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.

This report on a demonstration project was prepared under Grant -
Number 21:55-74-30 fromthe Manpower Administratiop, U.S: Department
of Labor, under the authority or the Manpower Development and Training
At of 1962, as'amended. 0+ganizations%undertaking such projects under
Government sponsorship are encouraged,to express their own judgment
freely. Therefore,'points of vi of opinions stated d o this document."

0 do not necessarily represent the official position or policy gf.the
Department4of Labor.
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fl INTRODUCTION

b

eN

A. ,Developments -Since Last R4ort " .,

. .

.The first year of Project Skill wits..a struggle to become known,

.
trusted, and respected. It wail also a procIss of sortinlg out the t:

.

.-4 important.dynamics from those of lesser impelte:
-

'-: .

The second year has been atime of solidifying, streamli' g and

expanding the lesson's and findings of the first year. In hat

year we wrestled out basic procedures and techniques; in-the
second year we refined them,

the developments that should he specifically defines) as occurring
in the second yedt are

(1) Definition of intake and screening as a staff spdcialty
. .

1) Utilizing of special pefsonnel strategies to cut down the
length of time needed to fil_ a position

(3) treatipeof new civil service classifications to better
respond to trainee capacities

(4) Development of strategiet to aid ih selection

O

. . .
1)

(5). Expansion to.include new dep*rtments, geographical areas
andk job classifications which had not been previOusly,
involved . -

1

(6) Filling of positions without subsidy

(7) The additiomof co-worker orientation to the array of
services provided *

A few words of explanation regarding each of th$ ahclve points is \
necessary.

(1) ahe volume of applicants sod complexity of determining
eligibility and obtalning necessary information on each
person imew to be.so great that the requisite time and*

4 r effort could not be accomplished With existing staff
resources. For this reason, th4 position of Intgke

/ Counselo was defined to attend to these matters, with
I assistance' from the Job Coach. In addition, thi Intake'
.Counselor is responsible for monitoringthe progress of
a committed"ppsition through the civil service system as
well as for arranging exSminationi and follow-up interviews.

In the.first year of 44 Project, there was a great problem,
with the amount of time consumed between the cpmmitment
a position to the Project and the actual, final hiring of
a trainee'into that position. This problem was discussed
in every Quarterly Report and was due mainly:.to the great

-1-
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number of procedures which had to be gone
%

through an
innumerable hands through which paperwoik had to pp,
The staff has dpne two things Co cutdown.tlae time-4 ead1
and, in esscrue, t soi'Ve the proirlem. Firpt, each' s.age
of the process Om commitment to filling the vacancy has

the

been sitqined in sequence on n chart, We can now track \h
position .ill the way
lingers' too lotig inNa

wait to hear when a pos
dates to be selected..

krou41 and can push it along if

one'pl;re. Previously we had
on finally was ready for dand

,1
0)

In&a. dition, the Project now makeS extensive ilse of registdrs for
cla ificatIons which are often used for the Project: Th
proce are is discussed im depth in a later'section of t repoh.
It havvLesulted in- the ,almost- instant. evus filling of ome
positqpfts. /

.
,

a

I . . .

.

bets 1-7.are also disc;Assed in later ectiomy of this report,
bu 'it "It important that they be understood as specific areas

,

-

in w icli new, additional 'discoveries have been made ana implemented
since tlie viblication of the First Year Repore.

.

B. ,Look SbrWard
e

The moveme t to non-subs ized training positions for Project Skill
participants is eviderice of its acceptance as a.valid manplAer
,endeavor. The Project's ccompl.ishments and track record have
resulted in mmitment the part of the Department of Adminis:-,
tration to place rojece''S ill into the next biennial budget request.
This commitment .them means th;it, upon legIdative approvalJ.-the
'activities of the Project will become an on-going part of theState
of Wisconsin civil service System..

In addition, preliminary work is beidg done (through a six -month
'dev lopmental grant ,from the State of, Wisconsin Manp6wer Council).

lay the foundation for extension of the Project Skill model to
cit d'County government positions in the balance-of,state.
Upon demonstration of sufficient support,ink-ae target areas, 'a.

'full year implementation grant. will be applied far.

It o possible that the-model could b. e useful to other states
cl.loca areas as well. The volume of inqui ries provides

preliminary indication -that such an activity would be supported.
t

For this reason, a Conference is being planned in fall, 1976,
which would expose key administrators in Region V (Minnesota, Ohio,
,Indiana, Michigan and Illinois) to the model and would then gauge
theicinterett in pursuing such an activity in their respective
states. Ifs the feedback is sufficiently.positive., a strategy to
assist interested states, agencies wilrle further developed.

At this point, then, many pgssibilities rettinin yet to be explored
and movement is being made to in4tiate such explorStion. The yet-
unconfeconted other possibility is the potential utility of the

Project Skill, approach to private employers. Each of theseareas
Must be looked at sooner or later,,,FOr'now, we have at least,

begun to hammer At the unanswered question: What can be done?"

-"- 6
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A. \Joh Development: Life,Withoot Subsidy

The Iriginal Project Skill budget contained a line item providing
.

reimbursement for tralnee salaries during the maximum six montha
training time Initially, ti.1s subsidy made employers moreiwilli g
to "risk" tak g on a Skill trainee and assured that -if a trainee
dia 'not achiev probatiyaary status there would be less outright
-vst to the'em lover.

.

1 The Prflett is now -at a point, . -due bOth,to budgetary and philo-

sophical consideratlals,, 'to move ..to a new plateau: life without
Q subsidy. The SOI:j Dev lciper's task, when armed with th "carrot"
of a aubsidizedstraining was indeed uphill. The two y ars of
experienfce and tie demonstrated value.of Project Skill recruits,

,

have tended to make that lob easier. Now, however, t crack 11.0-0

the door dust' be widened. The two years' experience as also
shown that employers do get their money's worth when rhey pay .

the traini4 salary. The wbrk output accomplished du ing the
°training period isAdeed sufficient to cover salary aid.

With this new dynamic,' the' beveloper's.mission m y again.
ti increase in difficulty, although some agencies have alieady.-

.-e
committed positions with full knowledge that,there would be no '

subsidy. This development, hoWever, and the continued flow of
ProjeceSkill positioll are important to the portability of ;the
Project model toofher situations. ,While it may be initially,
important to provide subsidy while a project effort is provteg' A

itself, the ability to move to unsubsidized jobs is an important
gual'in making'tne Project an on-going part of the civilServi'ce
System, .

The-lob development. effort then becomes.a matter of conceptrating
. .

on the a
-

ray. of services provided by the Project, the productivity
and attr tiOn rate of earlier partl4ipants, supervisor, testimonials'
and'ihe fficiency With -which a position can be filled once it is
committe . .The comirig ye4r will be the acid test.

t
.. .

, ..

B. landPlgneigScreeniilt:Breakin New Ground (Intake)

ti

In%ithe areb of intake screening and placement, some major changes
'took place in the second yeariThe first of these changes involves
the consoli4ation.of intake'fonctions under the Intake Counselor,
this person being responsible for *eke activities for the)ladison;
.41va and, in conjunetioy with the Trainer 5:!t TrainerAssiStanp, for
the.rest of th'e state. Final responsibility for the files and for
infotrmation-gathering rests now with the IntakeCounselov, As part
o the consolidation process, files were extensively reviewed and
bpd ed,'referral source lists were concen't1rated, and master lists

-1--
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'sof all active a plicants and of their job-interesps-were established.
At ehe present ia'eo Project Skill has the following numbers of
applicants:

00

Active: Matisonorea: 114

Out ylng arizaS: 1I
Dor ant: 137

Tot 1 : 365'

The Second major change ocgurr4dwhen a limitation on new referrals
to'ProjectSkill wa lased. (This.'applies only to the Madison
area; which has the largest-number of referrals; pe outlying areas
have not presented t is problem.) It was felt that an overabundance
of applicants existeckin.relation to the number of jobs available,
and that as the numbet of applicants increased, Pfojqt Skill's 6.

.ability to provide a 'meatineul chance of employment to them
decreased. Therefore, new V errals for the most frequently,

.

occurring and most sought-aft i jobs were suspended; a waiting list
was establiOed for those'jobs and is drawn from as needed.' New
recruitment is done for less frequdntly occurring positions for
which a largs,pool of candidates does not exist; this is usually
done as indfvfdual positions arise. In this manner, (1) several
applicantk who had been with the Project iqer quite a long time are
now working, (2) the number of inappropriate referrals has decreased,
and (3) ,the fries are gradually being reduced to.a more kablv

U 4 .size.

k'. fn regard vo !$pecific intake and screening activities ('e.g. screening
-*interview., requested qualifying documentation, etc.), there has. been,...

no change; requirements and procedoc-es remain the same. However, '

there has been, and continues to be, reewhasis of referral proce- J

dures and oNthe referral source's responsibilitY in the referral
process. This aims at: (1) better serving the applicant and
,(2) reducing the problem of inappropriate,rsferrals to Project Skill'
caused by initial misunderstanding of what Ptodect Skill actually

....._
is and by aisinterpretations of what Ptoject Skill should be, as
well as by simple forgetfulness. In considering applicants
in our files, greater emphasis is being given to yairly current
recommendatron by the referral source in order to offset time lag
since the original referral. This continues the updkte process,
in some cases resulting in withdrawal of t6o referral.

Oral examination /evaluation, the next step toward placement, also
evidences some imp tart changes. First, there is in most cases
automatic feedback o the referral source about the appl'icant's
performance on the oral exam and job interview, noting both strong
and weak areas. This has produced a very positive response from
the referral sources, as they can incorporate this information in
their efforts to help the applicant toward job- readiness. Stronger
working relationships between Project Skill.and referral sources
result, as well as better-prepared applicants.

.

A second change is the establishment of jelb reg,fiter.s from the
results of.the oral exams. -('For a more detailed discussion see

k F -2-
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1/1.fil.Servido Procedures" section.) The registers', valid for a

period of six months, aid considerably. in accelerating the hiring
process: names on the register are automatically eligible, within
the restrictions governing that register, for a.job interview.
Thus the lengthy processes of'intake, screening, and examinatioo
can be avoided during the lifetime of the register; this i8 a
great aid in both job developing and in placemerie. A record or
the registers, with names and, expiration dates, i kept by the
Ini.eke'Counselor.

A third change is being initiated in the admiqlstratfon of 'Ab-
breviated vertione of written. or performances clerical exams as
part of the oral e4am score for selected cl4rical pOsittons,only

.(usually a higher level position). Two conkderatiens,influenced
this decision: (1) Registers establihed.from exam scores have
a "six-month lifetime; if the register is t6 be a useful tool, .

scores Tryst be valid indicators at` any cige. within those six c

months. (2) p.egisters are established for a whole job category,
yet individual' jobs within-thst,"(:ategory may exhilrit a wide

1

degree of vat- anee; egain, in-order thae the register be a useful
tool, it must xepresent a certaAn basic skill level necessary for
clerical fuhctions and eomMon to all the jobs within a category.
.Because of thee e factors,''an objective component in the total
score was seen' to be ari advantage. 'That total score-ts defived

._ so that the ap licants will not be penalized for perfOimatice on
the written or performance eyam; only in the ease of an inappror
priate referra would it hav'e a decisive negativeibflUence on the
total score. he written or performinze exam'has been employed
(twice) to dat .with favorable results.

C. Trainin Trainees Su.ervisor§ and C Workers

1.

t

Traine s:
.A

Traini g fora period of up six months, is a standajd
compon nt of the Pgoject his. time is used for:'

.

- Learning the tasks/

Adapting toothe work routine

Adjusting to coworkersand supervisors

7-
- Arriving at geheral proficighcy of a.person
regularly recruited.for the job ,

4

a. Orientation: trainees are given informa'tion concerning
thejollowing:

.1) ours

2) Wages

3)' Safety
A.\

19
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14.k1

4) Union

5) Vacai ions

6) Sick Leave ..

r4-) ,Other fringe benefit options . L..

-8) 'WorkAules . . ,

Trainees halve some awareness of these tcyiCa from
their preliminary interviews for the jot.. However,.
a specific' discussion is .held at the beginning of

work, spec alisti may be called on to talk,about
their ent. When larger groups areobeginningm

certain topics, e.g., safety or about the ..0-

A
Trainee orientation In one particulaRoft4VITivi
lcintly with a state colonyand train sdgga-1,

0

oto

t

.

the retarded, the DePartment of "
v

tation Counselor, the empilyink unit tratnirii dffiddi,
and\the Assistant Trainer. The arientaltdn is geared
tq explain the following:

1) Personrie Procedures

a) RepEit ing in

b) Breaks. -Luqch

c) Training -Schedule

1

d) Who to alk'to regarding problems1

e) Safetj

2), e?roject Skip .

a) Monito i g and evaluation

4 . b) Problem s lying - counseling

c) Trainerr sponsibilities
.

3) Department lf Vocational RebebilidaSt4;.1

a) Obrid.ofIW rk Series

b) Counseling

b. Pre -" training: In certain instances,.slpe preliminary
training has been considered to be nelisary. Some of
the reasons for pre-training are:.

-4-
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1) Exploration of the level of trainee's ability
skill and relationship with others

.0
2) Basic drientatlon to work setting

.0

v. Who Wes Training? The immediate supervisor within
the "employing unit does the training; he ,j
certain -instructional duties to lead workers.

q. Supervision of 'a trainee includes:

:Id) Instruction in techniCal.aspects df the work

2). Periddic monii.oring of progress

3) Establishment of optimal work atmosphere

.

.. .4)_. Periodic feedback of progress evaluations to
ttrainee f

. . -
r

.

"4:\-- .
9 .0

54 Reporting of trainee prOgress to referral sources,
c,, a'dministration, perionnel, Project Skill .

.

e.4)4Poupsabing and- Referral of Train'es: Counselfng is.
defined as the,interaction,ketween t%)b individuals
where the counselor provides cries which help the
trainee move toward a'resdlution of conflict, deCision-

.making, improvement of mood, or generAlly increased
awareness and acceptance of realistic options.

Tbts prOCess ,in the general sense could take place
betWeep a gupermtsor and trainee, but if the problem

3 is r, plex:or'protracted, referral to the trainer is
'indfc ed. The traiRer will decide whether to provide
counsel ng or to refe the trainee'-to another resource.
such as the Division.of Vocational Rehabilitation, -

Mental Health -Centers, Rehabilitation Facilities, or.-
other'agencies.

,
If the nature of the problem is In the realm of activ-
ities of daily living, e.g. housing, food, shopping,
budgeting etc.., the trainer refers the rainee to the
suppoltive services staff member.

t

1.- Types of Jobs;

. - Buildist Maintenance Helper 1, 2

Cleik 1, 2

Food Service Laborer

Food Service Worker

Graphic Reproduction Aide

-5i
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Laborer'

<

. Laundry. Labore%

Management Information Specialist 2.y..

Property'l4orker

Shipping and Mailing Clerlt. 1

Stock Clerk 1

Typist 1, 2

g. Types of Work Setting:

k

g-

`.

Federal Prdperty Program

Mental Institutions

Office Buildings

4

J

Training Schools for persons who are retard 4d -

'Universities

Vetglans Home

.

tl

2. Supervisory Training,:

A fOrmal.presentation has been evolved by the Assistant,.
Trainer for use in virtually all job setting's. Tie

supervisory training program has been successful tn most
instances in providing supervisors with partidutar insights
and 'techniques fOr working with Project traidee4S-* In

some cases, a problem 19 created when trainees begin
employmEnt before tilt training program is given. It is
an ever present; fact\that personnel departments mustbe
totally committed to the program, Arare of peoples'
attitudes (especially supervisory personriel) in order to
help Spear "off probl'ms before and pring the Project Skill
involvement.. di

Supervlsory training is approximattely 2 1/2 hoftrs long; 'a
certificate of completion' is issued to' each supervisor
participating in the session. The sosslon'is 4et up to
ive sivervisors a training plan which can be impiemented
in the total work unit, to more thoroughly trian new

'employes and at the same time.alcrt.them to the strengths
and weaknesses of people via actIvIties.done among them-
selves- during the training. (The-emphasip is shifted to

1

Q
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the mild mentally retarded,and restored emotionally
disturbed populItion after'enough exercises.are-done to .

make them knowledgeable about the learning OVitess of
adults%) A manual has been developed by the Trainer

°

I .
Assistant which describes this process in detail.

3. Co-Workers:

.0*:

The.staff has been made aware of the need for-co-Workers
to know about the Project. It.eases tensions-that are
fairly`namal,.though not necessarily acceptable which
giderally make thi training situation uncomfortable,

Aet;

Co-worker training varies,in length; but is generally
a 45- minute program, with an emphasis on Project Skill,
and. what it offers as a special program for thesild
mentally retarded and restored emotionally disturbed

4 person. The film is used to help explain the program in
both he supervisory training and co-worker- training. '

e
-4. ,,Staffinss:. . ,

tSatfings occur after the first three weeks of emplo;Zi*, .

although reports begin after°tha first week and continue
, every keek thereattes untll'progress warraneb fewer

evaluations. ,

Stiffinis are a very special part of the employment
piCture for the traineeand the supervisdo; Time i%set
aside to talk with the trainee about .the work he is
involved in, what he thinks his progress is, and how he_

-t feels about the work after he has hhd a chance to do it
for approxitately three weeks. (The first staffing his
about films weeks after starting date, so that the trainee
has a chance'to become familiar with t1e workco-workers,
supervisors, and work rules.) The same is true of the
.supervisor. Time is also set aside to talk to the ' .

supervisor about the trainee and his,progresi.' Both the
800 and bad'points are brought out in the individual
meetings' and the trainer makes a point of bringing the
points up when the joint meeting happens. It is the
stgfWs feeling that feedback is very helpful for the
trainee and that it can also be a Means of helping to
mediate and remove misunderstandings long before they
becdme a real. problem. Many questions' are answered by
the persons involved in the meeting and thus far the
results of the stuffings have been of a nature to provide
useful insights and inforiation.

,
D. pportive-Services.,

Supportive Services:_

, Thb supportive services aspect of the program is very'imporeant to
as that the trainees neeas:add problems have'been attenyled to,'
if placement/is to be auccesiful.

" '': 4

1.; 13
. ,
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.,4, .Supportive services is akfeatuee of th-4 prograi that is ot
utilAzed by every trainee. Tt is, however, extended to 1 and

those who do have problems in the supportive serviles are are
referred.to the Job' Coach Examples of the kinds of supp
serviceswhlich.havCbeen provida are:

Assistance with trantmorration andmoral support - night
traffic court situation

Assistance with transportaf.on and. moral support - hospital
emergency treatment 41

Assistance with food preparation, shopping wisely.

Assistance ih.arranging for atrainee's transportation
aKer work (second shift)

Assistance in opening a savings account

Provision of moral support;by accompanying an eligible
applicant who was hired into a GETA LTE position (our
placement but hot a Project Skill position) for,interviews,
and assi'sti'ng her in'finding transportation

. Assistance with deVising and implementing a budget
A

Assistance in Searching for housing
...

The alerting of trainees to various recreation programs
available in the community'

In some cases, counseling is also a part of supportive services.
In those instances where the counseling needs are most acute, the
trainee is referred to Vocational Rehabilitation or Mental Health
Cenier personnel._ "

Volunteers:
ca

Because the ProjectEkill Program is geared to assist persons who
ate mildly mentally retarded or restored emotionally disturbed, the
volunteentity of the program is a significant factor in trainee
success; therafore°it must'he handled with a great deal of diplomacy.
In many cases, ionsiiriess is a problem for.Skill trainees. For the:.

specific population that Project Skill servab,°there are not a large
number of volunteers and because the process_is a delicate'one,
there must be somejassIlrancd that the experience will be 'Positive
foi bpth%partiesinvolved.

_the yoiuntier qualities most sought are:

'
, . Willinkness to work with a trainee on a'ona-tp-one relationship'

.and as"% friend ,-
.

.

.

1.4
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Willingness to assist in situations when the need-arises,
such as budgeting, ?hopping, cooking, orjust having bid'

Willingness to spend a'minimum'of two hours a week with the'
trainee. The specific time add day would, be agreed ,upon
between the volunteer and the trainee

At present there is one active volunteer and one volunteei situation
which could not be worked out becatise of a conflict in Wprking hours.
Two trainees have received volunieertf in the past.

Volunteers are'contacted weekly:it° monitor progress, answer questions
andiconcerns.

e

0 Some of the activities the volunteer? and the trainees have been
doing together aregoing to the movies, eating out, going to a
concert, or chatting with one another.

! -

GhstActeristiCsof th three trainees who now have ore have had a
.vblunteer!

1. Female N

(
` Disability - mentally-, retarded..

Age - 24
Present*3bb - Laborer

Female

1.

' Disability- emotionally disturbed .

Age - 21 A .

\ .
.

- Interests bowling', music
-

4.§

Redigned from her Building Maintenance Helper 1\position
to move to a different city

"' 4
-,

3. Female ...- 4.

Disability - mentallyzreterdee e A e

Age -18
.441°

,

Interests water skiing-, horseback riding, and tennis
Was, terminated. from her Building Maintenance Helper 1
positi&n ,

'Characteristics of. trainees for who"; volunteers are being sought:

Mai'
Disability i mentally retarded; also speIch defects, one-

paralyzed arm and epilepsy
Age - 26
Interests - collecting coins, going to'the movies
Present Job.- Building Maintenance Helper 1

2, Male
Disability - mentally retarded; also epilepsy
Age - 3
Interests collects salt and pepper shakers, religious

activities.
Present Job - Building Maintenance.Helper 1

-9-
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3. Male.
/ Disability - mentally retarded

Age - 31
'Interests - none
Present Job'- .Building Maintenance Helper 1

Volunteer agencies are contacted regularly for the purpose of
recruitment andrmaking4known the needs of particular 'trainees who
tare in.need'of volunteer ser/ices. Agency groups contacted are:

Citizen Advocacy Program

Wisconsin Union Volurdedr Prograd.

Voluntary Action Center

Central,Colony Volunteer Program

*Lak4Shore MaTor

St. Paid's Catholic Church

Allen Hall'

Madison Area Community of Churches
#

4

Lutheran Social Services

adison Association of Retarded Citlzsns

Retired Senior Volunteer Program

1
. Community Action Commission

Mental Health Cetter

Madison Community Center

1

4

Participation in Volunteer Days included many of these various
agencies. Project Skill has been represented at the Unilsrsity of
Wisconsin Memorial Union and also will be represented in the spring
at Madison Area Technical College to assure the visibility of the
program. Also in early Aprilfthe Volunteer Coordinator will be
attending a workihop given by.the Wisconsin Union Xolunteer Services
entitled Student Volunteer Program exchange. The purpose.of the
workshop.will be to see what both the agencies and faculty can do
to make the student volunteer program better for all involved.

Follow-up:

Because the main emphasis of the,Project Skill program is-to
develop model for emplbyment of the mildly mentally retarded
or restored emotionally disturbed persons, the Project staff

16
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determined-thA the end result for each trainee should be carefully
reviewed in terms of success or Tailure. .

.

This prqcess is generated by a basic concern for what happens to
each individual from the time or, application to the Project.
Involvement begins with the prescreening process which is done . -

by the Intake Counselor. !La trainee is not able sto Succeed in
PrqjeZt'eMp4oyment, it is the staff's rfsponsibility to see that
the transition back to the public or prrvate sector or other
services is a smooth experignce, even ihodgh.it'may not be pleasant.
This is done by calling the individuals perpdically to check one
their overall situation, go provide encouratemeht, and to monitor
whatever progress is being made toward,utilizing other resources.
It is a concrete' waysof saying to the former trairwe"I remember
you and I,.care." It is:also a way to find alit whaher there is
anything &urther the ProjeCt can contribute to the former trainee.

.Some examples of the trainee situations which have been followed -up
are:

One trainee who was a-Laborer left after working for five -

months. He was not enthusiastic about the nature of the
work from the start. After leaving, he got a job as a short
order cook. at a hotel making 3.25 per hour. ..

.
. . 1

A trainee who was a Building Maintenance Helper was terminated
after working six months. He obtained a job at a processing

. 4 plant, removing parfrom cars making $2.60 an hour.

Another trainee who was a Building Maintenance Helper for six
weeks terminated her employment because she didn't like the

04 work. She is seeing her DVR counselor who is trying to help
her find employment. .

E. Staff Responsibilities

Dissemination of information about the Project for applicants usually
begins at the referral source. However, Project staff have the
responsibility to inform all the principals about information they
should have. The following list represents some of the major topics
and 'responsible agents in the information exchange:

Non - Project Skill Staff Project Skill Staff

Referral Sources . Intake'Coundilor
Job Developer
Supportive Servites Specialist

Applicant ... Intake Counselor
Supportiv'e Services Specialist

1 7
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Non-Project Skill Staff'

Employer:

Personnel ..

4

Supervisors.

Project Skill Staff

.1.

,Job Developer

Armal Training

Personnel Procedures..

Co-Workers

Wet%
Trainers

Assistant Tainei

Job Developer e
Intake Counselor

Trainers

A ...Trainers
Supportive

Cnmmunity'Resources,
.V nteers

4 t.

tionist, Typing
.

Files, Secretary

Services Specialist

Services Speci.alist.

This list represents e persons primarily responsible for respec-
tive% contacts. Virtuall '11 staff have participSted in functions
other than their primary ro This enables each member to have
a better awareness...df the'overa .process; it also is necessary
to meet the work demands as volume intseases in certain areas.

18.
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CHAPTER II,

TRAINZESAND AD HOC PLACEMENTS

A. Tra'in'ee Characteristics (Summaries and Case Histpry Examples,,
March 31, 1976)

,
. (,

41,:.

The following isa summary of information on those individuals
who Are now either permanent state employes or who are working td .
achieve that statue." , .

.

Status: Training 19

-

Probation 11
4.

Permanent 22

Total: Active: 52 ,

. Average time in traie status of persons advanced to probation:`
3.5 months

Number of persons.Oromoted: 7

.Number of persons demot4d: 1 (A voluntary acceptance df reduction.
in pay to move to more-compatible job)(Laborer to Clerk 2)

0

Number of persons demOted to lower classification within same job
series: 3 (Persons moved from Laborer-probation to Property Worker-
probation)

4
Active Trainees (52)

Sex Race

Male: 37 White: 47

Female:* 15 ce Black: 3

Native American: 2

Chicano: 0

Disability Age (at time of hire)

Mental Retardation:
...

Emotional Disturbance:

4,

t.

35 18-21: 24 31-40:- 9

17 22-25: 7 41-50: 3

26-30: 6 51 & over: 3

.413- 1
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Persons who haye remained active within Project Skill, and the
State Civil Service have numbered approximately 70% of the total
number placid to date, 52 of 75.

Areview,of the program, trainee statements, supervisory reports,
and trainer notes andimpressions points to some tentative
generalizations about the reasons fer retention and progress'
(not necessarily in order of importance):

(1) Development of appropriate job commitments
. .

(2) Careful selection methods ,

(3) Supervisory and co-worker training as appropriate

(4) Formulation of a training and case plan with trainee;
/-employer, and referral source

Periodic monitoring of progress via written reports from
supervisor; meetings with trainee, supervisor, Ind .referral
source

(6), Enlisting supportive services when necessary

The following are histories which indicate some of the
.dynamics relating to trojent Skill partigiOnts who are presently
active: . .

A.S.: 54, married, male, black.

4

rosition: Building Maintenance Helper 2.

Education: Fourth grade.

Pettily: Lives with wife;

Disability: Mentally retarded. It was suggested that his
intellectual and academic performance were probablA severely
depressed by cultural and social factors.

/
Work Histbry: Seventeen years, construction; eigMt years
factoryt other short term jobs. r:,

Training Progress: Tile trainee immediately. demonstrated
excellent work habits, and.aftert2 1/2 mbrithsadvanced to

Frohlgion. file became a perpanene*,stateemploye 9/30/75
and continues-his kootiwork.

20
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J.M.: 22, single, female, white.

Position: Building Mnintennnce Hefper 2.

Education: Twelfth grade.

Family: Foster home.

4
Disability: Mental retardation; immature personality,
anxieey reaction; and elements of 'depression:

,

'

Work History: Short,term jobs as nurse's aide; kitchen
help; Laundromat- helper; housekeeper.

Training Progress: The irainee,did average work from
he beginnifig, and was advanced to ProbatiOnary status'.4

' 'after 2 1/2 months. Slie has now becomk.a-permanent
.state employe.

.

.G.H.: 31, single male.
.

Positiori: Property Worker.

Education! Twelfth grade.

Family: Lives with yarents.

Disab lit : Testing retults were from about eleven years

11 ago. intelligenceappraisal at that time gave A picture
of mixes potential, e.g., some'brdin,damage, a range of
ability from very good memory for rote learning down
a very low ability to synthesize partipinto a vhole.
Some speech. impediment was noted. The referral agency.
considired the trainee to be borderline retarded.

Work History: Brief work in tobacco harvesting, cleaning
cars. Oue ten yeaNliea'shelteied workshop 'doing a

A .1
variety of work,'the last setteral years in a candle

n .....manufacturing. operatior,i.
4 ,

jratntrik Progress: Trainee was hired as a Laborer-trainee
too doa varaty'oft:tleaning.,..repair and.painting of tools,
maFbinery,lendlurn&ture;,:soctirig.ana packaging; and 4.

o material handling. His work has been fairly steady but
not fast. He works best on. structured tasks. Due'to
some limitatiorip-oMlexibility and speed, the trainee -4
has tleen reclassified into a somewhat lower job called
Property Worker. He is currently'ohiprobations artd his
.steady'attendance Sneverformance talcate he will be
successftl at- is present job level.

'21
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Position: Building Maintenance Helper 2.

C.F.: 23, married male.

Education: Ele enth grade.

ddSyamil y:. Karr]: since becoming a trainee.

Disability: Mentally retarded.

t,
. ,

Work History; Three years farm hand; three months loading
:b6x cars; three months at rehabijitation facility as janitor.

4i
Training Progress: (The general climate of the institution
wherethe job is could be characterized as resistive to .

1

change. ,Administrators, sup rvisors, and,co workers hex-
pressed apprehensions about ,having a "retar "'person

k as &Building Mainten nce Helper 2/ Th y..were partly
conditioned by assuming that the Project Skill trainee
would 'be in the moderatelx retarded alange rather than the
mildly or borderline retarded range.)

In any eventdhe trainee made slow but steady cOgress,
and a9er five months was advancetto the regular probe-
tIonary status. The success ipthis case seemed to be
due to: -

(a) ,A trainee withgood work habits ,and sufficient
,learning pbtential.

Awe
(b) A

-
conscientious supervisor.

I
. (c) ,Period c supportive counseling and financial aid

via.th Division of Vocational Rehabilitation and
a coon elor froma rehabilitation facility.

(d) (Thepr liminary orientation to theinstitution
stagf by.Proj.ect Skill periyanel played an indeter-
minate ole, but we believe it allowed some
cathars s of employe feelings and ,provided some
backgro nd inf6rmationN .The, instikution has
rectntl requested another Building Maintenance
Helper.))

4

C.11.: 24, Wengle male

PositiOn: BuildIng Maintertan6e Helper 1.a

Education: Seve th grade.

Family: Lived wi h parents, four brothers, an one sister
until he was abom twelve.

2

-16-
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pisabiltty: Trainee has a congenital speAh impediment, .

partial paralysis of right arm and right leg. His eakly
:.adjustment to family was difficulat with trainee's
threatening of family members with plOysical kolence.
He had sAllistory of epilepsy during adolesdence, com-
pletely controlled now. Various intelligence Eesting
during adolescence indicated f.QA.'s ranging into the
low average range with some organik impairment. Referral
sources to Project Skilt-ctinsideekt him to have physical,.
emotional, and intellectual impairments.

Institutions: After seventh grade, his mother` -became t11,
and, with his adjustment Orohlems, it was decided, to send
him to a state-run colony for retarded persons. He stayed
there several years at which time he was transferred to

. a privately run residential .care facility. He resided
in this facility at the time he pplied to Prole Skill.

Present W.ving A#rangementsA) The trainee moved%to his
own apartment two months after beginning, Project Skill
training. He has maintained himself there for eighteen
months. .

(6. Financial: ,The trainee had problems'undertanding the
SSDI and SSI arrangement. Communication prevents a big'

. problem for others who must try to help him. Checks, .

which were returned to the"govcrnment, continued after
the government said he was no longer eligible; after
considerable. attention they did stop. He is at this,
time maintaining, himself with no financial assistance.

Social:* He has a sister whom he visits during his
vacations - he does not have many friends or associates.
He leads4 fairly quiet rife, occasionally going to a
movie, and manages to maintain a fairly serene outlook
on life.

Work Histary: Trainee had done part-time work in the
kitchen at the residential facility. He had also sold
soda pop to residents and staff. He worked briefly at
a restaurant as a dishwasher but was terminated due to
being too glow.. 4

1

Training Progress: Initially; the trainee had to get
used'to the physical demands of ihe job, e.g., mopping
by means of using his weakened Fight arm as*an assist.
He made steady progr#ss and was advanced from training
to regular probation status aftek three months. He has

now been a permanent.state employe for ten months.''He
may have to remainmon his present leVel of work becausie
the next higher classificatidn could require snow shoveling
and climbing ladders' which would-prove diffieUlt if not '
dangerous for him. One of his outstanding qualities

23
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beyond his proficiency as a worker is hie pleasant
personality which has been commented on by Twiny state,
employes.

B. Drop-Outs and Tgiminations qummariea indCsse History
examples, March`31, 1976 }_ '\

Thefollowing is a aummary of information on those Individuals
who were hired into Project trainee positions and who; for

:whatever reason, are no longer employed through the program.

Status: ,Resigned 10 Aktt

Terminated 13
0 s

,

Total Drop-Outs: 23
4 (31% Attrition }. 4

Average time active prior to resignation: 2.9 months.

Average time Active prior to terminaiton: 5.2 months

Terminated Trainees (23)

'Sex Race

.,Male: 17 White:

'Female: 6

21

Black: 1

.Native American: 0

iffr.

IS Chicand: AI-, r 4
, ..... .

Disability , Age (at tithe of hire)

31;:46: : \ '0
. ,

41-50:, , tijk7Or

51 & over: 1

Mental Retardation: -

Emotional Disturbanceri

'17 . ..

6

18-21:
.

22-(2511.

26-30f

15

4,

3' .,

1
.

a

6

A breakdown in°Oneer more of the six factors mentionedunder Active
i trainees nay well cause a drop-out. a

..

% I
t, I

.

Drop-outs fall into tw,-4": gor4s: resignation termination. The
4.F?y

ten persons who resign ave some of the followingyeasons for
.

,k
laving:

. ,

. r

- - WA not like the work 1.." .

,
, -:- ,1

- Physically or emotionally not ready f

, '.
- Family interference

24
4

N (
, .,..

,i .
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Of the thirteen
ment were:

J

r

The
to t

iy .Projec

/

4'

r-

. ' .

persona terminated, some reasons

.*
n Poor work, low productivity

- Absenteeism

- Stealing

given by-manage-.
- ,

/7

flowing are case histories` whichlsketch the dlements tel
situations of Individuals wOO are no longer employed thr
Skiff l: -

singlemale. .

ition:.-Building Maintenance Helper 1.

Edu tin Eigh 'cti grade.'

Famil Lived-with parents and three sisters until he
4wap ei teen. We have no record of the' family relation -
ships.

tins.

ugh

I 0 Institutions:\ Aft-sixteen the trainee resided at
instAution'f4 .the,retaided. He Was digeharged
three mont diiruptive behavior.l'He has
a, residen A tacilityII since 19at.'-

DisAllit Epilepsy; well controlled. Mild mental
retardat,te, . History of acting.qut, but primarily
behavior c racterized by. negativism, withdrawal froM
iesponsibil ty, and hypersensitivity to criticism..

e
Work History :, -T

institution:* ,The
training and hint b
facility'sCanteeh:

a private
after
been if)

,
A

re is no known work done\optside the
rainee'iaid he had had som0.janitoriel
en a cathier at the residential

('
Tr inin 'fro ress: he trainee participated in some
pr iminary janitorial training for two weeks. He had
son minimal skill at ome of the easier basic tasks such
as e tying waste bask ts, dusting, etc.' When he' had to
imp he began to have difficulty partially'due to physical
weakness. Each day of the second week, he grew more
resistive to direCtions and assignments. ,Finally, he quit,
saying he was not interested 1.14 the work.

In retrogliect'it a peered hat. the trainee had not had\g
sufficient vocatio al train g and general adjustment
services to enabl him to ac "ept.a responsible job.

-19-
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J.H. : 1.8.0 single mhle.
.

, IP

Position: Tuilding maintenance Helper 2.

Educatftnt In tegl.ftti grade, special education.,

Di bility:
, r

MentarTetardation.

,.

(

Pamir Lives with parente and sisters and brOetifrs.
. ..

.
. ,,..,

4--

.
. .

WorQH1erory:% PartrfiMe janitorial work for ttire yeaie.'' ,(

.1
.

O
-Training_ Progrese: Trainee worked for about sigd.ays.
Supervisors reported hie initial work was satisfactory.' 'i
eiTevert.heless, the trainee reelined, Baying his-family

, was,coMplaining,because of his coming home late (1-2 a.m.)
after hie shift and"that the family was-awakened. Further
inquiry of. the 'high em teacher revealed that the' -I

father hid been opposed to- the stift.work from the begin-
ning. The teacher had al o_indicated that the trainee
&uld getihis oli) jab bac if the Project Skill job did
not work 6It. It wa$0411 ught, also, thit the supervisors--
had not really.suppqrted the trainee,,in hid initial ,
efforts. ,FiAally, the trainee's youth, dependency on the
hhigh', schaOlteacher, and general immaturity caused 111.m to

1

find it difAicult to make'the adjustment to the job. 1 .

r.

-

J.A. : -21, single,mali, Mexican-American.

Position: Building Maintenance Helper 2.

.

44. Tenth grade.

0

!amity:, Had rived with mother and seven brothers 'and
sisters;m:mdd into'room on employing institution grounds.',

'S.

Disability:' Mental retardation; cerebral', palsy, speech
defect.

,

Work History: Rehabilitation Facility, variety of jobs,
one year..

.....0

.

.
.

ak

TrAinin Pro res I.. The trainee began securing average
ratings during t e first months, although,some,difficulties
were mentioned about co- worker,relationships. Variou
meetings with supeivksors and c0-workers %ere held, ho ever,
ratings'of the trainee tell from average to fair; even-
tually he was terminated. It is believed that more
intensize and early supervisory and co-worker training ma
have ameliorated the situation;

-20-
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S.H.: 19, single:- female, white.

Position: Building Maintenance Helper 2.

Education: Tenth grade.

Fami4y4Bousing: 1.1.4 d inroom ott grounds of 0fie employing

institution.

Disability: Mental refardlon..

Work History: Dietary aidein nursing home, one year.

Training Progress: Basic four-eek 'training was completed
successfully. "When the 'trainee was assigned to a cottage
witH residents she resigned, s'ayinghe did not /ike the
work. :

F.W.:. 25, married, male, white. %
. -

Position: Building Maintenance Helper 2. qP

Educkpion: Twelfth grade.

FAUN,: Wife and two children. There were some family
problems and 'for awhile .the trainee mdved to live with
his mother.

Disability: Mental,repardation; kidney transplant --he
began to have physical problems and his physician recom-
mended he resign.

Work History: Rehabilitation Facility, 2 1/2 year?;
janitorial; four years; kitchen helper, four'monthe

siver

Training Progress,: The tikinee did average to exc ellent
work. He advanced to Probation after 3 1/2 months.
Unfortunately,* medical reasons forced his resignation
after a total of five months' employment;

C. Ad Hoc Placements

In addition to permanent job placementvithin state service, the
Project has also assisted in placing applieanes in limited term
employment:positions. 'Some agencies requested assistance in filling
these positions with individuals fromrthe Project applicant pool,
Although these were not permanent positions, this was an additional
feasible way for opening the door for handicapped persons.

To date ahalltime typist position (physically handidapped-person),
ouedaqk 2,, and one Typist 2 pbsition'havZbeen filled in the
abovl.tdiscribed manner.

27
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The Job Demeloper also worked on filling a Facilities gepair
Worker position, and approximately eight summer relief Building
Maintenance joba, but these positions were eliminated as a result
of budget cuts.

The ,Project also has a pool of applicants who have been referred
for.job placement, but haven't been placed in any position.

D. 'Current Job Commitments

As of 4/9/7.6, the following jobs have been committed and are in
the process of being filled:

q , Classification Number

. Clerk 1 3

Clerk 2 . . ..
V. 1 .k

t

,
N. 9Typist 2

4 r

P A. \ i 2

Machine Operator 2

Building Maintenance-Helpe 2
\

Total

r

.28

18
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CHAPTER III

RESOURCES'
. ,

A. Community Linkages

The major referral agencies, in order of the number of referrals,
are:

Division of Vocational Rehabilitation (about 80%)

Rehabilitation Facilities (abo.ut 35%)

Special Education Programs (about 5%)

Mutual cliEente cause. figured to total over 100%. a

0

A number of applicants have been clients of two yr all three of
the above agencies. These relationships may be concurrent or
sequential. 401

The Division of Vocational ReVaiiiation (DVR) has been. active
with an estimated 801 of our a$pliCanta. In a few instances,
they have reopened files of former clients in order to provide

.

services.

Assistance from DVR has included the following:

Monitoring trainee progress in cities at a considerable
distance from Madis6n,

Financial assistance for clothes, rent, transportation'

Counseling

Arranging diagnostic services (e.g., vocational, physical,
psychiatric)

e
Rehabilitation facilities have worked with an estimated 35% of
the applicants. Often, when a referral is initiated from a
facility, the applicant is also a client of DVR`. We attempt to
clarify what the respettive roles of each'agency will be in regard
to the trainee. This has generally worked out satisfactorily so
that, if the service is necessary, supervisors usually only have .

to work with one counselor: DVR counselor, or facility counselor.
The Project trainer is expected to serve a monitoring" role to see
thataervices are complete in terms of trainee progress.

Specials Education teachers have referred a number of fairly job-
ready young applicants. .Usually, the applicant is also a client

29
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of'DVR. Special Education teachers may be able to assist with
counseling, especially if the applicant is still in school,
receiving work credit. Sometimes, however, the student has
been out of school a few years and other counseling may need
to be arranged.

In addition to referral agencies, the PfOject has maintained
a close relationship

.

with the state Association for Retarded
Citizens (A.R.C.). This.has been an excellbnt information
source; the Manpower Director also participates in the A.R.C.'s
Vocational Rehabilitation Committee and provies assistance
with developing priorities and assembling a tiaining package
for local gtoups to waist .4.em in'defining and utilizing all
available resources. The 'relationship has thus far proven
to be mutually beneficial.

B. Civil Se vice Procedures, Classifications

o

In ord4r or Pro t kill to proceed more effectively, s and rd
hiring pro of he State Bureau of Personnel hive bee
modified. Responsi lities such as preparation of announceme
and job descriptions have been delegated to the Skill staff for
changes to accommodate the needs of the(Project. Basic qualifi-
,cations for Project jobs are age 18 and Wisdonsin residency.k
Additional qualifications are added where necessary, according to
the specific classification. ft

Project Skill positions are lilled through k closed recruitment
system in which-only applicants tertified'ae retarded or restored
emotionally disturbed are eligible. An example of the certifica-
tion can be seen in Appendix A. The job description, a very
useful document, is a modified version of the position description
(a standard personnel document which reflects breakdown in'percent
.of tasks to be performed) whigh-lids both S$111 staff and referral
sources in the saectionirocesS. The job description's primary
purpose is to provide a ietailed guide to the nature of the job.

Registers

6
In the second year, Project Skill began the practice of estab-**
lishing job registers.from theoresults of oral examinations _in,
order to reduce the time required to fill a job, eliminate-

4 ,re etition of efforts of both'staff and applicant, and enhance
th applicant's chances for employment. While registers are
common procedure in the State Bureau of Personnel, Project Skill
used them only haltingly at first, because the procedure-was
not familiar. Nor was it well understood how the regi!Ster could
be constructed to hest fit the needs of the Project; Initial
attempts have defined how to set up-a register and tailor it to
the Project; a register is now established for every oral
examination given4K
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Job registers have a l ife-time.of six months, renewable for another
si s. The mostuseable register for Project purposes has

characteristics: -

) It is "area-wide," i.e., valid for any Department within'
. a geographical area defined by tite 1Qreau of Personnel ..

-CZ) "It is "classification-wide," .i.e., valid .for any specific
positiog within a general classificationo

(3) It is "periodic," i.e., new names may be added to the
register during its life-time .

Registers governing clerical positions will have the above-listed
chardtteristics; registers governing"laborAnd service classAti,.
cations such as Building Maintenance Helpei and Laborer are subject
to limitationg such as "Department-wide" rather than area -wide
and "this position only" instead of Classification -wide. (Here,

joint registers can be established, where,one examination produces
a register that is valid for two departmeneL) The difference
lles in authority to hire: in the case of clerical classifications,
the Bureau of Personnel holds authority for the whOle state, in
the case of labor and service classifications, authority is dele-
gated Eo individual departments or agencies. -

-.1

Proceddre for filling any position governed. by a register then .

entails only certification of eligible nameg from the register
and scheduling of these people for a job iaterv,iew, a Considerably , .

less complex process.. The time-consuming steps of job announcement,
recruitment, screening, and oral examination are thus eliminated.

.

The for .establishingstablishing a register involves another civil
,

.,.

'service procedure: ,Sriting of'the job announcement. Involved
here is the wording of one section on the announcement which
describes the type of register to be established, e.g., area-
wide or one"department only, classification-wide or this position

Illt-tmly, 6eriddic, etc. It is a standard and relat ly simple
procedure, but care must be given to correct word g' nd details,
as this section constitutes the legal authority for waiver of
the examination process.and strictly defines use of the register.

Examinations:

In regard tooral examinations and job interviews, procedures
follow essentially the patterns laid 'down during Project Skill's
first year of operation. The notable exception, however, is the
introduction of abbreviated versions of the'standardized.witten
and perfqrmance tests for clerical positions as an aid in con-
strutting solid job registers; this has been discussed in Chapter
lB.
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Reclassifications:

In one work setting it was discovered that some of the Laborer
trainees were not measuring up to ,the expected standasap of
versatility and/or productivity after ttie aix-month training
period. Because the trainees showed proficiency at a-levp1
somewhat below the standards, yet of a useful, productive nature,
an extension ofitraining time was granted while the PerSonnel
Board was approached about establishing a new classification.
The.request was granted and three persons qualified for the new
classification: Property Worker.

This Property Worker level, and classes such as Clerk 1, Typist
1',, and-Building"Maintenance Helper 1 afford an entry level for
many applicants who might find the_demands and adjustments of
a higher level job too much, at least initially. The Laborer
classification, hoWever, is at a higher level. Thus, by creation
of "the .entry level Property Worker classification, the opportunity
tor carper development is provided for those who cannot meet the
standards for the Laborer position.

C. Filmograph

With the advent of the filmograph in August, 1975, whole new
`vistas and possibilities for. information sharing were opened
up; Although the-filmograph (slides superimposed oh fildt with '

narratIon) is only fifteen minutes' long, it artfully compresses
-basic information on the Project: structure, goals, interrela-
tionships, implications. This material, combined with visuals
of trainees at their worksites and in other living situations,
as well as a statement of support by the Governor, provides
the best possible vehicle for orienting individuals to Project
Skill.

The filmograph has more than proven its"value.% It has been used
in pregentations to professional groups (such as Rehabilitation
Facilities and- the Midwest Intergovernmental Personnel Conference)
and_will be shown in conjunction with staff resentations to
dif rent conferences in the spring of 1976 Association of
Rat ded Citizens, Division of Vo6ational Rehabilitation). In-

the rea of job development; the film has been shown extensively
to onnel administrators, supervisors and other managers. It

has ven useful as a tool to stimulate interest and increased
wil ness tb participate in the Project.

The staff of the extension component has utilized the filmograph
extensively to orient Area Manpower Boards, Developmental Die-
abilities personnel and potential employers to the Civil Service
Project. The staff then builds from this tnderstanding to
explain the variations involved in .tjie extension' to city and
county government positions.

.

GI
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Since the Project now possesses six copies of the filmr,,three
copies have been utilized to mail throughout the country in
responseto requests. Thus far, the filmograph his traveled to:-

Rock Island, Illinois

Winfield, Kansas

Modesto, California

/ Crookston, Minnesota
-

Hauppage, New 'Loft

Portland, Oregon

$

Minneapolis-St: Paul, Minnesbta

Colorado Springs,"Colorajo.

San-Jose, California

Feedback is requested
concerns. Appendices,
sent.' B precedes the

,t y

from,viewers regarding their responses,
B and C are the form letters, which are
film and C accompanies it.

Thus'it.can be seen that there have been myriad uses for this
tool: Ithab been an invaluable aid in disseminating information
as well as in stimulating discussioh Ind.questions.

.D. Advisory Board .

The Board has continued to. meel,duriag the sec9nd year and has
continued to provide the questions, support and advice so.easential
to the functioning of the Project. Representation has remained
relati'vely stable and no new recent' additions have been made.
The most notable change from the.(irst year is that,,, as systems
become established within the Project, the,need!for 'frequent
Advisory Board meeti diminished. Thus, instead of the monthly
meetings which c tterized the firs year, meetings are now
held approxima c.y every two months.

:

0 a

33

:27_

000

1



www.manaraa.com

1

a

e-

COST BENEFIT ANALYSIS

A, Statement of Problem

Considerable attention .aid criticism"has been focused on Manpower
programs and their effectiveness. Program adminidtrators, parti-
cipants, federal and state administrators and the general public
are now becoming increasingly concerned with the results (or lack
thereof) of Manpower programs. This concern %as led to the'greater
application of techniques such as cost benefit analysis and the use
of these tedhniquej-te aid decision makers. The purpose of this
study was to ascertain whether or not Project Skill is a cost or

*benefit to the government. If iU is a cost great a cost? If

it is a benefii -"how great a benefit? ,-
.

Project Skill is a program to test the feasibility of service
employment tor.persons who are mild mentally retarded or restored
,emotionally disturbed. It has already been proventime and time
again that the population specified, when hired and trained are
dapable, dependable, loyal, hard-workl.ng and prompt. We are pre-

. paring-now to discuss the issue in terms of hard facts.

.

0; -Definition of Terms

. . 40
The tetmeused in this study are generally standard cost - benefit
analysis.termidology. An early decision by the researcstaff
ruled out the social costs And benefits component analysis. The

basis for the decision was the seeking of hair cost data versus .

.

.soft data based on long term projections.

- ..: While social, cost and benef4s are as much a part of real cost.
and benefits there are no rtadily recognizable criteria for -

judging their magnitude.
..1C

I The terms used ,for this' study are defined -in the order of 'appearance

- on the work sheet. (Figure 1 - Appendix D)
I a

la. Project cost (government)'per participant , r

7/ , ,

This Is theprogram cost per partibipant. A 1 real cost'
must-be divided by the number of participants for an

.

1number
program cost. In this particular analysis the

/ number of participants from April 14, 1974 through September
. 30., 197 .was divided by.the program dollars expended for,:

the -same period of time. .$160,777 divided by,57 equals
$ 2820 - average cost per participant. g -

......_
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lb. Government cost.is any money paid to d'imrticipant through
a federailyfunded orstate funded. organization. The standard
federal tax deductioo,ss used for persons who were living -

.at home. SSI recipianti are allowed to .Work for nine . months'
at gainful employment and therefore the cost beriefit does, °

not reflect the full return that would be realized on a
--leingA4r4 prOjection..or even i'.two-year projection. The
money rekeiVed by the participants fa palcUlated for one year
pr or to-the date they beget employment with the Project Skill.
egram,.and is the reflection of cost to the government.

2t.. lient wage and sales tax calculation

2b, Client Benefits ar.".

4The participant's gross wage minus the government tax benefits
are his/her benefits.

a

The tdi* income:in the case of this particular analysis is .
fhe gross wage over the first year.of employment. -A11
peritns terminated prior to probation status (six months
or less) were included in the cost benefit analysis because
the cost had.:63 be paid for those ina viduals.

6

4

2c. The government benefits are calculatedly using tax for 03
from the fiscal office, and e federal and state taxes are
taken from the particApant's ge eachpayday.

- .

The sales tax was determined by using the fo ale; 1/3.ot
')participant net wage X 4X. Thlsales tax was. computed on
1/3 of individual's.net income or j..13% of the individual'
gross income:. The federal gov4rnmInt uses 1.30% of gross
income to compute the sales tax per individual. The1.13%
wdrks Out to be a lower figure than the federal government
actually chargea; which means the more conaervative cligure
used in which to base our aneysis.

.
.4

-

0 3a ,The co is number 2a subtracted Ali:benefit ed from number la +.1b
.

. -,(if any). -e:

.N
$

- . 4.

3b. The cost effect ratio is.the total government benefit divided''-
bythe Program cost., J.,

e.

The second step in the cost benefit analysis is to put:down all
'the figures for each individual on a work sheet. (Figure 2
Appendix D) Add all columna for totals and use the'subtotals
'of the columns to compute the cost benefit for the.program in the
same manner as the individual computations were obtained'.

The cost benefit is the total program cost minus the total govern-
ment benefits.

The cost effect is the,total government beuefitsdivided by the
program cost. , 't

.629- -
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C. Method of Analysis .

The cost benefit fatio
t

proach'was used fox this analysis. It
0

was felt that this spproich Was the.moat appropriate for several
reasons. First all it provided."hsrdest" data on the value
of benefits generated by each doll r of cost. It comparee the
dollar cost of tithe program to the r turn to the government vira
taxes and reduced public assistance The approach deals with
the short-run and does not attempt o project benefits and/or
cost far into'the future. This doe of course, reduce the scope
of the analysis but that is felt to e more than offsetby the ti

increased clarity of the effectivene s ".picture." Second, the
ratio approach does not require a Oi h degree of statistical
sophistication on the part of he program staff*

1- q

- It involves diiect cash type cost and benefits without getting
into the problems inherent in attempting to define and measure
opportunity cost or social benefit.

f.

*Summary:
. ( .

'V
The findings for the cost benefit analy is are preliminary. They
are for the period April 14, 1974 throu h September 30, 1975.
There were 57 participants.

The Project Skill participant rate of re urn is $.89 for every
dollar the government expended through t e specified time period.

The participants whg are SSI recipients re onliftdecreased
money for the last three months of the tw,lve month employment
eericd. The cost benefit analysis at the end of the testing
phase of the program will reflect that ben fit to the government
and raise the cost benefit effect and efte tiveness ratio-to a,
much higher rate of return.

Recommendations:

Prelimindry cost benefit information couple with the rate of
*

rtention,for trainees atd expreaCed supery sor satisfaction
would indicate that the Project model is Vi le and worthy of
continuation. For this reason, efforts are resently in process
to assure that Project Skill is an ongoing.o eration of the -

state civil service system and to eipand the Project to balance-
of-state (outside CETA prime sponsor aieas) city and county

st.
government. More long range plans involve disseminating the
model nationwide add providing technical assistance to those
states and agencies seeking to implepene similar projects.-

4
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CHAPTER V

-PROBLEMS AND LESSONS

A. Communication and Role Definition

Personnel Agencies and Procedures:

One major recurrent problem in this area is adjustment to the
.distribution of responsibilities, e.g., agreement between Project
Skill employing agencies as to'who assumes what, in terms of
'responsibilities for personnel procedures. .

..0Specific problem areas where responsibilities m st be defined are:,

ee
.4: (1) Who Writes theanDouncement and how t announcement should

be structured-to"accommodate the needs of Skill,

( ?) Who administers the exams and What kind of qualities should
be assessed, other than knowledge of the job ito be performed,
e.g., applicants' psychological readiness 0

(3) The mechanics of the reimbursement voucher, wherdpplicable.

(4) the need for a Project staff member to be present at the
final interview for'the'purpose of input and Patting the
applicant at, ease; this has raised some hesitancy from
employiniagencies from time to time

I

Referral Agencies:

In dealing with referral sou?tes in the process of screening and
intake, some lessons have been learned.

At the inception of the Project (this or any project), there must"
be an initial understanding on the part of the referring agencies
as to the nature and functioning of the Project. It must'be
portrayed in a clear and thorough manner, because any.misunder--
standing or misrepresentation will follow the Project and plague
its functioning - in this case, resulting in inappropriate referrals.
Subsequent explanation and clarification have helped to resolve
the problem, but the first, incorrect-impression has proven;to
be dismayingly tenacious.

. .

Explanation and clarifaation 'have also been required in coping
with misunderstandini which can stem from whpt referring agencies
would like the Project to be (as opposed towhat it, in fact, -is),
resulting, again, in inappropriate referrals. This wishful

king, as it were, is bound to o ur; necessitating repeated .

def bnitions of the Project function -goals and aims.
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Much of the work of screening and intake involves papers: .,forms
reports, documentation. These cOstitute the basis for judgments
regarding job:placements. Lack of the Information obviously .

caUses problems 'in the ability to make good judgments (or take 4

risks) and intake staff should inaj.st to the, extent pratticable
that all required forms and information be sent to the Project
before or at the time of referral. This-helps to eliminate
inappropriate referrals,at the very beginning; it also helps to
spot referrals for whom necessary qualifying documentationgs not
available and/or may not be elig4bre for the Project. .Furtper,
intake staff should insist that these forms slid information'be
received befbre the applicant, is admittpd to an'oral examination
and/or job interview. This practice aids in eliminating gaps
in the knowiedgeovital for satisfactory job placement before an
applicant is actually'considered for a specific position.

The.prithbry responsibility for obtaining and forwarding -the
requested forms and information lies with the referralsource.
This responsibility should be impressed upon that source. The
intake staff may be able to receive the informaiion"immediately
or may have to request it via release of information statements
or may even need to go uto other sources, but the referral source
earr4es the primary responsiblity for making sure that that
information does exist and is reasonably available to the Project.

A.screening interview should also be mandatory before consider-
ation, OE an applicant for a specific position., The' interview
gives substance, to the "paper- people" the intake staft works
with and can provide many cues to qdalitits, such Ws social
skills, stress tolerance, verbal ability, cooperativeness, apd
assorted idiosyncracies"that are -not reflected in the information
found on paper. It is the time and place to spot, when pOssible,
potential problem areas. The screening interview is an excellent
tool and Should always be mandatory, even-in the case of last-

.

minute referrals.

-1

Another useful tool is requesting from the referral bource.a
wrAten recommendation. This pra9tice cid (1) bolster the
credentials of a good, but not well-qualified (job-wise) applicant,
(2) clarify areas of concern to potential employers, aid (1) .

eliminate hasty, ill-considered referrals.

'Another problem for which,there is no ready solution.ii that of
old and possibly outdated qualifying documentation. Intake staff

. should request gore recent information, but in some cases older-
, information may have to suffice. In cases where information is

judged-to be tbo old, it is the referral source's responsibility
to make arrangements for new documentation.

In dealing with these problems as they arise in the information-
gathering process, it is impoitant,to tstabkishand maintain good
relations with the referral sources. Whatever the cause of the
problem, it cannot be resolved,without their cooperation. Intake
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staff should. keep in frequent contact with the ref erral sourcea
and should supply as often as possible feedback on an applicants

PO: peormance, so tharinfoilatkon flow::: in both directions.

' Referral. sources shoulkbe'apprised of any decisions regarding
their aPplicants,, and those decisions should be made in conjunction

. with the sources whenever possible.

Employers and Worksites:

Administrative Support: At the onset of the program - there was
not enough follow-through on pepart of top management in com-
mittAnethemselves.to the program. This non-committal posture
resulted in-all staff seending unnecessary man hours in job '

development, orientation.and tratning about the program, acquiring
job commitments, and achieving actual program purpose. It was
suggested that there be one strong, clear directive from the top
levels of admidistrators down through the ranka. This directive
would describe each Articular program and voice expectation' that
each division would participate, thus freeing staff from the
monumental task of job developtnent. To date, the staff is still

working 'to implement 'ibis goal. (See Appendix E)

Supervisors) Supervisors are often unaware of the need for
"sensitivity with regard to flew employes. In some cases, there
exist preconceived ideas with relation Co mental retardation
or mental illness. Supervisors are also not always aware of
training methods to facilitate new employee' learpini. There
should Oe a training pattern and a sensitivity session built in.
Supervigory training, as performed by the Trainer Assistant.,
fhas'served to stimulate discussion of thtse issues and provide
some resources tn'terms of training.techniques when needed.

B. Placements

Po'aition Commitments: As the Project approaches the end of the
second year, efforts to obtain position commitments grow less
difficult due to our record. (Of course, the loss of federal
subsidy, discussed in Chapter IA,.has tended to make state agencies'
cautious from a fiscal standpoint.) During the fA'Fst year and a
half the Majority of positions committed were entry level, and-
came from agencies whose interests were with the mentally disad-
vantaged, i.e.', Health and Soeial Services as well as the Departient
of Administration. As a result of success with trainees,'attention
was given to the additionarcapabilities of Project Skill. Entry

level jobs in tge labor and service classifications have charac-
terized most Project Skill pilacements. Nevertheless, since the --
summer of 1975 a.gradual increase has occurred in the proportion
of office jobs, e.g., clerks and t/pists.

Matching Trainees to Jobs: Many employing agencies are curious
as to whether the Project Skill trainee is capable of performing
ht the objective level otproficiency. The i ial objective
Level is the'regular state probationary perio ermanent civil_
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\'v service statue is achieved following successful completion of
the six-month Probationary. period. PED4ect Skill trainees are
expected to achieve at least the minimally acceptable performanoe
of any, new "regular" probationary employe by the end of the training
period. This training period is usually for six months - it can
heextended - but!experience to-date indicates an, average training. .

time of 3.5 months.'

Job restructuring haeocca.sionally been used'to enable a trainee
to achieve proficiencf. An effective tool inaiding proper
selection, is job analysis.- The jobanalysis.is done to tailor
the person for the job. The job analysis cons ider3 thewtask,
numbeeof people the applicant must interact with,:physical
setting, work loads, demands, and when possible.,,personality of
the supervisor. The trainee is then selected on his/her ability
to fit within the job setting with the least amount of problems.

.

In trying to effect - successful job placement, the Project has
learned that consideration need be given to various factors in !

, the applicant's work background, to the specific disability
involved, to factors in the personal background, and to the
applicant's ability to function in an oral ex,km/joh, inter/lew
situation.

a

In regarding the applicant's work background, workshop reports,
counselor's recommendation, supervisor recommendation and any
other indicattrs of work behaviors and job-readiness are\carefully
scrutinized. Specifijob training and experience and past job
stability are also considdred, but to a lesser extent. since this
/e'en on-the-job training situation, an applicant should not be
penalized for lack of experience; more importantfor our purposes
are job-readlness and Otential to,iearn the job.

'-

If the specific disabilityinvolved is eitionai-in nature,
some indication of emotional stability is sought and may be -

° reflected in a counselor's or therapiat's recommendation, in
proeress'reports, and in the applicant's attitude towardhim/her-
seIf". In considering an.applicanh whose disability is mild
retardation, it is necesaarYuto look at preaent and potential'
capabilities and level df functioning with regard to jobcontent
and situation; this can be. reflectedin"dpecialeducation/work-

,

study program reports, and a counselor s recommendations.
4

There are a number of other factors in an'pplicant's background
which demand consideiation in the prodess of careful and.successful
.job placement. These are: interrelationships, interdependencies
and attitudes of other,family members (parents, siblings, apouse,,
tependerits); independent living skills, ability to structure spare 0

time,'and,actual living' situation; satiifaCtory transportation and
feasibility of relocation; involvement with the :law;"physical------
condition, physical limitations and disabilitie,p, effects of .
medication; perrmal.interests and'preferences as LO job content,.
situation, shift an co7workers.e Not all, this information will be

40
A

-34



www.manaraa.com

,0

V

.

..

available in allocases, nor should the applicant's privacy be
violate* judgment and discretion are very much in ordei% However,

' a reading should be taken on any or all .of these factbrs as'the-
individualsituation warrants, because all are potential problem
areas which could lead to termination froM a job.

The final area meriting attention.(indeed, there may be others) is
the applicant's ability to function within anoral-examination/
interview aituation. In'the case of(ProjectSkill, the final

.hiring #eolaion still lies with agency personnel representativep
and supervisors -.althouih a job can tee reserved for th,Project
only; the, applicant must still be able to compete with others in
thePraect and still be convincing tophe prospective' employer.
In effectr the, applicant must till "sell" him/herself and in. so
,do gig sells ctte Project aiso.. The screening interview and oral
egaminati.on (administered.bt the Project staff) act as preparagion,

,.dreesr4hearsals, for the final job interview. They probe an
applicant's level of'understanding and Judgment, verbal.ability, -

ability to relate; physical appearance, appropriataness of-Job
application and such attitudes as cooperativenessoAnterest,
.sincerity, rl

)

I
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CHAPTER VI

EXTENSION MO CIT/Ei-AND COUNTIES

1. 61

On December 15, 1975, the State Manpower Council approved a six-
month preliminary effort to teat the feasibility of extending
Project Skill to balanceof -itIte city and ectunty gdvernment jobs.
Appendix F is'a copy of the original proposal. The extension

Project began Janudry 1, 1976 and will'end June 30; 1976. If

sufficient willingness to participate in this endedvor is defined,
a proposal will-be submitted to the Sthte Manpower CoUncil todo
a one-year implementation Project.

After three months experience, the staff has received endorsements
from the Association for Retarded Citizens, Division of Vocational
Rehabilitation (Appendices G and'H) and various Area Manpower Boards.
Some commitments have aiteady been obtained f;om cpntractors. A

'Commitment Means that the contractor is willing Eo designate certain
Public Service,Employment.pOsitions in'county and city government,
(funded through CETA) specifically for filling through Project Skill.

At this halfway point in the groundwork-laying'process, it appears
that there exists*sufficient suppOrt and commitment by various
community agencies and employers to justify the drafting of a full
yeavimplementatioo grant to.the State Manpower Council. This

a decision, however, will not be Made until the extension component
hdeat least another month's time to secure potentlalcommitments.,

4
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1.

4

MODEL DISSEMINATION

The initial Project Skill results, coupled with the_almost-
overwhelming interest nationwide (and even in other countries)
stimulated questions regarding the feasibility( developing
adaptations of the model for implementation in other areas.

To provicre some concept of the response, initial inquiries (and
often follow -up correspondence) have come, to the Project in the
following volume: .

Alabama (2) Minnesota (3)

'Arizona (2) Montana (1) .

California (8) New Hampshire (1)

Colorado* (4)
(,)

New Jersey' (5)

Connecticut'(1) New Meilco (1)

Florida (1) New York (10)

Illinois (6) Nevada (1)

IdWa (3) Ohio (3)

4

Kansas (1) Oklahoma (I)

4

Kentucky (1) Oregon (2)
W

Maine (2) Pennsylvania (4)

MassachUsetts (4) Virginia (3)

Mihigan (3) Washington (1)

In addition, requests for information on the Project have been
received from Canada, Spain and AuOtralia:. Two hundred copies ,

of the First Year Report were requested by the Illinois Governor's
Committee on employment of the Handicapped; they were sent.

The,int ity of interest as well as the Volume seemed to indicate
that ,some effort to determine the'feasibility of Project Skill's
replicatied) in other states shoUld be made. For that reason a
grant was written and'approved which would provide for a conference
for key administrators in Region V (Illinois, Indiana, Michigan,
minnesota and Ohio) to expose them to the model and obtain feedback

I
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about the reasonableneis Of its replication in their .states. If.

ihedilformatiop. sufficiently positive, a tequeat will be made
to provide for actual impleientation in the states desiring to
participate.

The move towavi replication outside Wisconsin is indeed an
important step. It will provide a needed and crucial teat of
the viability and adaptability of the structure which has worked
effective* in Wisconsin. The staff, as well ad other state
administtators are eager toLtaarn what new information the
attempted replication will bring.

7

a

4

b
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Name of Applicant

Address

Appendix

PROJKCT SKILL

ENTRY ENROLLEE CERTIFICATION FORM.

Last First Middle

iStreet Number Street

City State Zip Code

This document certifies that the above-named applicant,has a disability
diagnosed as either mental retardation or emotional disturbance. The
diagnosis for this particular applicant is

I

Certified by:
Signature Date

Type Certifying Person's Name

Title

Certifying Agency

Address

Telephone

r
45
-39-
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Appendix B

e of Wisconsin \ DEPARTMENT OF ADMINISTRATION

Patrick J...t.ucey
Governor

r

Anthony S. Earl
Secretary

James B. Wood
Deputy Secretary

1 WEST WILSON STREET
MAOISON, WISCONSIN S3702

Regarding your letter requesting the frojeat Skill film dated
, we greatly appreciate your interest and concern

and hope the film serves in your best interd:ikt,

Because of the limited number of films on hind tour policy is
the loan of the film for one week. Along with the film we are
enclosing return labels for yourconvenience. Any queltions can
be directed to Lois McKnight, Room 270 4 I W. Wilson S't,.

rfr
.

Thank you again for your interest.

S incprely

jele_zo /.9"v
LO IS MCKNIGHT, TRAINERtASSISTANT
PRO. SKILL

0 STATE BUREAU OF HUMAN RESOURCE1 SERVICESt.

LM:kt
Enclosure

p

46

f
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State. of Wisconsin \ DEPARTMENTGF ADMINISTRATION

' Patrick J. Lucey
Governor

.11

Is

Dear Borrower;

I need to know a few things about the film you are going to
borrow from Project Skill.

1. The name of tie, group or organization viewing
the film.

2. Their comments. (pro and don)

alit'Anyquestions.

Appendix C.

Anthony S. Earl
Secretary

James 8. Wood
Deputy Secretary

I "WEST WILSON STREET
MADISON, WISCONSIN 53702

As you know Protect Skill is in the trial stages of implementation.
Thereforwtht above three statements of request are of vital impor-
tance to me. Thank you for your cooperation.

Sinc,yely,

LOTS MCKNIGHT,
Project Skill
State Bureau of Human Resource Services

Asst. trainer

47
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Appendix D

Figure 1

\m ,Client H. Term.

Start Date Prob. Date Perm.

la. Program cost %

lb. Government cost
(if unemployed)

7

Total

2a. Client wage (if 4111,4pyed) gross trng.

gross wage 3(x .04) ales tax prob.

ti perm.

Total

213: Client benefit = 2a - 2c m 2b = $

2c. ,Government benefit (if employed)
TR PR PE

Taxes

S

3a. Cost effect = prog. cost minus Gov. Bene.

3b. Effectiveness ratio: Benefit
Cost

'48

ST

FED

SALES,

Total

,
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ID Number.

ti

4

Program Cost

O

Government
Cost

/if unemployed)

O

'Cl ent

Benefits
(if employed)

2b 3a 3b 0.

Government Cost Effectiveness
Benefits Effectiveness Ratio .

(if unemployed)
.

P9p-.; G Q- 1 -

0
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COST.BENEFIT REVISION

ID NUMBER

141

eel

ct142

143

N 144
m

01,45
Ii
44

146
to

147
..N-1

2L148
a
149

150

151

152

153. .

154--

155

156

157

GOVERNMENT ,CLIENT

PROOFINGO:ST COST BENEFITS
. .-

. .

GOVERNMENT
BENEFITS

TOTALS $160,740 $74,471

$2,820 $648 $6,273 .$1,710
7

,

.2,820 ..'!825 5,726

2,820 - 0 - 4,969

2,820 - 0 - 366

2,820 - 0 5:345

2,820 825 6,840

,1120 '2,2280 .5,209

2,820. , - 0 -- 5,271

2,820 135 5,308

2,820 825 6,634

-2,820 - 0 - 6,293

2,820, - 0 - 5,308

2,820 , . 3,456 4 5,295

2,820
0

2,280 5,485

0

2,820
.

825 5,485

2,820 '- -- 0 - 5,587

2,82Q - 825 5,238

$239,260

clTOTAL PROECT COST/BENEFIT

258 '

59-

894

734

3,268

927

1,065

1,384

1,193

928

2,016

3,036

1,281

14 930

$92,651

COST .

$143,400 -

17,340

EFFECTIVENESS
EFFECTIVENESS RATIO

$1,110 $ .61

2,562 .09

1,916 .32

.
2,7.61 .02

1,926 .32

2,086 .26

-443 1.16

1,893 .33

1,755 .38 CQ

1,436 .49

1,627 .42

1,892 .33

804 .71

-216 1,07.

' -2%064 .27

1,539 .45

1,753, 8

$33.93

.89

1
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PROBLEM

AppendixE

There is a problem in lack of communication in Manpower programs
to:persons in the field.wha must implement Manpower programs.
We can attribute this to a lack of information regarding Manpower
lotograms and consequent absence of support at the highest levels.

7°14ithinieach department. Thisroaults in a lak of directives
from departkental admintstrators to local office personnel regarding
the benefits and importance of participation in Manpdwer programs.
As a result Project stafrare working from the ground up in their
efforts to garner support for and commitment of positions to parti-
tular projects.

SOLUTION

There should be a policy statement written for all state agencies
regarding their participation in and implementation ofManpoWer

.prdgrams. A follow-up report from all department and division,
should be returned to and reviewed by Federal Manpower Programs
Section.

One strong clear directive from the top level down through the
ranks that describes each particular program and voices expectation
that each division will participate would free Project staff from
a significant portion.of the'task of job development thdt now
confront m and would allow them.to devote this time and energy
to other Froj ct goals such as successful placement.

tfr

53
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PROPOSAL I01r

6 MONTH GEAR -UP

TO

EXTEND PROJECT SKILL

TO dk,

MUNICIPAL AND COUNTY GOVERNMENT6

I

1

rag

a

4

a

Appendix P

I

ti

54
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N

PURPOSE

4

The purposerG this proposal is (o extend the Implementation of Project skin
from the.State Civil Sdrvice System to municipal and county units of govern-
ment. *Although it ts-too eprly to 'evaluate cost-bereft data.for"Project
Skill,.ptelyminaTy findings, and4Fogram developments indicate that the ex-
tension Of theproleet to local governments is a feasible and beneficial adti-4ity:.
1). The project has matured Sufficiently so that it has structured systems for
informatAbo-gathering and applicant processing (from referral to placement) .

and has acquiri a body of valuable experience. Since these establishedsys-
terns and resources would be extended to additional'employing entitles, rime,
effort, and monewwould be saved. - . 0

2 TheEe Is no, precise way to measure- the extent to which the project has
,prevented the institotionaiization of individlials by/helping to stabilize
their environment In enablidi them to be as self-sufficient aipoSsible. How-
ever, of the projects 43 initial plaOments, there are 8 trainees who have
at some. point been reedents'Of various state 'facilities or residential treat-
ment centers. Since- a proportion of fprmer residents have already been served
by the program, an extenston of Project Skil would indeed further-thecurrent
thrust- toward de-institutionalization.: '.

- %.
.

.,

BACWROUPD 4
. .

.

In its oneyear of operatlot!, Proj ect Skill has placed 9 mentally retarded
. or emotionally,"disturbed persons in trainee positions for mainly entry level

jobs Within,state government.. Of the.43 pet-Sons placed% 7 have been promoted,
.

5 former trainees.are now permahnt-state employes, 13 have achieved proba-
tionary status, 21 zre in training status; and 7 have terminated. ttisAm-
portant'to note (a) that there exists ar'present a trainee promotion for each
termination, and (b) that since 5 of 7 terrighations occurrod Na4thin a month
of placement, a minimum of resources bad been committed.

...

Program trainees have much to .offer prospective employers: The preliminary
d I mentioned above; supervisore-evalystione,'aneptoducgvity-"Studis, all

?-i icate that Project Skill people- do" as well ahor, in some cases, bAter
t an employes in'the same.job classification whoPwere hired through the.regu-
lar process. Yet, with only a limited number of entry level state jobs in
smaller, more isolated areas: and with currentausterity measure And a gen-
erally light turnover further reducing C'he number of such local vacancies,
firoapecave Project.Skill trainees inloutfying regions

-0

Ire relatively few
apportupines, and prospective local government units who could, provide such
employment have no +icesh'to the program. .
- .

-;

.Se nvices proVided by the existing Project include: job deve-n t, recruit-
ment, screening a appliCantt, selection, drientation,(training for es
and supervisors), supportive- services and follow-up.
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PROJECT DESIGN
. -

The project will ,be operated by staff selected to serve as an additional omF
ponent to the existing program. While building on established relationships,
processes and procedures develgped by the civil service component,this staff
will move into implementing these resources with regard to pity and county
'jobs.

'

This component would be housed with the existing st f within the Department
of Administration, Bureau of HumanResources Servic The staff would oon-
sit of a Project Coordinator and .2...lots Developer/Coaches. This initialdde-
sign encompasses a 6 month gear-up period in which the staff would make in-
tensive contact, within balance -of- -state countiesto proVide information on
the Project which would result in sufficient job,cdmmitmenes to imPlftent the
city/county component. It should be noted that the existing staff has given
numerous pre5elitations ihfoughout the state to various community and profes-
sional groups throughout the 'state and has consistently ncountered questions
(from Rhinelander, Shebnygan,etc.) about why the Project was not operative
in a particular local area.

- 2 -

40,

There aredalready a variety of resources available to this job development
team:_ 15 minute film-o7graph showing the Project in action as well as de-
tailing structure and objectives, t brochure which communicates supervisors.'
responses to Project trainees and a First Year Report which give6 an in-depth
artalysis of the first year's experiences.

Project staff would work closely with the Manpower COu il's Cdordinator of
Programs for Handicapped Peesons to assure that positions developed or efforts
expended did not duplicate any placement/stablilization activity being per-
formed by any other group or agency and that resources were distributed equi-
tably throughout the/ state.

The job development effort would be conducted in conjUnctionwith the local
Developmental Disabilities Coordinators and Boards in each county or group
of counties.

OBJECTIVES

.
1 t - ,

- .
. .

The primarz goal, for the 6 month gear-up would be to develop 30 job commitments
(5 each from 6 different county or multi-county areas) which could be filled
through a full -blown 1 year project thatwould provide the entire array of

services now included in the civil service,project. ./.
-7

/

The 6 areas are:' 1 ' 0

I. Oneida LLincoln-Langlade Counties

II. Green Lake-Marquette-Waushasa Counties
III. LaCrosse
IV. Jefferson-Dodge (.1/4

V. Chippelp-Eau Claire
VI. Manitowoc-Sheboygan
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The target ts fur. 5 commitments frog varh'of these areas or a minimum of 30

jobs overall. As bui been true with state service, thcfmain throat ul the
job development area will be in'de-stereotyping employers' altitudes about
the employability and capibility of the Project Skill population. The county
areas may vary (the present areas were chosen basedon contact already made
by the Project), but all will be in the balance-of-state area.

TIMETABLE

(Jan.) Month 1: Hire and orient staff.

Month 2: Plan individual and group staff contracts in various°
;county areas; assure adequate supply 'of publidity
resources (films,. article reprints, brochures)

Months 3-6 : Continue and strengthen original contacts, make pre-
sentationsto: city and county personnel managers,
County Board members, Developmental Disabilities
Co9rdinators and Boards, interested citizens and pro-
fessional groups. . . ,

EXPECTED' RESULTS

°

We expect that this activity will result 1.n a minimum commitment of30 jobs
in appropriate catc:gories in balance-of-state cities and counties, sufficient
to justify entering into the Project for a full ye'ar of training, transitional
support and other.job development activities.

BUDGET- (6 mos.

Staff:

1,

Travel:

Other:

'Se

Director : $ 6,500
'Job Developer/Coach (PSE5 5,009
Joh-Developer/Coach (PSE) 5,000

. Clerk /Typist (HE)' 4 000
$20,500

i

Fringes (6%) 1,203
TOtal Staff $21,703 $21,703

. .

459/Week x 3staff'$i $150
.

' x =26 we%,lcs $ 3,900 .

meals , v 1_,,000

'

_____
Total travel- 4900.. $ 4',900

Communications (post. El tel.). $ 2,000
iesk top supplies S printing .400

Total other $ 2,400 s $ 2.,400

4

57

GRAND TOTAL $2,003 .
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WISCONSIN ASSOCIATION FOR RETARDED CITIZENS_
351 WEST WASHINGTON AVENUE
MADISON, WISCONSIN 53703

Appendix G

REp0.LUTION OA PROJECT SKILL.
,

WHEREAS, Soject Skill has been active in promoting and securing
State Civil Service employment opportunities for persons
who ere mentally retarded, and

WHEREAS, Project Skill has obtained funds to-expand its activities
to include securing employment opportunities for persons
who are mentally retarded in municipal end countypositions,

THEREFORE BE IT RESOLVED, that t e WARC will lend its support and
assistance to Project Sk 11 in its new endeavors to secure'
employment opportunities for persons who are mentally
retarded in municipal and county Rositions.

Submitted bi-,

Paul Juhnke, Chairperson
Vocational Rehabilitation and ?Employment Committee

PJ:cl
2/5/76
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Appendix W.

State of WisConsin DEPARTMENT OF HEALTH AND SOCIAL SERVICES
DIVISION OF VOCATIONAL REHABILITATION

STATE OFFICE BUILDING

4 1 WEST WILSON STREET
PAAINSON, WISCONSIN 83702. March 2, 1976

TO WHOA IT MAY CONCERN:

RE: Project Skill

The Division of Vocational Rehabilitation was consulted and involved
in the development of Project Skill from,its inception and it has been
an active partner in the referral and "service of many individuals served
by the project.

As the project'is extended to training and employment.opportunitigs
in city and county governments, we wish to reiterate this endorsement
and pledge cooperation'in our mutual quest to serve and place the handi-
capped in employment.

Our District and Local Offices will assist in referrals and mutual
planning to serve individuals within the constraint of the federal pri-.
orgies on serving the severely disabled and policy restraints, in maxi-
mizing the use of similar benefits such as manpower programs and the
NARC'prOject funded by the U.'S. Department of Lallor.

JWB:Cr

cc: District and Local Offices

....004

59

Si erely,

Le /7
john H. BiddiCk, Director

JBOreau of. Client Services '

qc
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