an employment
situaticn.  Althougth they specifically address strategies for workers with mental

retardation, similar strategies may be useful for workers with TBI who have deficits of
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memory, concentration, or disi: “hition. By teaching self-controi of behavior, the
employment specialist is closer to insuring that the worker can function in the workplace
in the absence of extemal guidance and instruction.

Self-administered cues. Wacker and Berg (1986) describe three methods of

self-cuing. The most frequently used form is self-instruction, in which the worker is first
taught to perform the task, and then to produce self-generated verbal prompts to initiate
and complete the task. For example, after instructing a motei housekeeper in the
various tasks associated with room cleaning, the employment specialist might train the
employee to initiate each task with an instruction (i.e., *First, clean the bathroom,” "Next,
dust the fumiture") immediately prior to the performance of each step. Seff-instruction
might also be utilized fe inftiating soclal contacts on the job, as with lunch or break
behavior, greeting the supervisor or coworkers, or appropriate responses tc stressfui
situations.

A strategy similar to self-instruction is verbal fabeling, in which ¢ -ols, work pieces
or aspects of a job are made more concrete and salient by the worker verbalizing its
name or .abel. For example, in a data entry position which requires separate entry
formats for various forms or iists, the employment specialist might i:struct the worker
to verbally name each form prior to entry. This verbal cue then triggers the appropriate
response, in this case the selection of the appropriate format.

The third method of self-cuing is the use of a permanent prompt, such as a
written list of duties or task sequences or picture prompte bound into a book. Ancther
prompting system, one which might be less stigmatizing to the worker with TBI, Is the
use of taped instructions and a portable cassette (Berg & Wacker, 1988). The worker
is instructed to start and stop the tape at appropriate times in order to receive task or
sequencing instructions.

Self-administered consequences. Training workers with disabilities to self-
administer consequences of behavior has two major advantages over externally
administered consequences: first the worker has the opportunity to receive greater

amounts of reinforcement when natural reinforcement is scarce. Second, an employee
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who self-reinforces or punishes is less likely to be affected by disruptions at the job site,
such ag changes in supervision (Wacker & Berg, 1986).

Reinforcements and punishments to be self-administered at the job site are an
individual determination, based on the likes and dislikes of the worker and the level of
tolerance at the work site. For example, a worker may be trained to allow himself a
speclal treat &t break periods for compieting assignments or responding appropriately
to his co-workers. This type of self-reinforcement would be easily tolerated at most any
job, whereas allowing extra break periods might not be.

Planning Co-Worker Involvement

One of the primary goals of integrated employment is natural development of
friendships and social contacts between ihie worker with disabilities and his or her co-
workers, Co-workers have also been recognize_d as active and passive resources In
providing follow along services. Passive functions include the use of co-workers as
normative references for assessing consumer worker performance (White, 1986). The
use of co-workers as active change agents has been suggested as 2 means of
controlling program costs (Hill & Wehman, 1983) as well as maintaining job performance
through dally contact (Wehman, 1981; Rusch, Martin, & White, 1985).

Shafer (1986) describes thrue active functions that co-workers can perform as
part of a job retention plan. The first is that of advocates for the supported employee,
ensuring that he or she is treated fairly and with dignity while at work. Second, co-

workers <an be active observers and repuiers of job performance and potential

problems that may be developing. Finally, coworkers may function as trainers, providing
either direct instruction in new work tasks or periodic reinforcement for correct
performance or appropriate behaviors. It is important in planning co-worker involvement
that individuals are seiected who are wiliing and able to perform the duties as instructed
by the employment specialist, and that their involvement with the supported employee
will only miniimally intrude upon their own job duties.
Planning and impiementing Extended Services
Effective follow-along utilizes both formal and informal strategies of problem
analysis and data collection. Informal methods include discussions with the supervisor
256
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and/or coworkers at the job site, discusslons with family members, accessing community
Support services, and other direct and Indirect client-related activities. Formal methods
are used to collect outcome data that are used for ongoing assessment of work
performance, or data that are used for ongoing assessment of work performance, or

data which is aggregated for the purpose of evaluating program effectiveness.

Informal Strategies

Onsite interventions. Contacts with employers foilowing job stabilization will
typlcally involve site visits or telephone contacts with the employer conceming the
employee’s job performance. In most cases, the site visit will elicit the most useful
information about the employee's adjustment to the workplace and to the supervisor and
coworkers (Hill, Cleveland, Pendleton, & Wehman, 1982). Retralning activities may be
necessary in the event that the employee’s work quality or speed diminish over time
or if job duties change (Moon, Goodall, Barcus, & Brooke, 1986).

For employees with TBI, another vital concern may be monitoring the emotional
stability of the employee. Disinhibition, temper outbursts, and other inappropriate
behaviors are often latent responses to employment stress (Kreutzer & Morton, 1988)
and may not be predictable, especlally if the TBI consumer has no other post-injury
employment. Employers will need to be informed of any known symptoms of an
impending flalr-up and appropriate means of supervisory response, including time-out
Procedures, suspensions, or calling the employment spedciallst for crisis intervention. In
some instances, part of the inltial negotiations between the employer and the
employment specialist may be obtalning permission for "psychosocial first aid" (Isbister
& Donaldson, 1987) to be administered at the job site by the employment specialist or
a qualified therapist if the employee’s behaviors escalate beyend the supervisor's
control.

It should be evident from the preceding discusslon that many Individuals with
TBI will require a sympathetic and understanding employer in order for the piacement
to be successful. It is vitally important that they know what to expect from the
employee, both in productivity and behavior, and the degree to which professlonals may

be used as resources in correcting problems In either area.
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Off-site interventions. As mentioned earlier in this chapter, family members are
often vital to employment success for individuals with TBI, by providing either assistance,
emotional support, or both. Contacts with family members by the employment specialist
should focus on aspects of home life which are likely to impinge upon the work
environment. These would include the ongoing assessments of the consumer's
emotional stability, use or abuse of prescription and non-prescription drugs including
alcohol, and problems related to finances, and family functioning. The employment
specialist should perform educational and referral functions, informing the consumer and
family membors of treat programs (i.e., Alcoholics Anonymous) and other services and
entittement (i.e., SSI, SSDI) that are available in their community, and helping them
access these services (Kreutzer & Morton, 1988).

A comprehensive retention plan will also include advocacy efforts on behalf of
the consumer with services personnel or cther individuals. This might include progress
or status reports to the consumer’s vocational rehabilitation counselor, neuropsychologist,
or physician. For individuals who reside in supervised apartments or group homes,
changes in work schedule or problems with dress, medlcatioﬁ, or finances will need to
’be communicated to the appropriate staff. Individuals who live independently or semi-
independently may require an intermediary for dealing with a landiord or creditor. In
short, any problem that may affect the individual's job placement becomes the concern

of the employment speclalist.

Scheduling follow-along contacts. Although a number of writers have addressed

the types of activities that constitute follow-along services, little direction has been given
as to the frequency and intensity of contacts. The determination of "sufficient® or
"necessary” contacts to maintain employment has generally been left to the discretion
of the employment specialist, provided that legal minimum levels are met.

Rusch (1986) describes two types of schedules, the adjusted schedule and the
fixed schedule. The adjusted schedule varies with consumer’s success in meeting the
employer's expectaticns and in ratings of progress. If an employer cannot tolerate this

arrangement, then a predetermined, or fixed, schedule of follow-along contacts s

negotiated.
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With consumers of the RRTC TBI Project, we are exploring more planned and

systematic methods of scheduling follow-along contacts a the job site that meet
individual needs for flexibility, crisis intervention, and frequency of contacts. Three levels
. of follow-along intensity have been identified. These are presented

along with decision rules in Table 1.

Tahle 1

Level [II ~ A minimum of two contacts per week with the client
and employer. This schedule is followed immediately
after job stabjlization and during crisia periods.

- Level II - A minimum of one contact per week. This 's intended
as an interim gchedule during the fading process or
following crisis resolution.

Level 1 - The legal and clinical miniaum of one contact every
two weeks.

Factors for deteraining an appropriate level of follow-along:

(a) The point from job stabiljzation

i (b) Any difficulties experienced during the job site training
H phage
: (c) Changea in medication or health status
"* (d) Changea in supervision or Job duties
{ (e} Particular behavioral characteriatics of the individual

(f) periods of personal crisis, depression, stress, or alcohol or
H substance abuse that are likely to affect work performance
: (g) The amount of intrusiveness that can be tolerated by the
% consumer and the employer.
¢

The follow-along scheduling form cumrently utilized Is presented in Figure 2.

[pgwr

The empioyment specialist plans dates to make job site contacts, and then submits a

oy

copy of the form to the program coordinator for montitoring implementation. The
purpose of this procadure is not to scrutinize the aclivities of the employment specialist,
but to insure that other daily activities and emergencies do ~ot interfere with this vital

T n ANy Sy o et

4 program component. The employment specialist also may schedule off-site contacts on '
particular days, dstermined in part by data collection schedules and the needs of the
Individual.

We have yet to determine if this system of follow along planning is more

effective in enhancing job retention than the more traditional discretionary methods of :

e L T

making Job site follow-along contacts. However, we do feel that it affords a greater
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1 1] [} L]
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1 ] L] 1
Consumer #4 H o 10/16 '
{1 contact per }--- H H 1
week) : V10723 ) H
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' ' H
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10/16

{1 contact per
2 weeks) 10/23
Code: E = Eaployer or co-worker contact

C = Consumer only contact

likelihood of detecting problem situations before they become job-threatening, and

therefore enhances job retention potential.

The support group, The support group for workers with disabilities (as described
for workers with psychosocial disabllittes by Isbister and Donaldson, 1987) can be a
valuable medium for monficring on-going adjustment to employment. Members of the
sugport group meet voluntarily to discuss problems or siresses associated with work and
provide mutual emotional support. Through these exchanges, supported employment

staff are also able to monitor the emotional stability of the group members and Iidentity

potential problem areas at the job site or home.
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Our own support group for workers with TBI was organized In 1987 as a joint
effort of the RRTC's TBI supported employment demonstration project and the Medical
College ot Virginia's Department of Rehabilitation Medicine. Two groups are conducted
simuitaneously - - one for project participants and one for family members. All of the
head-injured participants are either project consumers who have been placed into
employment or those waiting for placement services.

Formal Strategies

Supervisor's Evaluations. Formal supervisor evaluations provide insight not only
Into the work performance of the head-injured employee, but also the expectations and
priorities of the supervisor. For example, Shafer, Kreg:1, Banks, and Hill (1988)
examined scores on the RRTC's Supervisor's Evaluation Form (see Figure 3) for initial
and terminal evaluation for 125 workers with menta! retardation. They found that
employees who eventually were separated from their job tended to scere lower than
successful placements in the areas of attendance, punctuality, and timeliness of lunch
and breaks. They conclude that employers may be willing to lower performance
standards of speed and quallty for a dependable, foya! worker. Although these findings
have yet to be generalized to other disabiiity groups, supervisor evaluation forms have
utllity for examining worker/supe:visor relationships in both aggregated data and
Individual cases.

In the RRTC's data collection schedule, the Supervisor's Evaluation Form Is
completed by the employee’s job site supervisor, ideally with the zmployment speclalist
and the employee present, at a minimum of one month, three months, and slx months
post-placement, and every six months thereafter. “mployment specialists may request
evaluations from the supervisor on a more frequent schedule if deemed necessary and
feasible. Because the work performance evaluations often used In businesses and
industries are often not sufficlently expansive or behavioral for supported employment
Purpose (Rusch, 1986) employers are requested to use the FRTC's Supervisor,s
Evaluation Form in addition to any other employee evaluation forms or mewtods that

they would normally use.
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Job -Update Form. The Job Update Fonin (Figure 4) is used to collect datu ~
& " related to changes in job elements, such as wages, work tiours, and level of integration i
with customers or co-workers. This form is a shortened version of the RRTC's Job ‘
” Figure 3 f
‘

v Using the following scale, please check one nusber to the right of each

W question that best represents your opinion about this employee’s i
1. present situation: M
. 1 2 3 1 5 :
§ Extremely Somewhat Very Extremely :
Dissatisfied Dissatisfied Satisfied Satisfied Satisfied §

12345 R

How satisfied are you with this eoployee’s . . . :

1. timeliness of arrival and departure from work?

L e
.
I8N fe Ay

2. attendance?

3. tiseliness of bresks and lunch?

TP Ry S S :_fm.w PIPCEN

‘i 4. appearance?

§. general performance as cospared to other workers? __ _ __ _ __

|
or 4 eahady et

M 6. communication skills> ;
i £
= 7. consistency in task performsnce? __ _ _ __

¢ 8. work speed?

9. quality of work?

: 10. overall proficiency at this time?

Additional Comments:

; Screening Form, which also provides an analysis of job parameters, requirements, and )
l expected competencies. :
The Job Update Form is complsted at three and six months post-placement, and

every six months thereafter.

: Consumer Update Form. The Consumer Update Form (Figure 5) collects data

related to the supported employee’s level of independence. The areas of interest

include (a) the employee’s vocational rehabilitation case status, (b) residential situation,
;’ (c) mode of transportation to and from wo<k, and (d) the types and amounts of :
govemnment financial aid and entitltement. The form is completed on the same scheduis

as the Job Update Form. Because this information is also collected either prior to or

at initial placement, changes in the employee’s status &s a direct result of employment

255 -
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can be tracked over time. Thus, this form provides a significant amount of information

necessary for consumer leve! benefit/cost analysis.
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Consumer Self-evaluation. At the times that the job site supervisor completes

s

DTy
el

a Supervisor's Evaluation Form, the TBI consumer also completes an identical form

‘,\,“:4.,/
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Figure 4
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of gervice/employment for this report (select one): __
Work activity or sheltered epployment

Entrepreneurial

Mobile work crew

Enclave

Supported job

Supported competitive employaent

Tize-limited (no on-going servizes anti:ipated)

Other (specify:
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Type of update: On-going Final _

TR
R

BRI
. s

v

Job title:

TR

Current hourly wage (or last wage in this position):

i

Did a wage change occur since the last Job Screening or Job Update? __

7

If yes, then coaplete this section:
Hourly rate changed fros § to $ on __/__/
Hourly rate changed froa § to $ cn

CaSANG G A we

'

R L S T T e

Nuaber of hours worked per week: Months worked per year:

3

If less than 12 months per year, nhat months is the Job not available?

Nuaber of employees in this company at this lccation:
Nuaber without disabilities in immediate area (50° radius):
Number of othe~ employees with disabilities:

In immediate area (50’ radius):

Nuaber of other employees in this position:

During the same hours:

¥
i
S
¥
:

Level of social contact (circle one):

0 - Employsent in a segregated seli‘sg in which the majority of interactions
with persons without distvilsy -3 are with carcgivers or service
providers. Example: Adult Activity Center.

1 - Employment in an integrated environment on 2 shift or position which is
isolated. Contact with coworkers without disabilities or supervisors is
ainimal. Example: Night Janitor.

Employment in »n integrated environment on a shift or position which is
relatively jsolated. Contact with coworkers without disabilities is
available at lunch or break. Example: Pot Scrubber.

Ewploynent in an integrated environment in a position requiring a
noderate level of task dependency and coworker interaction. Eaample:
Dishwasher required to keep plate supply stacked for cooks.

Eaployaent in an integrated environment in a position requiring a high

degree of task dependency and coworker or customer interaction.
Example: Busperson/Po:ier.

assessing his or her own work performance. This procedure has two related functions.
First, it provides the employment specialist insight to the consumer's perceptions of

strengths and weaknesses. Second, it may reveal areas of dissonance between the
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consumer’s perceptions and the supervisor’s, and thus provide the employment specialist

with general areas in which to concentrate intervention.

Figure 5

1. Current DRS case status for this consumer (enter DR3S code):
If pever served by DRS, enter none in the space provided.

i

e

v

2. Current residential situation (select one only):
1 = Independent
2 = Supported living arrangement
= Sponsored placesent (foster care)
Domiciliary care apartsent (home for adulcs)
Supervised apartsent
Parents
Other relatives
Group home/halfway house
Other (specify: )

[EEREN NS

WD =N b 0

bd
o
8

nt primary mode of transportation to work (select cne only):
Independent use of public transportation

Walks/rides bike or moped

Dependent use of public transportation (needed bug training}
Arranged car pool

Parent/friend drives

Handicapped transportation

Taxi

Drives own vehicle

Other (specify: )

WO INUNRWNWC

; 4. Financial aid received by consumer at present or as of last day of work.
- Circle yes or no for each selection. If yes, write the amount received to
s the left of the selection.

. Yes / No None

awdy “Pe T

JI A

v
*
wedmtter

Ioivionrs o sediie ek

+

S A T

Yes / No
Yes / No
Yes / No
. Yes / No
H res / Ko
Yes / Ko
Yes / No

o Rt sn

SSI

SSDI

Mediceid

Medicare

Food Stamps

Public Assistance (¥elfare)

Other (specify: )

5. Total income from all government
financial aid during the past month:

Case Studles In Job Follow Along and Retentiocn

Consumer Characteristics

,

Dave sustained a Grade lll head injury in a motorcycle accident at the age of

15, and was in a coma for ten weeks. Residual symptoms of his injury include mild

dysarthria, impairec right and left hand fine motor dexterity, right side spasticity, a stiff

: right knee, slurred speech, memory deficiss, and a reduced tolerance for frustration.

z Following graduation from high school, Dave worked in a number of jobs,

including porter, dishwasher, cashier, file clerk, and production worker in a sheltered

22

workshop. According to Dave, he had difficulties relating to cc-workers and supervisors

in nearly every job that he held. He had aiso been arrested in 1984 for assault,
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trespassing, and disorderly conduct, and was sentenced to 13 months probation. Dave
was unemployed at the time of his referral to the RRTC supported employment project,
receiving SSI benefits totaling $340 per month, food stamps, and government subsidized
housing. He self-reported that he had three or four drinks about four times a week.
Job Placement and Training

Dave and his employment speclalist focused on three major concems during the
job development phase: Dave’s occupational interests, neuropsychological and other
assessment data, and his physical and behavioral limitations and problems. They
agreed that Dave needed a tranquil, low pressure work environment with few co-workers
in the immediate vicinity. A part-time position was located as a warehouse worker,
starting pay $3.90 per hour with benefits.

Dave’s job duties involved locating stock within the warehouse, carting it from
its storage area to a conveyor belt, and recording a six-digit stock number on both an
order sheet and on a computer terminal. These duties required approximately two
weeks of training to reach 100% proficiency. In addition, the employment specialist
made several inexpensive adaptations in the work environment in response to persistent
problems. For example, Dave repaatedly misplaced the pencil for recording stock
numbers. The employment spedialist purchased a pen with a velcro fastener and
attached this to Dave's clipboard. Dave also attempted to direct other new employees
who were unfamiliar with procedures, which often resulted in outbursts of anger and
frustration from Dave. The emplcyment specialist made a permanent prompy, a
laminated poster with deialled instructions, to which all new employees co'ild rafer, thus
sliminating the need for them to ask directions from Dave.

Follow Along Activities

Although Dave reached job stabilization in a relatively short period, the follow
along phase proved vital in keeping Dave on the job du.: to a number of problems and
issues that later surfaced. The most serious problam was inappropriate responses to
co-workers, such as yelling, threats, and occasionally, physical aggression. A self-
monitoring system developed by the employm.ent speciallst was abandoned after one

week because this in itself caused stress and anxiety for Dave. The employment
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specialist used Dave’s co-workers as co-therapists, instructing them in ways of reducing
his frustration and anxiety levels.

Dave exhibited other social problems that needed attention. For example, hs
went to his supervisor continually with work related and personal problems, his own and
those of his co-workers. The employment specialist addressed this problem through
counseling and role-playing exercises with Dave. In addition, Dave would become
careless with his duties, resuiting in inefficient work and occasional injuries to himself.
The employment specialist developed a weekly feedback sheet with which the supervisor
was abla to report to Dave and the employment specialist how he was pertorming his
duties and responding to co-workers.

Oft-site interventions were necessary with Dave as well, primarily in the areas
of budgeting money, substance abuse, grooming and hygiene, and sexual dysfunction.
The employment specialist addressed these problems through counseling.

Dave held his job for 14 months. His problems with injuries and aggression
eventually resulted in his termiration. In those 14 months he eamed $7,155 and
received 293.5 hours of intervention time. He was retumed to the RRTC'’s referral pool
for consideration for a second placement.

Case Study #2: Matthew

Consumer Characteristics

Matthew was injured in an automobile accident at the age of 30 and was in
coma for approximately two montns. He had previously eamed a GED and was
employed at the time of his accident as a school maintenance assistant. As a result
of the injury, he exhibited problems In the areas of language, sight, and memory.
Matthew also has static nerve palsy in his right leg, resulting in ditficulties walking and
climbing stalrs. iia wears a leg brace and uses a cane and wheelchalr. He was 33
when referred to the RRTC, and had not worked since his injury.

Job Placement and Training

Because of Matthew's physical fimitations and prior clerical experience and

interest, job development efforts focused on office related occupations. A full-time
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position was located as a microfiim clerk in an office building, starting pay $4.50 per
hour with full benefits.

Matthew’s primary job duties involved processing incoming checks and recelipts
by a) stamping the receipts accounting errors, b) microfiiming checks and receipts, and
c) reboxing the work. Training In these skills was completed three weeks from the hire
date, with Matthew being able to complete 30 to 40 checks per hour with accuracy
rates of 98 to 100 percent.

Follow Along Services

Early in the follow 2fong process, Matthew's supervisor requested assistance in
improving his work speed. The employment specialist therefore initiated retraining
aclivities to meet this need. He designated different intervals during Matthew's work
hours during which Matthew would race the clock and graph his own performance
levels. This procedure proved to be very reinforcing to Matthew. His speed Improved

without a decrease in work quality. Typed task analyses of Matthew’s job duties were

also left at the job site because he sometimes would forget steps of particular jobs.

Matthew has had recurrent problems with excessive drinking, resulting in a high

Vanh o teris mant AR S,
PR

absentee rate. On one occasion, he fell off hic perch while diinking and bruised his
ribs. He went to work the next day but had to be sent home due to his pain. When
discussions with Matthew about his drinking proved futile, the employment specialist and
Matthew developed a written contract which called for Matthew to seek counseling in
order to remain a supported employment client. In addition, Matthew's sister became
involved In monitoring his alcohol intake and notifying the employment specialist
whenever Matthew drank excessively.

Matthew has a goal of living independently. The employment specialist has
worked with Matthew and the family to better budget his money and plan for that
eventuality. Matthew stiil has some unrealistic expectations about his financial survival
which the employment specialist continues to address.

After one year, Matthew received a merit increasa to $5.00 per hour. At this
writing, Matthew has remained in his position for 21 months and eamed $17,400. His

SSI cash benefits have been halted, but he continues to recelve Medicare health




=
b

3

Byt W gt BN R DS ¢ es s e sl

coverage. He has also received 688.5 hours of intervention time from his employment

specialist.

Discussion

'
T, e
T Y

Several key points about the case studies are warranted:

PR,

.

1. The two cases were selected to emphasize that the provision of

ﬁ
Lawy g,

(NN

systamatic follow along procedures have resulted in long-term job

5.

retention for these individuals. Their eamings have decreased their

reliance not only on the social service system, but on their familles and - g
fiends as wail. "
2. Even though Dave was eventually terminated from his position, he was :
able to accumulate 14 months of continuous work experience in one ,'

Yo

position, $7,155 in eamings, and the self-confidence to pursue further

U N

employment. His supported employment experience, particularly In

comparison with other persons with severe head trauma, can be

AN s v

Lsders

characterized as nothing short of successful.

[

3. Although many .lients of supported competitive employment return

FEEFT eI

- sufficient tax revenue form their eamings to offset the cost of supported :

employment, these two Individuals have not and perhaps never will,

COPC R
B B

P

Yet both have become contributors to the economic system, rather than
just consumers. Their contributions, however small in comparison to the
cost of services, are significant in comparison to the economic and

: emotional impact of sporadic or no employment and custodial care.
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