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The interinm report of Project SKILL, a ¥isconsin
demonstration project, wilch provides job placement of handicapped
persons in State Civil Service positions,.covers second -year
activities of ,the project, Second year-developments included:
definition of intake and screening as a staff speciality; utilizing -
of special persénnel strategies to decrease time in fdilling
positions; creation of pnew civil service classfications; development
of selection strategies; expansion to include new departments,
geographical areas, and job classifications; £filling of positzons
without subsidy; and the additional-.service of co-worker-orientation.
The seven sections of the report cover: (1) Analysis of Components X
(job development, screening and placement, training, supportive ¢
" services/volunteers/followup, and staff responsibilities): (2)

Trainees and Ad.HOc Placements (case historsy examples 1nc1uded) 3y .
Resourcess (4) Cost Benefit Apalyslis; (5) Problems and Lessons; -(6) -

+

the intensity and volume of interest in Project SKILL, a grahf was

written and approved to provide a conference for key administrators. «
in Hegion Vv (Illlnols, Indiana, Michigan, Minnesota, and Ohlo)., - .
Copies of forms, correspondence, cost benefit revision, and a

proposal are appended. (Author/@k) '
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. Documents acquired by ERIC include many informal npublished

materials not "availaBle from other sources.  ERIC makes every effort

to obtain the best copy available. Nevertheless, items of Targinal
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F _— INTRODUCTION )
) . ! . S
- ’/ . -

T AL JDevelopments -Since Last Réﬁprt . o

. . . * t
- The flrst year of Project Sklll wits.a struggle to beOUme known,
trusted, and rebpected It was also a procgss of sortlng out the !

ot important dynamics from those of lesser lmpd%t' ) T’

.. -~l

The second year has been a time of solid(fying, streamlining and

) . expanding the legsons and findings of the fifst year. In‘ghat - .
T . year we wrestled our basic procedures and techniques; in.the -
- second vear we refiued them, .
LY
. fhe developments that should be 5pecifl»dlly deflned as OC(urring !
X M in the secohd yedr are: _ ] . " _
. . ) . , . .
- (T) Definition of intake and aLreeuing as a staff Bpécialtj\\fr/} b . ‘
, . ‘(Q) Utilizing af specilal pefsonpel strategies to cut down thé
y “3* length of time needed to fill a position ) . N
L * .
(3) CreaciBﬁ’of new civii service classifications to better
5 " \ . " respond to trainee capacities . N
F) &
R , b (4) Development of strategief to aid iir selection ' ’
t - (55, Exp;nsion to.include an departments, geographical areas //ﬁ
! N and, job ctassifications which had not been previously /
v e . invelved . . 1 _ S
L aild [ ! ) * . -
(6) Filling of positions without subsidy
' ' B 3 - A
' ' . (7) The additiom of co-worker orientation to the array of ) éga
‘ ° services provided . ) : . F?
! "A few words of explanation regarding each of chs abgve points isg ;\ . .
necessary. . i
Y
., . (1) Zhe volume of applicants and complexi&y of determining i X
‘ eligibility and obtaining recessary information on each
person grew to be.so great that the requisite time and ﬁ-' f . *
2 g effort could not be acedmplished with existing staff A
, resources. For this reason, thé position of Int&ke . %
( Counselor was defdned to attend to these matters, witl , \
assistance’ from the Job Coach. 1In addition, thg Intake’

.Counselor i3 responsible for monitoring the progress of
a committed position through the civil service system as
well as for arranging exdminations and follow-up interviews.

e ., +~ (2) 1In the first year of t§ Project, there was a great problem, } .
" : with the amount of time consumed between the commitment gf o
- ' a position to the Projeqt and ‘the actual, final hiring of
4 trainee’ into that position. This problem was discussed
in every Quarterly Report and was due malnly.to the graat

E -
-] - w - , . !
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nffmber of proceduret which had to be goJL through and the ,

innumerahle hands through which paperwstk had to pasgs - o

. The staff has done two thiagas to cut down.the time -sdp¥read -t

i3 ' and, in essenie, to soPve the prohlem.' Firgt, each’ E{ﬁgt S

et - of rhe proceds Fram commitment to fLillng the vauanty'haq ' 4?, "
Yo heen da{ined in sequence on a chert. We can now trackia ' "

; [ . position all the way ii;i:ﬁh and can push it along tf {t°

. lingers too lodg innady one plaze. Previously we had
- " walt to hear when a posPedon finally was ready for candi-
- v dates to be selected., . - : .

‘J. N ; ‘ . s ."
Tnbdafidition, the Project now makes extensive i1se of registérs for ’ '
iflcations which are often used for the Project. Th

procedfire is dlscussed in depth 1ln a later 'section of ¢t repo?t. .
It hasvnesulted In the dlmust‘E;;;;;é;neUUS fil}ing of Bome -
" pusitn 19&5. ) ) . .

' [

P
bers 3}-7 are dLSU dlwuusaed in luter 9ect10n§ aof this report,

At #s importamt that they be understoud as apeclific areas

now 1Lh new, additiaonal ‘discoveries have been made and implemented
publlgdtinn of the Flrst Year Repore.

PR : : -

- B. »~Look _& Forward

: . v . . . » »
’ The moveﬁzha/tn noen-sebsidized training }ositlons for Project Skill )
i participants is evidence [of its acceptance as a.valid manppwer
N \endeavor. The Prdject’s accomplishments and track record have
v resulted in mmitment the part of the Department of Adminis~ -
tration te Efzﬁﬁx?rojecfﬂs 11! {nto the next biennial budget request.
" This commitment fhen means that, upon legislative approval y the
activities of the Project will become an on-going part of the: State
o of Wisconaln civil service &ystem..
e . .
: "7 v In additlpn, preliminary work s heiﬁg done (through a six-mboth
\dzzii::mental grant from the State of Wisconsin Manpbwer Council)’

Izy the foundatlon for extension of the Project Skill model to

~cle d county government positions in the balance-ofrstate.

Upon demonstration of sufficient support- in\tHe target areas, a

" full yeAr implementation grant will be applied fUr. ‘ N

0 pussible that thie model could bé useful to other states “. )

alNareas as well. he volume of inquiries provides . '

‘preliminary Lndicatlon that such an activity would be supported. ¢

For this reason, a conference is being planned in fall, 1976, '

which would expose key administrators in Region V (Minnesota, Ohio,
. Indiana, Michigan and Il1linois)} to the model and would then gauge

‘their intevest in pursuing such an aptivity in thetr respective
- : states. If, the feedback is suffiuiently positive, a strategy to °
assist Lnterested states, agencies w1111%e further developed.

- f

- At this point, then, many pqssibilities regiain ygi to be explored
‘ . and movement 1is being made to ingtiate such exploration. The yet-
unconfronted other possibility is the potential uvtility of the
o . +Project Skill approach to private employers. Each of'these”areas
must be looked at sooner or later. : For now, we have at least. .
begun to hammer gt the unanswered question: Twhat can be done?"

_ii-. 6 ?1 | - I-‘ | .
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o . ANALYS1S DF COMPONENTS : :

A. SJob Development : Life Mithout Subsidy

8

 The zriginal Project Skill hudgeE contajned a line item providing
reimbursement for trainee s&laries during the maximum six montha

i training time Initially, tHis subsidy made employers mgre’willing

to "risk" takfng on a Skill trainee and assured that ‘if a trainee

did not achiev probati@ﬂary status "there would be less outright

igst to the empldyer. . :
RO W b,

The Pr¥ jeet 1s now at a poiknt. due Both_ro budgetary and philo-

sophicai consideratlonsa 'to move 5o a new plateau: life wikhout

» subsidy.} The Job Dey, loper's task, when armed with the "carrot"

Ty

4

-

of a subsidized, Eraining was 1ndeed uphtll. The two ypars of ~
experienke and tWe demonstrated value of Profect Skill recruits
‘have ténded to make that job easier. Now, however, thie crack in s

" the door must be widened. The two years' experiénce Hag also

shown that employers do get their money's worth when fhey pay
the training salary. , The wbrk output accomplished duting the

training period is dndeed suff-icient to cover salary jpaid.

' Qith this new dynamic,’ the Jobp Developer's mission miy again.

increase {n difficulty, although some agencies have already -
committed positions wiqh full knowledge that 'there would be no )
subsidy. This development, however, and the continued flow of
Project Skill positionq are Ilmportant to the portability of ‘the
Project model to-ofher situations. While it may be tnitially
important to provide subsidy while a project effort is provipg’ £
itself, the ability to move to unsubsidized jobs is an important
goeal "in making the Project an on going part of the civil "service ~
system, . -

& R
Fhe job developmen; effort then becomes -a matter of conce&trating
on the a rray. of services provided by the Project, the productivity
and attrition rate of earlier partidipants, supervisory testimonials’

" and' the pfficiency with which a position can be filled ‘once 1t is

committed, The comi

L}
B

g year will be the acid teat.

B. Screéning and Placement: Breaki_g New Ground LIntak_L

- .
In'sthe areb of irfftake screehing and pLacement, some major changes
. took ‘place in the second year./ The first of these changeg involvés
the cons¢lidation of intake functions under the Intake Counselor,
this person being respongible for idtake activities for the\Madison;

oo, 5%3? and, in conjunetiop with the Trainer ¢r Trainer Assistamrf, for
th

rest of the state. Final responsibility for the filesg and for
infommation -gathering rests now with the Intake Counselow. As part
the .consolidation process, files were extensively reviewed and

upd d, ‘referral Source lists were concengrated, and master %tists

r . - *
~1-

7
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At_ the present time, Project Skill has the followins aumbers of
applicants:

Actlve: Madlson grea: Li4 : .
T Outiiying argas: . L )
Dormant: 137 ., . . Y.
Yt Tot 365- o7 ‘

f

area; which has thellargest mumber 6f réferrals; the outlying areas
have not presented thig problem.) Tt was felt tha: an overabundance
of applicants existed\ in. relation to the number of jobs auaiLable
and that as the numbet of appiicants increased, Project skill's
ability to provide a ‘meatingful chance of employment to them
'decreased. Therefore, new ﬁEEerrals for the most frequent1y°
uueurring and most sought—af r jobs were suspended; a walting 1ist

., was establighéd for those®jobs and is drawn from as needed. Wew
recruitment is done for less frequéntly occurring positions for
which a large pool of candidates does not exlist; this is usually
done as 1ndividual poeitions arige. In thia manner, (1)_ several
applicant% who had been with thé Project Ber quite a long time are
now working, (2) the number of inappropriate referrals has decreased,
‘and (3) fhe ffles are gradoally being reduced to.a more kable

. Slze. . o

to 'Project™Skill wmi;%mngsed. (This. mpplies only 0 the Madison

L

In regard to specifié intake and screenkng activities (e.g. screening
“jnterview, requested qualifying documentation, etc.), there has.been -,
no change; requirements and procedwvses remain the same. However, ’
there has been, and continues to be, reegphasis of referral proce-
dures and ofxthe referral source’'s responsibility in the referral,
process. This aims at: (1) better serving the applicant and
A2) reducing the problem of inappropriate rgferrals to Project SKill’
caused by initial misunderstandinhg of what P oject Skill actually
is and by isinterpretatlons of what Ptoject SKill should be, as
well as by simple forgetfulness. 1In considering applicants already
in vur files, greater emphasis is being given to a_ fairly current
recommendat¥on by the referral source in order to offset time lag
since the orlginal referral. This continues the update process,
in some cases resulting in wibﬁdrawal of the referral. ,
Ural examination/evaluation, the next step toward piacement, also
evidences seme impdrtant changes. First, there is in most cases
automatic feedback to the referral source ahout the applicant’s
performance on the gral exam and job interview, noting both strong
and weak areas. This has produced a very posftive response from
the réferral sources, as they can Incorporate this information in
thelr efforts to help the applicant toward job-readiness. Stronger
working relationships between Project Skillsand referral sources
result, as well as bétter—prepared applicants.

1
A qecond change is the establishment of qu registers from the
results of. the oral exams. (Fnr a more dGCalled discussion see

+ "

\ o R | v

. . . 8" .
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vil -Service Procedures" section.) The registers, valid for a
perlod of »1x monthsu‘aid considerably.in accelerating the hiring
process: pamés on the register are automatically eligibhle, within
the restrictions governing that register, for a. job jnterview.
Thus the lengthy proceases of 'intake, screening, and examinat loo
can be avoided during the lifetime of the register, this ig a
great aid in both jab developing and in placement. A record of
_the registers, with names and, expiration dates, 1s kept by the
In;ake Counselor.

A third change 1s being initiated in the admipistracion of ﬁb—
breviated verslong of written or performanqe clerical exams as
part of the oral exam score for selected clérical positjons only

_+(usually a higher level position). Two considerations, Influenced

this decision: (1) Registers established from exam scores have

a six-month lifetime; 1f the register is tﬁ be a useful tool,
scores must be valid indicators at any time. within those six ¢
months. (2) Registérs are established for a whole job category,
yet individual’ jobs within.that’ category may exhibit a wide

degree cof varfance; anin, in order that the register be a useful
tool, it must jrepresent a certaln basic skill lével necessary for
clerical fumctions and common to all the job8 wilithin a catégory.
Because of thege factors, an objective cemponent in the total
score was seen| to be ad advantage. "That total score "ls defilved

so that the applicants will not be penalized for performad-ce on
the written or|performance E}am only in the case of an Inappro~ .
priate referral would it have a declsive negative- influence on the
total score. The written or performance exam has been employed
{twice) to date, .with favorable results. r

-

C. 'l:raining: Trainees, Supervisor$, and Co-Workers
[} -
: v

- ) : . r -

[raine

S A .
Training for 'a pertod of ug¥e6/;ix mopthy is a standégd

compondnt of the Ptoject. his time is usq@ for .
- Learning the caskd - © -
~ Adapri to,the worklrouti e i
a ngn .)' ‘;I n \“‘-
- 1 ~ Adjustlng to co-workers and supervisors ¢ °
* | L o~
- Arriving at gemreral proficiehcy of a person
. ) e egularlz recruited for the job
L] v, LY
a. Orientation: Trainees dre given informatiqn concerning
+,  thefollowing: = -~ , -
‘.l) -Ldurs h . .
- ~
, 2) Wages
‘ 3 Safety 09 o,
. -3= ' .
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L 4 , [] _—
8 ' - \,-‘
- ‘f‘ ? ’ :’
4) Unton - L9 * " K . K
) . . 1.!‘:
5)  Vacations . e \ '
N . 1 i
6) Slck Leave N v ? ¢
;33 _Other fringe benefit options o . e
-8) * Work Rules L .

Y by

v Lo
-

Trainees haVe some awareness of these toplé: from
their preliminary intervigws for the jog. However, . ’
a specific’discussion is-held at the beginning of

their empligyment. When larger groups aresbeginning

work, qpec?yTisté may be called on to talk about

certain topics, e.g., safety or about‘%he union.’,

ralnee ordentation ln one particular ap
Jointly with a gtate colony and trafqing sch .
the retnrded, the Department of Vocatlonal: Rehab;li,, e

tntion Counselor, thé emplgying unit trﬁining officer, ¢ .
‘and~the Asgistant Trainer The orientation is geared
to explain the following: o

¥
1) Persvnnel Procedures

a) Repetting In ' ot
h) Brfaka - Lunch

¢) Training *Schedule \

d) who ﬁo aik 'to regarding prr:)bla?n:ns‘i
" e) Safety
2) Project Skil

Problem splving - counseling -

¢) Tralnerirésponsibilities ’
1 Depaerle ﬁf Vocational Rghabiliéqgipy<f -
a) ,World. of Whbrk Series : '
8 : N

b) Counseling L

Pfe—&raininﬁ:- In certain instances,'%ggg preliminary
training has Been congidered to be nec®sary. Some of
the reasons for pre-training are:
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¢. Who Does Trainfng?

-

1)- Exploration of the lé;el af trainee's abflity - ‘
+ , skill and relationship with others *

. "
2) Basic orlentatlon to work setting
: . \ .
The immediate supervisor within
the ‘employing unit dves the training; he af delegate
certain instructfnn\l duties to 1ead workers

¢- Supervision of-a trafnee in&ludes:

b
’ "~

A Instruction in technital .aspects of the work '
2% Pertddic monitering of progress -
3) EstabliShment of optimal work atmosphere

-

1 4) Periodic feedback of progress evaluations to

trainee : ) N ) .
. ‘ e .

2% Reportlmg of trainee progress to referral sources,x

o adminiatration perﬁonnel Project Skill | '

e. @‘épupsebiqg and Referral of Trainges Counseling is.
detined ag the, interaction Jbetween two individuals
4» where the counselor provides cties which help the
trainee move toward a“resdlution of conflict, decision-
fmaking, improvement of mood, or generally increased
" awareness and acceptance of realistic options.

-

rhis process in t;E general sense could take place - \
be&ween a Supervisor and trainee, but if the problem

3 -1s ¢ plex'or protracted, referral to the trainer is
'indisig&d. The traiger will decjide whether to provide

counseling or to refe? the trainee’to another resource.

such as the Divisdon of Vocational Rehabllitatfbn,~

Mental Health-Centers, Rehabilitation Facilities, or .-

other ‘agencies.
. ) \ . -

1f the nature of the problem is in the reélm of activ-

ot "ities of dailf’living, e.g. housing, food, shopping, .

bulgeting, etc., the trainer refers the trainee to the
suppo:tive servicés staff member.

I LY

. Types of Jobs:

L] L

Buil@igé Maintepénce Helper 1, 2

cleik 1, 2 |

Foogd Service Laborer ~ -
.\F;od Service Worker

Graphic'Reproduction Alde . . s

. ’ . :57 e!_
.. ] ‘ ) ‘l:r _ A
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Laborer’

’ . ] ¢ i 1 .
\\ . Laundry Labore¥ . , ‘ - .

.

,Managemeqt Information Speclalist 2y

Property Worker ’ .

*

a Shipping and Mailing Clerl 1 A ’ .
Stock Clerk 1 ) ' - . .
.k . - : - B

fypist 1, 2 . : .

g. Types of abrk Settiugé:

Al

Fedaral Property Program
) S a
Mental Institutions -\

Office Bdildings

Training Schools for PEfiPﬂs who are retardéd -

-

'Universitles ) . .

Vetqgans Home

3

Supervisory Train1Qg-

*

'selves during thé traiming.

. . T . ' )
. . . . . % - . A
« A formal, presentation has been evolved by the Asaistanb“““-£;;ﬁ> i

Trainer for use in wvirtually all job settings. The
supervisgory tralning program has been successful in most
1nstance9 in providing supervisors with particutir insights
and ’ teghniques for working with Project tratrées In

gome cases, a problem 1s created when trainees begin
employmént before thﬁ training program is given, It is

"an ever present fact “that personnel departments must “be
totally committed to the program, akarc of peoples' 7
attitudes (especially supervisory persounel) in order to
help spear off problﬁmq before and during the Project Skill
involvement., - “

Supervisory training is approximdtely 2 1/2 hoiirs long; a
certificate of completion is issued to' each supervisor
participating In the session. The sossion {s set up to
glve swpervisors a training plan which can be ilmplemented
in the toral work unit, to more thoroughly traln new
‘employes and at the same time- alert .them to the strengths
and weaknesses of people vla activitles done among them-
(The -cmphasig is shifted to

R
L




" the mild mentally retarded .and reéitored emoticnally

_ disturbed popuidtion after enough exercises are‘done to
‘ . " make them knowledgeable about the learning pygeess of
adults’.) A manual has been developed by the Trainer
Assisnant which describes this‘process in detail.

\«' 3. 001w0rkers: ,' - ' . .
l . h [
"k ) \ The, staff has been made aware of thé’§eed for- co-workers
N ST ‘to know about the Project. It .eases tensions-that are
' ! fairly' n8rmal, though not necessarily acceptable which
. g%perally make the training situation uncomfortable.
L } . . . . n
3 ﬁ-ﬁ : * ~
y : - Co-wbrker training varies in length; but 1s generally

| ! 45~minute program, with'an emphasis on Project Skill
and. what it offers as a special program for the.mild

\ mentally retarded arid restored emotidﬁal%y disturbed

L <4 persomn. TPe film is used to help explain the program in
both ;the supervigory training and co-worker training.

\ T | "¢

| "4, Staffings:. . v, - .

;° . ) - N ot o .

\ Sggffinga occur after the first three weeks of employment,
although reperts begin after the first week and continue )
every geek thereafte; until’ progress Warranfb fewer

evaluations. . v . °

Staffings are a very special part of the employment

LM : plecture for the trainee and the superviscr: Time is set
asjde to talk with the trainee about .the work he is
involved in, what he thinks his progress 1s, and how he

-8"  feels about the work after he has had a chance to do 1t
for approximately three weeks, (The first staffing 4s
about three weeks after starting date, so that the tra%nee
has a chance"to become familiar with the work, co-workers,

‘s supervisors, and work rules.,} The same is true of the

-superviser. Time 1s also set aside tg talk to the °
supervispr about the traginee and his- progress. Both the
-goed 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-

\“* o stgff g8 feeling that feedback is very helpful for the
trafnee and that 1t can also be a means of helping to
mediate and remove misunderstandings long before they
o _ become a real problem. Many questiong are answered by -

’ . the persons involved in the meeting and thus far the

\\ results of the staffings have been of a nature to provide

useful insights and information.
PR . [

D. Sgpportive-Service3, VolunteerS'and Follow-up: Bedrock

quportive Services: ) | . 7

.

. The_ supportive services aspect of the program is very‘important to
83 that the trainees needs.' dnd problems have been Attenged to,’
.iﬁj placementgis to be_ succeseful . <

;- ’ | ) % L J7- 1 3 N :“‘, - f
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' succéss; therefore®it must ‘be handled with a great deal of diplomacy

,Ihe ooiunteer gualities most sought are: . '

VR ,

« -Supportive services is a'feature of the program that is got"

utilized by every trainee. It 1is, howéver, extended to
those who do have problems in the supporfive servites are are
referred to the Job Coachy Examples of the kinds of supp
services“whtch havé;been provided are: -

Assistance with tran?porxation and moral support - night’
traffic court situation

Assistance with transportation and moral support - hospital
EmErEEnCY treatment -

Assistance_with food greparation, shopping wisely‘ ; - .~:‘ el . ;

L]

Assistance in arranging for a.trainee's transportation
aﬁter work (second shift)

¥ . 3

Assistance in opening a savings account

Provision of moral support /by accompanying an ekigible
applicant who was hired into a GETA LTE position {our
p¥acement but hot a Project Skill position) for interviews,
and assistfng her in’ finding transportation

1

. Assistancf with devising and implementing a budget

Assistance in searching for'housing . ., .
The alerting ¢of trainees to various recreation programs . ) \ o
available in the community -, . o \

- ¢

In some cases, counseling is also a part of suppontive services.
In those instances where the counseling needs are most acute, the
trainee is reférred to Vocational Rehabilitation or Mental Health
Center personnel :
. Cn

Volunteers: , » ..
Because the Project .Skill Program is geared to assist persons who
aYe mildly mentally retarded ®r restored emotionaliy disturbed, the iy
voluntee ntity of the program is a significant factor in trainee ¢

In many cases, loneliness is a problem for Skill traiqees. For the - S .
specific population that Project Skill serves, ‘there are not a large' »
numher of volunteers and because tle process_is a delicate'one,

therg must be some assyrance thﬁt the experience will be positive )

for both parties involved. ’ .. . -y

1 v M N

»

" Willinjness to work with a trainee on a’‘one- tg-one relationshlp
and as a friend | .- . _ . )

. . > . ’
. K . N - X o - ¥ A
, . 4 , .




? & ¥ N v \ » s
C willingness to assist in situations when the need“ar{sesz' !
/} . such as budgeting, ?h09p1ng, cooking, or’ just having fun
L] - " - " . B . -_ ¢
' Willingness to spend a‘minimum of two hours a week with the .
o trainee. The specific time and day would be agreed .upon . . P
between the wvolunteer and the trainee . ) (::)

. At presenf there is one actfve volunteer and one volunteet situation
which could not be worked out becalise of a conflict in working hours.
"Two traineea have received volunteeré in the past.

-

Volunteers are connacted weekly*to monitor progress, answer questione
and concerns. , c

el . ’ - L)
’

* Some of the activities the volunteers and the trainees have been ¢
dolng together are going to the movies, _eating out, going to a
concert, or chatting with one another,
\ - ) _ . ®
Qhanﬂcteristice of th three'trainees who now have ors have had &
volunteer. ’ ) ’

A

“\ . 1, Female | ' . '
¢ " ~ Disability - mentalLy retarded - .
Age - 24 . . ¥
Present™Job -~ Laborer
. . i
2. Female T :
: ‘Disability -~ emotionally disturbed ' Y ’ .
Age - 21 » . © \ . S
: -Interests - bowling, mueic \
Resigned from her Building Maintenance Helper l\poeition
' . to move to a different city ) )
3, Female | P .
‘ Disability - mentally retarded” = + A x .
) . Age - 18 t .
\f} . - Interests - water ekiing, horseback riding, and tennie
Was, terminated “from her Building Maintenance Helper 1 .

poeitidn

"Characteristics of.traineee for whom volunteers are being sought:

Disability = mentally retarded; also apeﬁch defecQ, one -

. paralyzed arm and epilepsy -
Age - 26 ‘ '

Interests - collecting coins, going to 'the movies CT .
, Present Job - Building Maintendnce Helper 1 ' '
2, Male TN - 1 ) "\
. Disability - mentally'retarded, also epilepsy
: - Age - 36 ’ : o
Interests — collects salt and pepper shakers, religious .
ﬁ/J activities -

Present Job - Building Maintenance Helper 1




. _r 4
" v - *
- : 3. Male. .
. / Disability - mentally retarded c
i Age - 31 . , - - o
"Intereata - none
\\i#—‘ . Present Job - Building Maintenance Helper 1 : a

Volunteer agenctes are contacted regularly for the purpoge of
. recruiltment and.makin@*known the needs of particular ‘trainees who
.+ sare in-need ‘of vplunteer serVices. Agency groups contacted are:

e "- - - ;}
- h Citizen Advocacy Program v
.z - L - 4‘ .
’ Wisconsin Unilon Volunteér PFrogram. e

Voluntaf} Action éenter
éentraiﬁ?olony-éolunteer Progfam
‘Laked Shore Ma&pr

St. Paul's Catholic Church

) Allen Hall™ =~ . N\
Madigon Area Community of Churches .
K_I Lutheran Social Services .° R .
Madison Association of Retarded Citlzens -

‘Retired Senior bofunteer Program

’ . ) ¥
. Community Action Commission . e
Mental Health Cefiter ‘, a
3 id T '
,$ o Madison Community Center . . . ‘
f ' 3

- Participation in Volunteer Days included many of these various
agencles. Project Skill has been represented at the Univgersity o
Wisconsin Memorial Union and also will be repreaented in the spri
at Madison Area Technical College to assure the visibility of the
program. .Also in early Aprilithe Volunteer Coordinator will be
attending a workshop given by.the Wisconsin Union Jolunteer Servi

. entitled Student Volunteer Program Exchange. The purpose of the
workehop. will be to see what both the agenciea and faculty can do
to meke the Student volunteer program better for all involved.

Follow-up: - . .
Because the main emphasis of the.Project Skill pregram is-to .
develop a model for employment of the mildly mentally retarded *

or restored emotionally disturbed persoms, the Project staff

‘ 16
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determined~ that the end result for each trainde should be carefully
reviewed in terms of success or Tailure.

This prqceéss is generated by a basic conlern for what happens to .
each individual from the time or application to the Project. ’
Involvement begins with the prescreening process which 1s done .t
by the Intake Counselor. If.a trainee is not able sto Succeed in -
Prqjedt’ emp4oyment it is the staff's responsibility to see that
the transition back to the public or prﬁba e sector or other 7
services is a smooth experience, even thodgh. it ‘'may not be pleasant.
This is done by calling the individuals pe:ﬁodically to check on

. their overall situation, Bo provide encouragemeit, and to Ronitor

whatever progress is
It i3 & concrete'way
you and I care." It
anything gyrther the

being made toward ,utilizing other resources.

~of saying to the former tratl

ia’also a way to find aut wh

"I remember
her there is

Project can contribute to %he former trainee.

)

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

One trainee who was a.Laborer left éﬁter workiﬁg for five -/,/////
months. He was not enthusiastic about the nature of the .

N work from the spart. Aftergjgaving, he got a job as a short
order cook.at a hotel making v3.25 per hour. .
. oo ’ . .
" A trainee who Was a Building Maintenance Helper Was terminated
after working six months. He obtained a job at a processing
. ¢ Pplant, removing pargggfrom 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
work. She is seeing her DVR counselor who 1s trying to help
her find employment.

- . -

. E. staff Responsibilities . L . "
Dissemination of 1nf0rmat%on about th;i;roject 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 repregents some of the major topicq
and responsible agents in the information exchange: , J

Project Skill Staff ' ] *

Non—Project Skill Staff

-

Referral Sources..............Intake Coumgelor
v f
Job Developer

Supportive Servites Specialist

LR
Applicant... .o v iannan, +.Intake Ceounselor
: ’ Supportive Services Specialist

-
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Non-Project Skill Staff* Project Skill Scaff

S

-Employéfj

why N
S

}ﬁ‘;. A _‘/

Personnel..............a....;qb Developer
* 15::‘ ';"?;;"’z ™

Supervilsors...vsss.us0ss..+Tralners :

-

s Formal Training...........Assiatant Tralner

Personnel Procedures..........Job Developer f’ .
‘Intake Counselor -

-

. Co-Workers........sv..ss4s.0..Tralners

‘ \%‘ﬂiﬂee. .'::_u\......_.......a‘....Traifle’rB i
) . Supportilve Services Speclalist

4

Cemmunity” Resources, ! . A
.VbiQEtegrs.......l...t..a...Supportive Services Speclalist
R "‘ ?ﬂ
Files, Re tionist, Typingz ¥ Secretary

. &

Ie persons primarily responsible for respec-

This llst represents

| tive contacts. Virtually-all staff have participdted in functlons
i % other than theirf primary ;ﬁThg*TI?his enables each member to have

‘a better awareness.of the overall>procedss; 1t also 18 necessary
to meet the work demands as volume increases 1In certaln areas.

4




[}

_CHAPTER 1I
1) e &

TRAINEES AND AD HOC PLACEMENTS ‘ .

' . ¥

A. TraYinee Characteristics (Summarles and Case Histpry Examples, .

March 31, 1976) -

L

" -
The following is a summary of information on those individuals
who dre now either permanent state employes or who are working tc

achleve that status.

Status: Training

ProbatiOQ.

L

Permanent

Total Active

'Average time in tral

3.5 months

Number of persons -promoted: 7

in pay to move to mo

. . .
19 -

i

;52 .

g§e status of persons advagced to probation:®

1

. o .
.Number of persons demot&d:; 1 (A voluntary acceptance df reduction

re compatible job){(Laborer to Clerk 2) . -

Number of persons demgted to lower classification within same job

serles:
probation)

Active Trainees (52)

3 (Persons moved from Laborer-probation to Property Worker-

Disabllity -

Mental Retardat

e

Emotional Distu

4
Race”
« + untee; 47
Blgcg: © k) .
Natlve Amerlcan: -2
L Chicano: 0
Age (at time of hire) .
ion: 35 18-21: 24 3N-40:" 9
rbance: 17 22-25: 7 41-50: 3
- ) 26=30: 6 ’ 51 & over: 3
“ £ M v
19 ' ‘

13- ! ) ]
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" Persons who have remained active within Project S5Skill and the
State Civil Service have numbered approximately 70% of the total

nimber placed to date, 52 of 75, .

A'review. of the program, trainee statements, supervisory reports,

and trainer nQtes and 1mpressiohs points to some tentative
generalizations about the reasons for retention and progress:

(not necessarily in order of importanca):

(1) Development of appropriate job commitments

F

(2) careful seléction methods - _ o

I

¢

4

-

? -
(3) Supervisory and co-worker training as appropriate
(4) /Formulation of a training and case plan with trainee,

(5

~ employer, and referrgl source *

Periodic¢ monitoring of progress via written reports from

supervisar, megtings wich trainee, supervisor, an referral
source

-~

(6) *Enlisting supportive services when necessary :
LN

The following are case histories which indicate some of the
.dynamics relating to Project Skill partiq&ﬁants who are preéently

active:

,

-

R '»‘.\.
-

3 a(\

Q .

a

- o . 4
A.S5.% 54, marrled, male, black. y . *k
- l . . ‘- ) ! -
B Pogition: . Building Maintenance Helper 2, .
Education Fourth grade ///T -
e ——— t S
Familz: Lives with wife
Disability: Mentally retarded. Tt wag suggested that his
intellectual and academjc performance were probablx severely
depressed by cultural and soclal factors., : \
. ; . *
Work History: ‘Seventeen years, eonstruction, eighf years -
factory{ other short term jobs - ..
. .
Training Progress:“ T e trainee immediatel&_demonstrated
excellent work habits, andAafterLE 1/2 mbnths. advanced to
Probaglon. Jle became a pérmanent=state,employe 9/30/75
. and contlnues® his good work. 4\
7 e ! $ ' -
e h 1

' Y A g
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| as
J.M.: 22, single, female, white, \ . N . “L
.’ . - Position: Building Mnintennoce Helper 2.
. L L]
. r
' " Educatlon: Twelfth grade. X . - %
e - Family: Foster home.
v . Disabilit Mental retardation; trmature personality,
anxiezy reaction and elements of ‘depression. B .
' « 7 Work Histo_z .Short term jobs as nurse's aide; kitchen
- o help; laundromat- helper, housekeeper .

. i . i . , I.lll
{ e . ' Training Progress: The trainee'did average work from
‘ ,Ehe beginnifig, and was advanced to Probaticdnary status’
/;7 fter 2 1/2 months, She has now becomé -a.permanent
/- -state employe. .2 -
L . -G.H.: 231, single male. . ] . .
- r -~ . ' . . .

Position: Property Worker. ' Do s L

—————

. Educat{ol! Twelfth gradé. « -

? - Familzz Lives with parents. = .
o # § ? T
X - . Disabjlit Testing reaulfs were from about eleven years
: : o © %, ago. tlntelligence appraisal at that time gave a pickure
. * of mixed potential, e. g., some' brainm damage, a range of
-, ability from very good memory for rote learning down tg
" . - a very low ability to synthesize pacts into aaghole.

Some speech, impediment was noted. The referr agency.
considgred thewtrainee to be borderline retarded.

. -Work History: Brief work in tobacco harvesting, cleaning
- cars. Quer ten yea?s'in a ‘sheltered warkshop ‘doing a
varlety of work, the last several years in a candle":
A, . manufacturing, operation. ;

. c, e T '
4 o Tk 3 . J! -« . ‘
.

: Tratn Progress: Trainee was hired as a Laborer-trainee
: ; EE do..a varidty‘of-cleaning, repair and.painting of tools,
oL : o, ’ \machinery,'end furnlture, . sorting and paokaging, and K
' s matlerial handling. His work has been fairly steady but!
ot not fast. He works Best on. structured tasks, Due 'to
some limitatioqms~ of‘flexibility and speed, the trginee ~
has been reclagsified into a somewhat lower job called
Property Worker. He is currently'oh{probationy arid his .
*gteady’ aﬁtendance and\performance indicate he will be
~ ' success 1 at yis preﬁent job level.

a
-




- _g;g;: 23, married male,
| EO \ Position: Building Maihtenance Helper_2.
} | Education: Ele eﬁph grade. ’
o . . Family: < Marrbézysince bectming & trnlnee.’
* ' Digability: Mentall& retar&ed.
. ST , . - - i

. : WOrk History; Three years farm hand; three months leoading
. ’ bbx cars; three months at rehab{;itation facility 'as janitor.

) 4 . Training Progress: (The general climate of the institution )
where the job 1s could be characterized as resistive to v ’ .
. : . "chapge. Adminigtrators, supgrvisors, and .copworkers ,ex- . )
. : ' ‘hhﬁhﬁh“§;;ssed apprehensions about/having a "retard%d"’person ~
_ k as a, Bullding Maintengnce Helper 2., They were partly y

. conditioned by assuming that the Project Skill trainee
would be in the moderately retarded range rather than the ’
@g, mildly or borderline retarded range.) )

In any eveht,,éhe trainee made slow but steady prbgress,
and a?;er five months was advanced to the regular Proba-

' tlonary status. The success 1ip this cese seemed to be S
: due to: T o S
v i (a) A trailnee with good work habits~and sufficient .
learning potential. . b
- r o . i
i (b) A conscientious supervisor. ‘ ) - !
T . Z } ,Perlodic supportive counseling and fingncfal aid
via,the Division of Vocational Rehabilitation and
1 a coungdelor from-a rehabllitation facility,
: ’ ;
{(d} (The ‘prieliminary orientation to the institution
staff by.Project Skill perq?nnel played an indeter-
minate role, but we beljeve it allowed some .
. catharsiis of employe feelings and provided some .
\ . backgrolmnd information. <The, institution has _
oo ) " recéntly requested another Bullding Maintenance .
: : Helper. . l’ - v .
4 . Y( ) " - . ‘
: C.Y,: 24, oiémgle male 8 -
L . . Positibnf Buiid}ﬁg Maintertance Helper 1. *
. - r 3 . N
§ . : ' .
. . : Education: Severdth grade. | > ‘

L’ Famflx Lived with parents, four brothers, and one sister

until he was abau twelve. ] | : *
3
e | . 2 . .
E . i \. »
I , x -l6- ] ¥ 1
A ’ ) : .
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) Disability: Trailnee has a congenital speghh impediment,
partial pardlysis of right arm and right leg. His eafly
. . --adjustment to family was difficult with tralnee's ”
-t threatening of family members with p@ysical ¢folence.
. : He had 1story of epllepsy during adolescence, com-
) pletely controlled now. Varilous inteLligence testlng
- durlng adolescence indicated I.Q.'s ranglng into the
low average range with some organi¢ impairment. Referral
gources to Project Skil}- cqnaide ed him to hawe physical;
emotionsl and intellectual impairments.

Institutions: After seventh grade, his mother became 111 .
and, with his adjustment problems, 1t was declided to send
" % him to a state-run colony for retarded persons. He stayed

there several years at’ which time he was transferred to
. a prilvately run residential care facllity. , He resided
. in this facility at the time he applied to Proje?t Skill.

Present Living Ajrangementsy "The trainee moved to his
own apartment two months after beglnning- Project Skill
" training. He has maintained himgelf there for eighteen
months. :
- ®Financial: ,The tralnee had probleps'undergtanding the
S$SDT and SSI arrangement. Communication presents a big -
. problem for others who must try to help him. Checks, .
which were returned to the government, contlnued after
the govermnment sald he was no longer eligible; after .
considerable. attention they did stop. He 1s at this
t ime maintaining_himself with no financial assistance .

o

.a

o - Soclal:  He hag a slster wHom he visits during his
vacations - he does not have many friends or associates.
He leads -3 falrly quiet llfe, occasionally going to a
movie, and manages to maintain a fairly seremne outlook
on life.

Hork Histaory: Trainee had dome part-time work 1n the
: kitchen at the residential facility. He had also soid
) soda pop to residents and staff. He worked briefl
“ a restaurant as a dishwasher but was terminated due to
4 beﬁng too glow. ‘ . L

a

Tralning Progress: Initially, the trainee had to get
- . used’' to the physical demands of the job, e. 8+» mopping
by means of using his weakened right arm as ‘an assist,
He made steady progress and wag advanced from traiuning
s to regular probation ‘status after three months. He has
now been a permanent:state employe for tem months.’ He
\' may have to remain<on his present level of work becausge
the next higher classificatidn could require snow shovellug

" . and climbing ladders which would- prove difficylt 1f not *
Y, : dangerous for him. One pf his outstandi qualities
23 S :
¥ v o °
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, ‘ o, \ . \ . ‘ q -
* ’ ﬂ - }
beyond his proficlency 88 8 worker 1is his plesssnt
» personality which has been commented on by ma*ny state P
M employes. .
A3 L .
e L. B. Drop-Outa and Té}rminations (Jummaries and .Case Hiatory .
_Eanmples, March ‘31, 1976) '\ - :
_ . The -following 15 a eummary of ‘information on those Mndividuals “
o who were hired into Project trainee positions had who, for B
. -whatever reason, are no longer employed through the program.
] .- . . ‘ . A
Status: ,Resigned 10 o . . By
f ’ P i 4
' . . Terminated t.13
’ . Totdl Drop-Outs: 23 " T RN
2 oo (31% Attricfon) _ e ,
: . . 7 . .
oo Ave‘ra_ge‘ time active prior to resignation: 2.9 montha.
A Average time acfive prior to terminaiton: 5.2 months : . /I
" Terminated Tralnees (23) ‘ | ? . /
\ / “Sex ' ] Race - )
p . - -
. “Male: 17 . Whice: : 21 -
) . . 3
o Temale: 6 . pleck: ( S | Y w -
I . . . . 3
T 4 . b . - .
] . ’ Native Americen: * 0 et
c- . : .
% ) Ch lcand: AN W
; Disability ' + Age (at tiie of hire)
v . . Mental Retardation: NS § 2 18-21: 15 { 31‘-40‘ , \ 0
) ' Emotional Disg:urbarice{:'- 6 - 272= zsf : 4,1 59:‘ . })%0
. . .. ® LR
e ) T . 26-30F 3 « . 51 & over: 1
iy El - -
A breakdown in ‘one-or more of the six factors mentioned under Activye
. 4 tralnees may well cauee 8 drop-out. ) 1 :
. 5 v ! -
. . Drop~outs fall Into twa 33’*"‘“ goriga reglgnation Qﬁermination. aThe
- ’ ten persons who resignéf@ave some of the following reasons for
) ) 1€hv1ng. ) * . .
- . ) s o : -
- - 'Did not like the work ' t .
: . R 5
- Phystcally or emotionally not ready 5 .. .
i o L ) - Family 1nterference o

" “ . -18-
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Of tlie thirteen persons terminatéd, some.reasons glven by manage- .
ment were. . oL L e ’
& r ' ' ) '
. - Poar work, luw'prqductivity 7 ’
- - 3 - ' ’ ) N " -
. \ . = Absenteelsm .
£ o, . . L]
TN - Stealing
* The

liowing are

itvations
 Skill?

%Q,_single'male.-. I f'

Bu11ding Maintenance Helper 1.

. » > b 5
" ' : Eighfh grade %% L ’
f R .
Lived w;th parents and three sisters until he
{“ s:r teen, We have no record of thé family relatfon-
- _  ~I ships. ' .
Lo . o - - ‘
o - Disabilit%: Epliepsy; well controlled. Mild mentdl *
. retardat o) History of acting.gut, but primarily
. e behavior cRaracterized by.negativism, withdrawal from
o 7 ,,\ tesponsibiliity, and hypersensitivity to critigism. .
R po Institutions

e

* resistive to directions and assignments,

; Atesixteen the tralnee resided at a privafe
¥ .the retarded. He Was discharged after
Erv .td disruptive behavior.ﬂ He has been in

al carg facility sincé 196&

threé mont
a residen

"Work ﬁisﬁory
institutionys

& w
ere 1s no kndwn w0rk doneaqptside the
\The fraineé sald he had had some .janitorial

-

fhe trainee participated in some
training for two weeks., He had
gome of the easler basic tasks such
tylng waste bask4ts, dusting, etc.’ When he had to
‘mep he began to have difficulty partially due to physical
weakneds. Each day of the second week, he grew more

saying he was not interested iz the work.

In retrJ;SEct'it appeared hat. the trainee had not had
sufficient vocatiopal traiiigg and general adjustment
seryiceg to enablel him to aecdept a responsible- job.

T\ 25¢
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fipally, he quit,'
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LBy single méla .
|

Puilding Haintenance Helper 2.

Posirﬁon
Educatf%n* In Eﬁﬁifth grade, special eduCation.,~

Di bilit MentéI‘:etardation. q; *%Eﬁh '
75§£=7“x‘ e 1 \

Livea with pqrenta and sisters and broﬂﬁ?rs.‘
-L,__\___

‘5“
-Traini_g_Pg_g;ess. Trainee worked for about aiﬁ J
‘Supevyisors reported hie initial work wae aatisfhctpry. i

vertheless, the trainee resigned, gaying his’ family
was complainingibecause of his coming home late (1-2 a.m.)}’
after hie shift and "that the family was- awakened, Further
inquiry of. the high -schg jcher revealed that the - ™
fathér hpd been opposed to] the shift.work from the begin-
le teacher had algo indicated that the tralnee
_ If the Project Skill job did
not work oht. It wagfﬁh ught, also, that the supervisors-.
had not really. supported ‘the trainaexin hig initial ,
efforts. . Finally, the trainee's youth, dependency on the i
high schdol, teacher, and gefieral immaturity caused him to
find it diﬁﬁiculg to make’the adjustment to the job.

L . B - T L

. 5 . i

21, ﬁingle,.malé,‘Mexican;ﬁnerican. . ‘-

. R ] A . e ]
.Position: - Building Maintenance Helper 2. .~ - )
—_—— . . :
gguéation: Tenth grade. L
Fami¥y: Had lived with mother and seven brothers and .
sisters; moved into ‘room on employing institution grounds. - (

o .

Disabilitz:' Mental retardation; cerebral palsy, Bpeech
defect. '

& % . . "
Work History: Rehabilitation Facilityfacarigty of jobs,

one year.,

. & -
Trﬁ%%in Progress:. The trainee began securing average T ,
ratings during t%é first months, although. some.difffculties
were mentioned about e¢o-worker,relationships. Various -
meetings with supervisors and chworkers were held, however,
ratinge' of thestrainee fell from average to fair; even~
tually he was terminated. It is belleved that more

'intensixg and early supervisory and co-worker training ma
have ameliorated rhe situation:

»~
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S.H.: 19, single,. female, white. _ o
M - .

Position: 'Building Maintenance Helper 2.
y—an e 200 . :

P

Educatfon: Tenth grade. L
[ — . . .

" Fambly/Housing: Lived in room om grounds of -the employing

.+ o+ - _ instirution. ' ‘ ’ e
: -2 .
. Disability: Mental réfardadlon. -
=) ' - o
e Work History: Dietary alde-in nursing home, one year.
T Training Progress: Basic four-Deek training was completed
successfully. “When the ‘tralfiee was assigned to a cottage
¥ with residents ghe resigned, saying she-did not like the
work. .
T F.w.;.lzs, married, male, white. I : “ .
e . L3 w o . . M . - = . J -
Position: IBuilding Maintenance Helper 2. <
ducagion Twelfth .grade, ,;\\ ' §
- Familz Wife and two children. There were some family
) _ problems ‘and ‘for awhiIe the trainee maéved to live with
his mothgr. . . .

Disability: Mental: retardation kildney transplant = he
2 begarn to have physical problems and his physician recom—
mended he resign. A

Work History: - Rehabilitation Faciiity, 2 1/2 yearS,
janitorial four years; kitchen helper, four ‘month
" 4

Trainifg Progress: The tSiinee did average to excellent
work. He Qﬁs advanced to Probatlonafter 3 1/2 months.
Unfortunatelyy medical reasons forcéd his resignation
after a total of five months employment. ”

C. Ad'Hoc Placements

[} .

In addition te permanent job placement within state service, the
Project has also assisted in placing applieants in limited term
employment positions., Some agencles requested assistance in filling
these positions with individuals from the Project applicant pool,
Although these were not permanent positions, this was an additional
feasible way for opening the door for handicapped persons.,

-

To date a half-time typist position (physically hand1éapped .person),
one k 2, and one Typlat 2 position havéebeen filled in the
above=d scribed ‘manner.

s 0
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" The Job Developer @lso worked on filling a Facilities Kgpair ~
Worker position, and approximately eight summer relief Building
s Maintenance jobs, but these positions were eliminated as a result .
. of budget cuts. i -
The ;Project also has a pool of applicantsa who have been referred
for job placement, but haven't been placed in any position.
: L8
D. -Current Job Commitments ..
y As of 4/9/76, the following Jobs have been committed and are 1in CEQ'
T the process of being filled: "
., @ - Classification Jw Number ‘ PN
. . Clerk 1~ o 3 . !
- ] . _{ . -
Clerk 2 . . e E # v
. 1 . kY L
A ¥ N - . h
Typlst 2 s o \.y 2 ‘ : .
- RN | . . .
Machine Ogﬁrator 2 ' 1 e,
' Bdilding Maintenance~Helpe$ 2 IEL S ¢
' N .
r . Total 18 . ’ °
g - N ¥, -
{
. . . ¥
*r l. " “
V4 Y e b *
N
- " N L
e : \
. IR N 4 . ‘
L) * / !
- LY .
»' { - E
¥
N _—
) ~ . Yo - .
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CHAPTER IIIL L .

RESOURCES

LI 4

e

A. Community Linkages

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

are: |

f

r' WA
Division of Vocational Rehabilitation (about B80%)
. - J
Rehabilitation Facilities (about 35%)
Special Education Programs (about 5%) ,

Mutual clkents cause figures to total over 100%.

s -

A number of applicants have been clients of two vr all three of
the above agencdes.” These relationships may be concurrent or
sequential, - £

N ’ ) ﬂ&f ! -
The Division of Vocational Rehabilitation (DVR) has been. active
with an estimated 80% of our &3p11can&a. In 2 few instances,
they have reopened files of former clients in order to provide ‘
services-

e . -

Assistance from DVR has included the following:

.
[

Monitoring trainee progress in cities at a considerable
distance from Madisdn, .

Financial assistance for clothes, rent, transportation’

F . . g L
Counseling
Arranging diagnostic services {(e.g., vocational, physical
psychiatric)

Rehabilitation facilities have worked with an estimated 357 of

the applicants. Often, when a referral is initiated from a
faciliry, the applicant 18 also a client of DVR. We attempt to
clarify what the respective roles of each’'agency will be in regard
to the trainee, This has generally worked out satisfactorily so
that, if the service 1s necessary, supervisors usually only have .
to work with one tounselor: DVR counselor, or facility counselor.
The ProjJect trainer 1s expected to serve a monitoring*role to see
that.services are complete in terms of trainee progress.

Speciak Eﬂucaéion teachers have referred a number of fairly job-
ready young applicants. Usually, the appliecant 1s also a client

29
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of ‘DVR. Specilal Education teachers may be able to assist with
counseling, especlally 1f the applicant 1s still 1in achool,
recelving work credit. Sometimes, however, the student has

been out of school‘a few years and cther counseling may need -

to be arranged.

In addition to referral agencles, the Project has maintsined

“‘a cloge relstionship'with the state Assoclation for Retarded

Citizens (A.R.C.). This has been an excellknt information )
source; the Manpower Director slso participates in the A.R.C.'s
Vocational Rehabilitation Committee and proviges assistance
with developing priorities and assemblinmg a ttrhining package
for local gtoups to edsist-#hgm 1n’def1n1ng and utilizing all
avallable regources. The relationship has thus far proven

to be mutually beneficial. ° . L

LT
B. Civil Sefvicé Procedures, Claasifications -

In grdd& éggdﬁizigéi‘ kill to proceed more effectively, standard
hiring pro of the State Bureau of Personnel have bed '
modified. Responsibilities such as preparation of announceme

and job descriptions have Heen delegated to the Skill wstaff for
changes to accommodate the needs of the(broject. Baslic qualifi-

. catlions for Project jobe are age 18 and Wisconsin residency.h

Additional qualifications sre added where necessary, according to

the specific classification. . 2
i

Project 8Skill positions axe‘filled through 8 closed recruitment
system in which -only applicants certified as retarded or restoréd .
emotidnally disturbed ‘are eligible. An example of the certifica- “
tion can be seen in Appendix A, The job description, a very

useful document, 1s a modified version of the position descriptien

(a standard personnel document which reflects breakdown 1in percent

of tasks to be perfoimed) whigh aids both SkTll staff and referral

sources In the séleccion broées%. The job description's primary
purpose 1s to provide agéetailed gulde to the nature of the job.

-

Reglsters ", .

A :
In the second year, Project Skill began the practice of estab--
lishing job registers.from the ,results of oral examinations An.
ordet to. reduce the time required to fill a job, eliminate”

‘repetition of efforcs of both 'staff and applicant, and enhance

thi applicant's chances for-employment. While registers are
common procedure in the State Bureau of Personnel, Project S8kill
used them only haltingly at first, because the procedure-was

not familiar. Nor was it well understood how the regfster could
be constructed -to hest fit the needs of the Project. Initial
attempts have deffned how te set up-a register and tailor it to
the Project; a reglster 1s now established for every oral

examination glven.xr. ' : a

-24=
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Job registers have a life—time ~of six months, venewable for another

. The most-useable register for Praject purposes has
hr characteristics: : o

It 1s "area-wide," 1i.e., valid-for any Department withiq'
a geographical area defined by tHe Bureau of Personnel

"It is classification—wide i.e., valid for any specific”
position within a general cl&Ssificat10n¢

(3) It 1is "periodic," i.e., new names may be added tod the
register during its life-time ’ - :
|

Regluters governing clerical positions will have the above-listed
charatteristics; registers governing'laboréénd service classi?i*
cations such as Bdilding Maintenance Helpet and Laborer are subject
to limitationé such as "Department-wide" rather than area-wide T
and "this position only" instead of tlassification-wide. (Here,
joint registers can be established, where one examination produces
- a reglster that 18 valid for two department§ ) The difference
lies in authority to hire: 1n the case of clerical classifications,
the Bureau of Personnel holds authprity for the whole state, in
) the case of labor and service classifications, authority is dele-
gated to individual departments or agencies.
©
Procedure for filling any position governed. by a register then . °
entails only certification of eligible names from the register
and scheduling of these people for a job interview, a considerably
- N less complex procdss, The time-consuming steps of job announcement,
recrultment, screening, and oral examination are thus dliminated.
¢. The basis for .establishing a register involves another civil '
“service procedure: writing of 'the job announcement. Involved
here 1s the wording of one section on the announcement which
_ describes the type of reglster to be established, e.g., area-
wide -or one department only, classification-wide_or this position
‘only, periddic, etc. It 18 a standard and relatiely simple
procedure, but care must be given to correct wordiyg and details,
as this section constitutes the legal authority for waiver of
the examination process . and strictly defines use of the register.

’

. Examinations: _ . ‘

L]

=

In regard to ‘oral examinations and job interviews, procedures
follow essentially the patterns laid down during Project Skill's
first Yyear of operation. The notable exception however, 1s the

— introduction of abbreviated versions of the standardized Mritten

“ and performance tests for clerical positions as an aid fn con- *
structing solid job registers; this has been discussed in Chapter
18, )

Al Ll
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" Reclassifications:

¥ . N
In one work setting it was dlscovered that some of the Laborer
trainees were not measuring up to the expected standapdg of
versatility and/or productivity after, the six-month training
period. Because the trainees showed proficiency at a-level
somewhat below the standards, yet of a useful, productive nature,
an extension of {training time was granted while the Personnel
Board was approached about establishing a new clasailfication.

. 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
l-, and Building Maintenance Helper 1 afford an entry level for
many applicants who might' find the demands and adjustments of

3 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
for carger development 1s 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 film with *
narration) is only fifteen minutes long, it artfully compresaes
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 begt possible vehicle for orienting individuals to Project
Skill. ) .

The filmograph has more than proven its"value.y It has been used
in presentations to professional groups (such as Rehabilitation
Facilities and the Midiest Intergovernmental Personnel Conference)
and will be shown in conjunction with staff presentations to

rent conferences in the spring of 1976 (assoclation of
Ret4g¥ded Citizens; Division of Voéational Rehabilitation). In-

onnel administrators, supervisors and other managers. It
'ven useful as a tool to stimulate interest and increaged
ness tb participate in the Project.

The staff of the extenaion component has utilized the filmograph
extensively to orient Area Manpower Boards; Developmental Dis- -\
abilities personnel and potential employerﬂ to the Civil Service
Project. The staff then builds from this nderstanding to
explain the variations involved in {he extenaion to c¢ity and
county government positions. !

I
Ll * .|
[ I
. P
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.D. Adviso_y Board . : -

centinued to provide the questlans, support and advice so, edsent{al .
_to thq functioning of the Project.‘ ?epresentation has r@mained -

relatively stable and no new recént additions have been made. , e

The most notable change from the.first year is tRat, as systems K N

-t

Since the Project now possesses six coples of the filer, three
coples have been utilized to mail thrpoughout the country in ° ]
‘response to requestg., Thus far, the filmograph has traveled tor o

Rock Island, Illinois S . -
Winfleld, Kansas
- l - . ;
Modesto, Califormnia . _ '
J Crookston, Minnesota '
Hauppage, New Yotk
_ Portland, Oregon . '_ N
Minneapolis-St. Paul, Minnesbra s ‘ ‘ : /
ear - raut, Tinng 4

. Colorado Sﬁrings,'Colora&o. - ) ' !
. o ~ p .

San- Jose, California C
Feedback 1s requested from viewers regarding their responsesg,
concerns. Appendices B and C are the form letters, which are
sent, ~ B precedes the film and C accompanies it.
e
4

Thus® it. can be seen that thére have been myriad uses for this
tool: It ‘hak been an invaluablg aid in disseminating information

“as well as in stimulating discussion ind.questions. )
\ L]

. +
L -

i . . .
Jhe Board has continued to. meet during the secomd year and has ="

become established within ‘the Project, the need:for frequent
Advisory Board meeti dim{nished. Thus, ingtead of the monthly

meetings which ¢ tterized the firs year, meetings are now Lo
held approxima Q}y every two menths. . .

\
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p COST BENEFIT ANALYSIS
. - = .9 .
A. Statement of Problem -

]
*

Considerable attention-ahd criticism has been focused on Manpower
programs and thelr effectivendss. Program adminiatrators, 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 has led to the greater
application of techniques such as cost benefit analysis and the use
of these techniqueaxtp 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 itr 18 a cost -.E?w great a cost? If

L]

it is a benafit ~ 'how great a benefit?
. [ | . .

Project Skill is a program to test the feasibility of civil service

employment for.persans who are mild mentally retarded or restored

- ‘nemationaily disturbed. It has already heen proven+time and time

again that the population specified, when hired and trained are

. capable, dependable, loyal, hard-working and prompt. We are pre-

Ll

o

paring. now to discuss the issue in terms of hard facta.

B. ‘Definition of %gégs
- ’ . ) 4

The tetms®used in this study are generally standard cost-benefit

anglysis terminoclogy. 'An early decision by the research staff

ruled out the socidl costs and benefits component analysis. The

basis for the decision was the seeking of ha}d cost data versus

,soft data based on long term projections.

While social cost and’ benefi@s are as much a part of real cost , .t
and benefits ‘there are no rgadily recognizable criteria for .
judging their magnitude. - -
The terms used for this study are defined in the order of 'appearance
‘on the work sheet. (Figure 1 - Appendix D)
la. Project cost (govErnment)’per participant \l ‘ - *
P / '
This 1s the” program cost per participant. 1 real cost

must.-be divided by the nrumber of participants for an
: , averagé program cost., In this particular analysis the
Zaumber of participants from April 14, 1974 through September
30% 1975 was divided by'the program dollars expended for -
the same period of time. " $160,777 divided by. 57 equals
$2820 - average cost per participant. .

'
——
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1b. Government cost.1s any money paild to 4 participant through
. a federally funded or state funded organization. The standard
) «. federal tax deductiom was used for persons who yere living - ) . .
. at home. SSI reciplents are allowed to work for nine months‘ :
/ 7 at gainful employment and therefore the cost benefit does.
- ' not reflect the full return that would be realized on a .
fiong erm projection.or even 4. two~year projection. The
? . money récelved by the participants 1s pelculated for one year
' prlor to-the date they begah*eﬁployment with the Project Skill.
. , Brogram, and is the veflectlon of cast to the government.

2a. . -lient wage and sales tax calculation *“
' 2b. Client Bemefits s, , L .
S , * ’The participant’s gross wage minus the government tax benefits

I

are his/her benefigs.

The tdtgl income: in the case of this particular analysis is
3 the gross wage over the first year of employment. - - A1l
pers%na terminated prior to prubation status (six months
or less) were included in the cost benefit analysis because
// the cost had. to be paid for those indlviduals.

- Y

.

+
4

t 2¢. The government benefits are calculated by uaing tax formfs
from the fiscal office, and e federal and state taxes are .
taken from the participant 8 ge each payday, o '
oo The 'sales tax was determined by using the é\rmela. 1/3 .of
. articipant net wage X 4%. Thel\sales tax was_computed on
’ 1/3 of individual's .net income or }.13% of the individual T, ’
gross income.. The federal govgrnm¢nt uses 1,30% of gross
income to compute the sales tax per individual. The-1.13%
works out to be a lower figure than the federal government
. actually chargea] which meééns the more conaervative 5;gure
used in which to base our analysis.

o 3a, . The cog& benefit is number 2a subtracted from number la +.1b°"
' (if any) ., o

- S
3b. The cost effect ratio 1is-theltotal government benefit divided -
by, the program cost.. .

— -

«
o

J - -

- ’

‘The second step 1in the cost benefit analysis ts to put.down all !
‘the figures for each individual on a work sheet. (Figure 2 =
asppendix D) Add all columna for totals and use thg subtotals
‘of the columns to compute the cost benefit for the.program in the
'same manner as the indivldual computations were obtained.
The cost benefit 1s the total program cost minus the total govern-
ment benefits.,
. . g 4

. The cost effect is the .total government benefit9~divided by the

program cost., .

7 .
' * ’ Lo ’
. '35
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C. Method of Anslysis .

-

. |
, *

. S

. e The cost benefit fativ ﬂ%brdach’was used for this anslysis. It

‘ was felt vhat this spprogch was the most appropriate for several °
reagons. First ‘0f all it provided|"hsrdest' data on the value

- . of benefits generated by each dollgr of cost. It comparef the

.. dollar cost of the program to the return to the governifient via

. taxes and reduced public assistance The approach deals with ,

the short-run and does not attempt to project benefits and/or '

cost far into the future. This doed, of course, reduce the scope

of the analysis but that 1s felt to be more than offset by the \

increased clarity of the effectivenegs 'picture,” Second, the ! )

{ ratlo approach does not require aohi h degree of statistical |
sophistication on the part of the program staff. \. \ !

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

3 " Summary: - ¢

* L3

The participants whg are SSI recipients were only decreased
money for the last three months of the twélve month employment
period. The cost benefit analysis at the lend of the testing
phase of the program will reflect that bemefit to the goverhment
. and raise the cost benefit effect and effeltiveness ratio-to a
much higher rate of return.

- ¥

o

Recommendations: -
! A

.‘ »

with the rate of
gor satlsfaction

Preliminiry cost benefit information codble
rétention,for trainees ahd expressed superv
would indicate that the Project model 1s viable and worthy of
continuation. For this reason, efforts are presently in process
to assure thai Project Skill 1s an ongoing.operation of the .
K ] state civil service system and to efpaid the Project to balance- ¢
of-state (outside CETA prime sponsor areas) city and county )
& , Bovernmgnt., More long range plans invelve disseminating the — "
model nationwide arnd providing techqicai assistance to those e
states and égencieé seeking to implegent‘similar projedts. - ‘
f 5 a5 El .

- -
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) + v ' \ CHAPTER V

: J . . : . -PROBLEMS AND LESSONS

J‘_ " < ’ + '. L3
' A. Communication and Role Definition

-

Persomnel Agencies and Proceduresg:

One major recurrent problem in this area 1s adjustment to the
.distribution of responsibilities, e.g., agreement. between Projegt
Skill employing agencles as to who agsumes what, In terms of '
‘responsibllities for persomnel procédures. ‘

= Specific problem areas where responsibilitiigﬂggst be defined are:

" (1) who writes the-a ?ouncement and how the announcement should
be structured to accommodate the needs of Skill e .

(3) who administers the exams afid what kind of qualities should .
be assesged, other than knowledge of the job <o be performed,
e.g., applicants' psychological readiness .

&
h 4

(» The mechanics of the reimbursement voucher, when’égplicable‘

(4) The need for a Project s;éff member to be present at the
final interview for the purpose of input and putting the ' °
applicant at, ease; this has raised some hesitancy from
empleing agencies from time to time

N Fl

. e Referral Agehc1ES:

In dealing with referral sourtes 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
portraved 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.
S . . Subsequent explanation and clarification have helped to resolve
the problem, but the flrst, incorrect- impression has proven to
be dismayingly tenacious. .. o '

ey

-

Expﬁanation and clarifitation have also been required in coping

¢ with misunderstanding which can stem from what referring agencies
would like the Project to be (as opposed to. what it, in fact, 1s),
resulting, again,; in inappropriate referrals. This wishful

1

thiiﬁing, as 1t were, 1s bound to opcur, necessitating repeated . /\ .
def . .

itions of the Project functionsy "goals and aims.

| | 87 . -
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Much of the work of Screening snd intake involves papera: . forms,
reports, documeptation. These constitute the basis for judgments
regarding job placements. Lack of the 4nformation obviously
caluses problema 'tn the ability to make good judgments (or take
risks) and intske staff should insist to the extent pratticable
that all required forms and informstion be gent 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 docymentation s not
avaflsble and/or may not be eligible for the Project.  Further,
intake staff should insist that these forms sdd information be
received before the applicant is admitted to an‘oral examination -
and/or job interview. This practice aids in eliminating gaps
in the knoq}edge vital for satisfactory job placement before an
applicant 1s actually‘considered for a specific poaition.

. L4
The. primhry reapopsibility for ohtaining ‘and forwarding’the
requested forms and Ainformation lies with the referral sdurce.
This responsibility should be impressed upon that source. The
1ntake staff may be able to receive the information immediately
or may have to request it via release of information statements
or may éven need to go to other 30prcea but the referral gource
carrjes the primary reeponaiblity for making sure that that
information does exist and 18 reasonably gvailable to the PBroject.
A screening interview should also be mandatory befgre conaider- -
ation 0f an applicant for a specific positiqn: The' Interwview
‘gives substance, to the 'paper-people" the intake atafﬁ works
with and can provide many cues to qualities, such a8 social
skills, streSs tolerance verbal ability, cooperativeness, apd
assorted idiosypcracies that are not reflected in the information
found on paper. It is the time apnd place to spot, when poasible,
-potential problem areas. The screening interview 1s an excellent
tool and should always be mandatory, even-in the case of last-
minute referrals. EJ

Another useful tool 1s requesting grom the referral Bource.a
written recommendation. This practice cari (1) bolster the
crédentials of a good, but not well-qualified (job-wise) applicant,
(2) clarify areas of concern to potential employers, and (3)
aliminate hasty,_ill—considered referrals.

ﬁnother problem for which there ig no ready solution 1s that of’
old and possibly outdated qualifying documentation. Intake staff
should request more recent Information, but in some cases older-

. Information may have to suffice. In cases where information 1s
judged to be tbo old, it 1is the referral source's reaponsibility
to make arrangements for new documentation.

In demling with these problems as they arise in the information-
gathering process, it is important ro establish and maintain good
relations with the referral soyrces. Whatever the calise of the

problem, it cannot be resolved without their cooperation. Intake

< 38
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" and should supply as often as possible feedback on an applican

.

[

-

staff should. keep in frequent contact with the referral aources\
t

performance, so thal, information flows in both directions.

Referral- sources shoul e'apprised of any decisions regarding
their applicante, and those decisions should be made in conjunction
with the sources whenever possible.

v

Employers and Worksites: ’

Administrative Support: At the onset of the program - there was |
not enough follow-through on the -part of top management in com- *
mitting“themselyes to the program. This non-committal posture
resulted in.all staff spending unnecessary man hours in job
development, orientation.and tradning about the program, acquiring
job commitments, and achieving actual program purpose. fIt was
suggested that there be owe strong, clear directive from the top
levels of admidistrators down through the ran%p. This directive
would describe each ﬁqrticular program and vofce expectation that
each division would participate, thus freeing staff from the
monumental task of job development. To date, the staff ée still
working ito implement ‘this goal. (See Appendix E)

: Sugervisorsi Supervisors are often unaware of the need for

"sensitivity with regard to rew employes. - In some cases, there

exist preconceilved ideas with relatlon Yo mental retardation

or mental illness. Superviaors are also not always aware of

training methods to facilitate new employee learniné. There

should pe a training pattern and a eensitivity sesgion built in.

Supervi ory training, as performed by the Trainer Assistant.,

,has sgrved to stimulate discussion of these issues and provide

‘some résources in terms of training .techniques yhen needed. #,,/
¢

B, Placements o .

Poeitiop Commitments: As the Project approaches the end of the
second year, efforts to obtain position commitments grow less
diffidcult due to ogr record. (Of course, the loss of federal
subsidy, discussed in Chapter 1A, ,has tended to make state agencies*
cautious from a fiscal standpoint.) During the fhrst year and a
half the ajority of poelt&ons committed were entry level, and-

came from agencies whose interests were with the mentally disad-
vantaged, i.e., Health and Soeilal Services as well as the Department
of Administration. As a result of success with trainees, ‘attention
was glven to the additional’ capabilities of Project Skill. Entry
level jobs in the labor and service classifications haye charac-
terized most Project Skill placements. Nevertheless, since the -
summer of 1975 a gradual increase has occurred in the proportion

of office jobs, e.g., clerks and typists.

Matching Trainees to Jobs: Many employing agéncles are curious
as to whether the Project Skill trainee 1s capable of performing
at the objective level of proficiency. The 1 ial objective
level 1s the regular state probationary perioi ermanent oivil_

‘ -39 .
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kvservice status 1s achieved following successaful completion of
the six-month Probationary. perlod. Profect Skill tralnees are
expected to achleve at least the minimally acceptable performance

of any new "regular" probationary employe by the end of the training

-period. This training period 1s usually for six monthse - 1t can

. he 'extended - but*experience to date indicates an, average training.

time of 3. 5 months.

Job restructuring has. occasionally been used to enable a tralnee
to achieve proficiency. ‘An effective tool in ‘alding proper
selection, .is job analysis. - The job Enalysis 1s done to tailor
the person fer the job. The job analysis considerﬁ the *task,
number” of people the applicant must interact with,’ physical
setting, work loads, demands, and when possible, personality of-
the supervigor. The trainee 1s then selected on ‘his/her ability
to fitﬁwithin the job setting with the least amount of problems.

-

*

In trying to effect sBuccedsful job placement, the Project has
learned that consideration need be given to various factors in
. the applicsnt’'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 exem/jog interqiew o
situation. )
in regarding the applicant's work background, workehop reports,
counselor's recommendation, supervisor recommendationh and any
othetr indicat@rs of work behaviorg amd Job~readiness are\Farefully
scrutinized, Specific job training and experience and past job
'stability are also considéred, but to a lesser extent. Since this
is ‘an on-the =job training situation, an applicant should not be
penalized for lack of exper lence; mored important for our purposes'
are job-readiness and p@tential to Iearn the job. -

]

If the specific dis ility'involved is emotionai- in nature, tﬁy

some Indication of emotional stability 1s Sought and may be

reflected in a counselor's or therapiat 8 recommendation, in .
‘\pragress ‘reports, -and in the applicant 8 attitude toward him/her-

self. In considering an. applicano whose disability is miid

retardation, it 1s necesgaryutce look at preaent and potential-
_.capabilities and level of functioning with regard to job ‘content
~and sltuatlon; thils can be reflected in 'special education/work-

study program reports, and a counselor 8 recommendationn \
1Y

-

1 -

" There are a number of other factors in an applicant s background Y-

which demand considefation in the process of careful and .successful
,Job placement. These are: interrelationships, interdependencies
and attitudes of other family members (parents, siblings, spouse,.
Hependents), independent living skills, abflity to structure spare
‘time, ' and, actugl living situation; satisfactory transportation and
feasibility of relocation; involvement with the law; physical—
cohdition, physical limitations and -disabilities, effects of
metdication; personal.interests and ‘preferences as to job cont%nt,
situation, shift an co:yorkers.f Not all this information will‘be

. 3 &
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avatlable in all,cases, nor should the applicant's privacy be
violated; judgment and discretion are very much in ordet However',
a reading shquld be taken on any or all 9f these factdrs as’ the -

individual ‘situation warrants, because all are potential problem
areas which could lead to termination from a fob.

o«
¥

The ffnal‘agga meriting attention.(indeed, there may be others) 1s
the applicant's ability to function within an.oral -examination/
interview aituation. In the case ofr Project Skill, the final
hiring deedsion still lies with agency personnel representattves
and supervisorg - .although a job can be reserved for the Project
only, the applicant must still be able to compete with others in
the Project and still be convincing to'the prospective’ employer.
In efféct, the, applicant must still "gell" him/herself and in.so

-doffig sells the Prgject also.. The screening interviey and oral

examingtion (administered by the Project staff) act as preparation,

" . dress-réhearsals, for the final job interview. They probe an

applicant's level of understanding and judgment, verbal.ability, - -
- ability to relate, physical appearance, appropriat@ness of -job

application and auch attitudes as cooperativeness,’/interest,

- gincerity, . -1 :

. -
; ’ -

N : . : '
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. - T CHAPTER VI . . ' '

EXTENSION IO CITTES AND COUNTIES

R

.

On December 15, 1975, the StiAte Manpower Council approved a six-
month preliminary effort to test the feasibility of extending -
Project Skill to balance-of-sthte city and edunty gdvernment jobs.
'Appendix F is a copy of the original propesal. The extension
Project began Janudgy 1, 1976 and will end Jure 30, 1976, 1If
sufficient willingndas to participate in this endeavor is defined,
a -proposal will be submitted to the State Manpower Council to ‘do
a one-year implementation Project.

“ M »
+

~

After three months experience, the staff has received endorsements
from: the Association for Retarded Citizens, Division of Vocatiomal

Rehabilitation (Appendic#s G and H) and various Area Manpower Boards.

Some commitments have alteady been obtained from contractors. A -
‘commitment means that the contractor is willimg to designate certain
Publdic Service Employment. positlons in county and city government,
(funded through CETA) specifically for filling through Project Skill.

At thds halfway point in the groandwd/kulaying ‘process, 1t appears
that there exists*sufficient support and commitment by various
- community agencies and employers to justify the drafting of a full
year implementation grant to.the State Manpower Council. This
decision, howéver, will not be made until the extension component
hds" at leagt another month's time to secure potertial commitments.

- ’ .
_ , Lo .
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CHAPTER VII

MODEL DLSSEMINATION

The initial Project Skill qeéults, coupled with the almost-

overwhelming interest nationwide (and even in other countries)
stimulated questions regarding the feasibilitygaof developing
adaptations of the model for implementation in other areas. .

To préﬁidb some concept of the responsé, initial inquiries (and
often-follow-up correspondence) have come’tb the Project in the
following volume: s

. Alabama (2) Minnesota (3)

“.Arizona (2) . Montana (1)

Californla (8) New Hampshire (l)h

13

Colorado (&) fNew Jersey (5)

Connecticut (1) New Mexico (1)

- 4

Florida (1) New York ¢10) ‘
’ I1lincls (6) | Nevada (i) )
Igwa (3) ’ ohio (3)
. ! , Kansas (1) Oklahoma (1) I
N Kigtucky (1) : Oregon (2) *
) Malne (2} v Pennsylvania (4)

Masgsachusetts (4) Virgiﬁia (3)
Mithigan (3) Washington (1)

In addition, requests for information on the Project have been
recelved frem Canada, Spain and Australia. Two hundred coples

of the First Year Report wdre requested by the Illinois Governor' s
Committee on Employment of the Handicapped they were sent. '
The_int‘ggity of interest as well as the volume seemed to 1nd1cate
that some effort to determine the feasibility of Project Skill's
replicatidy in other states shoudld be made. For that reason a
grant was written and approved which would provide for a conference

. for key administrators in Region V (Illinols, Indiana, Michigan,

Minnesota and Ohioc) to expose them to the model and obtain feedback

f 43
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about the reasonableness of its replication in their .states. If
the .ipformation is sufficiently positive, a request will be made
to provide for actual implementation in the states desiring to
participate. ' .

The move toward replication cutside Wisconsin is fhdeed an
important atep. It will provide a needed and erucial test of
the viability and adaptability of the structure which has worked
efféctively in Wisconsin. The staff, as well as otheéY state
adminiattatora are eager totéﬁarn what new Information the
attempted replication will bring.

-]
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Certified by:

Appendix A
3 ) 1
. , p
’ PROJECT SKILL
ENTRY ENROLLEE CERTIFICATION FORM .
%
Name of Applicant _ ‘
' Last First . Middle
Address ) '
{Street Number . ‘ . Street
Cley . State Zip Code

[ W
This document certifies that the above-named applicant has a disahility
diagnosed as either mental retardatcion or emotional disturbance. The
diagnosis for this particular applicant is '

Signature . Date
g Type Certifying Person's Name
L ' .
Title -~ v

L]

Certifying Agency

Address

Telephone .

—— 45
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; -4} :
A %te or W:sconsm \ DEPARTMENT OF ADMINISTRATION
h ' Anthony S, Earl
: Secretary
Patrick J. Lucey ., < ' . James B. Wood
Governor « : AN . . “ - Deputy Secretary
) - \ 5 . ! | WEST WILSON STREET
I r . ~ - ! - MAOISON, WISCONSIN 53702 .
AN > . '
\‘.
™
- N \ &
- % .
L) \\
A
- i
Regardi.ng your Ietter requesting the Project Skill film dated -
, We greatly appreciate your interest and concern
and hope the film serves in your best i.ntere\s\t. - )
Because of the Ilmited number of filmd on hand bur policy is
* the loan of the film for one week. Along with the ﬂlm we are '
enclosing return labels for your:-convenience, Any quesl:ions can
- . Y be directed to Loi.g McKni_ght Room 270 < 1 W, Wilson S\
. Thank you again for your interest. ‘ N .
‘ . - o .
c Sincgrely, . ‘ - \ "Q ‘
NI L
R LOIS MCKNIGHT, TRAINFRfASSISI‘ANT \ :
PROJE CT SKILL :ls ‘
4 STATE BUREAU OF HUMAN RESOURCL SERVICES, ' - “
IM:kt . N '
2 .’ Enclosure - \ .
b
\ b ¢
£ ) '
F ¢ ﬁ' '
N 3
L -’{ .
- % ’
, ’ 4 &
3
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: . ' : . Appendix c.
= o - opendixC
State of Wisconsin \ DEPARTMENT OF ADMINISTRATION ;
B AN L . . - Anthony 8. Earl
) . : . Secretary
. " Patrick J, Lucey . ' T . James 8. Wood
(\ Governor - Deputy Secretary

' . I WEST WILSON STREET
- MADISON, WISCONSIN 53702

Dear Borrower;

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

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

1

. 2. Thelr comments. {pro and con)

&8 "Any questions. .

As you know Project Skill is in the trial stages of lmplementation.
Therefore’ the above three statements of request are of vital impor-
tance to me. Thank you for your cooperation. . PN

Sincesel ﬁ’ 
o {ﬂl%/% X P

. { .
- LOIS MCKNIGHT, Asst, trailner '
Project Skill -
State Bureau of Human Resourcé Services

ol
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A . Appendix D
/ . . Figure
s ‘ . ‘ %
N .Client No. ' Tetm.
Start Date ‘ Prob. Date Perm.
la. Program cost % ' ~ :
1
1b. Gavernment cost : At |
(if unemployed) . ; . \ 1
. . i
3 7 ’ -\. . t. ‘
Total ) : '
) .
2a. Client wage (If émpgeyed) gross ' trng.‘ : :
gross wage 3(x .04)';”33135 tax - prob. } \
) _ RN perm. . \
\MW\\y ‘ Total \
:Ik - Ji
N -,
2b., Client beneflt = 2a - 2¢ = 2b = § \
* 2c. _Government benefit (if employed) ‘ ST k
= R PE
F - Taxes FED
S SALES
: Total

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

3b. Effectiveness rvatlo: Benefit
Cost w !
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. COST 'BENEFIT REVISION h - .
L3 ’ - - : e .
GOVERNMENT GOVERNMENT COST " EFFECTIVENESS
ID NUMBER PROGRAM COST COST BENEFITS EFFECTIVENESS RATLO .
" | ow ib ¢ - SO 30
. . , T , L e T,
" 101 $2,820 $ -0~ $181 $21 $2,799 §=0 -
L] ) N -
o 102 + 2,820 ~0- 168 16 . 2,804 - -0 -
=" .«
103 2,820 825 e 393° 32 2,788 .01
] 104 2,820 -0 - 5,125 895 1,925 .32
" B .. , . ..«\i . R
5] 105 2,820 . - 825 54376 1,023 . 1,796 -36
C R . ) . :
1 : . X
k1 106 2,820 -0 - 4,579 . 329 2,491 .12 ‘ .
a - oA . s
x| 107 2,820 -0~ ‘ 5,187 1,011 1,809 39
.8 X i .
o - L
S| 108 2,820 -0 - 5,187 i,oma ’ 1,809 ) .39
=t T -
. p -
| <! 109 2,820 -0~ 5,376 904 1,916 32
110 2,820 -0~ 5326 1,024 1,796 36 o
. LW
111 2,820 -0 - 5,376 1,024 1,796 36
112 2,820 825 5,001 ‘898 1,522 .32
113 2,820 282 5,201 . 1,186 1,635 , .42
114 2,820 -0 - 4,579 329 3,491 12
115 2,820 825 " 4,176 769 2,051 .27
. £
4, .
116 2,820 2,280 - 6,290 3,312 493 1.17
F ’ r -
117 2,820 -0 - 5,587 1,281 1,539 . 45
118 2,820 825 5,238 ’ 930 1,755 .38
£119 2,820 -0 - 2,058 T 274 2,546 10
S
120 2,820 -0- : 4,087 \ 288 2,532 A0
- . 4 -~ 3
&2 ) >—)
- ~/ 5 . § |




T COST BENEFIT REVISION o : \

L, N
| ‘ GOVERNMENT CLIENT GOVERWMENT COST . Y EFFECTIVENESS
- 1D NUMBER PROGRAM COST CQOst BENEFITS BENEFITS P EFFECTIVENESS RATIO.
* b - v
™ 121 - $2,820¥ $- 0 - . $864 $71 $2,749 $ .03
@ ' . _
g 122 2,820 -0- 227° 28 2,792 - -0-
123 | 2,820 -0~ 17 2 2,818 -0-
g 124 2,820 -0 - 1,950 260 . 2,560 -9 - ;
5[ 125 2,820 - 1,800 5,365 1,065 ° 1,755 \ .38
| . - s 2
fl 126, 2,820 -0 - 5,296 7% 2,086 .26
M_ 127 2,820 -0 - 5,044 1,010 1,820, .36
Bl 128 2,820 © 3,096 5,242 s 29 . =29 1.0l °
(=7 : - ) . -
2l 129 2,820 39,019 6,332 40,053 37,233 .20 0
130 3,820 -0 - © 5,097 1,029 1,791 36 M
. o ) : H
131 2,820 -0 - 6,570 726 2,094 26—
‘132 ¢ 2,820 -0 - " 4,524 560 2,260 20
Su{ . 2,820 -0- ;4,524 560 2,260 /.20
y 134 . 2,820 . 2,568 4,524 3,282 ~462 1.16
& . ) . 4 -
- ]
135 2,820 o960 4,524 1,520 1,300 54
136 2,820 . 3,713 m.&m\ 4,623 . 1,803 1.64
© 13 2,820 -0 - 2,524 228 —2,582 .08 :
138 2,820 -0 - 560 .26 { 2,794 “0 -
J -
139 2,820 -0- 5,035 1,016 , 1,804 .36
10 2,820 . 3,704 672 89 2,731 03
. " o)
» : . , - Evm




P T r—— N
o , - - ’; COST BENEFIT REVISION - . Voo, ]
. N ' S GOVERNMENT " . s+ CLIENT GOVERNMENT cost . EFFECTIVENESS
ID NUMBER PROGRAM GOST coST BENEFITS BENEFITS . EFFECTIVENESS - RATIO
‘ ’- - - . . _ . . ~ . -b ’
Svul L 52,820 5648 56,273 $1,710 ©os1,10 5.6l
Elag e -\i‘;,szo ) -'-__.3‘25 ‘ ?,726 ’ 258 ‘ 2,.562' ' .09
- 143 2,820 -0- - 4,969 ‘ 904~ 1,916 ' .32
~[i4 2,820 -0 - . 366 59 2,761 . B
E;ias | 2,820 -0 - 57345, | 894 1,926 .32
Y Y 2,820 82 6,800 734 2,086 . .26
;]A7 : 2,820 2,280 5,200 3,268 Y ’/) 1.16
' EEIQB _ 2,820 | s -0 - 5,271 L 927 - 1,893 g +33 )
:alag 2,820 S 135 | 5,308 1,065 _ 1,755 .38 Sg
150 2,820 ' 825 6,634 1,384 | | 1,436 .49
151 -~ 2,820 -0~ 6,293 1,193 = 1,627 . .42
152 2,820, : -0 - . 5,308 928 - 1,892 . .33
153 ., 2,820 K .. 3,456 ¢ 5,295 2,016 804 ' .71
fs&” 2,820 ¢ . 2,280 5,485 © 3,036 _ -ﬁle ‘ .- T 1,07
155 2,820 N | 5,485 756 | 2,064
156 . 2,820 " " o- 5,587 1,281 1,539
157 - 2,820 - 825 5,238 /% 930 _'J 1,753,
TOTALS ~  $160,740 $74,471 . $239,260 Y, §92,651 §143,400 - . © ° $33.93
z - o

R 4o - )
{““TOTAL PROJECT COST/BENEFIT . 17,340 .89

,f ) | .) ' | q . S | ‘ | ' L




Appendix-E

s PROBLEM . . o
] ) . c .
. s . 4 -
" . Thete 18 a problem in lack of communication in Manpower programs
to, persons in the field who must lmplement Manpower programs.
. We can attribute this to a lack of information regarding Manpower
‘dprograms and consequent absence of support at_the highest levels.
“within' each department. This results 1i a la%k of directives
* from departmental admindstrators to local office personnel regarding
the benefits and importance of particlipation in Manpdwer programs.
As a result Project s;afg'are wofking from the ground up in thelr

\ . efforts to garnmer support for and commitment of positlons to parti-
. tular projects. . .
$ ¥
o - SOLUTION

There should be a policy gtatement written for all state agencles
regarding their participation in and implementation of Manpower

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

’ Section. i
Ve, , One strong clear directive from the top level down through the

ranks that describes each particular program and volces expectation
that each division will particlipate would free Project staff from

e a significant portlop of the 'task of job development thdat now
N , confront m and would allow them.to devote this time and energy
to other Project goals such as sucgsfsful placement. f
: 2o .
S ] . .
~ ) ) “ -
\% . . r s




PROPOSAL FOK

6 MONTH GEAR-UP

™ | J/

i} - - . .
EXTEND PRQJECT SKILL 2

Td\g
MUNICIPAL AND COUNTY GOVERNMENTS

. K
A

k3

-October 20, 1975




&g

)

¥

4

Pl

.y T

-+

i

. ﬁ%%ust toward de~institutionalization.
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'PYRPOSE S

The purposeyvﬁ this proposal is €o extend the implementation of Project Skill
from the State Civil Sdrvice System to municipal and county , units of govern-
‘ment . Although it is ‘too eprly to 'cvaluate gost-pepefit data for Project
Skill, prelfminary Eindingslandtﬁ§ogram developments lndicate that the ex-
‘tension of the- prdﬁedt to local governments is @ feasible and beneficial acti-
 vlty: -,

- -

1). The projcct has matured sufficlently so that it has structured systems for
informabion-gathering and applicant processing (from referral to placement)
and has acquirsd a body of valuable éxperience. Siuce these established:sys-
tems and resoutces would be extended to additional’ employing entities, time,
ef fore, and moncyywould be saved. - - . 2 .

2) There is no precise way to measure the extent to which the project has

.prevented the institwtionalization of individuals byshelping to stahilize

their enviromnment in enabling them to be as self-suffictent as possible. How~
‘ever, of the project's 43 initial ple&ements, there are 8 trainees who have

at some. peint been reggsidents ‘of various state facilities or residential treat-
ment centers, Sincs a proportion of fprmer residénts have already been served
by the program, an extension of Project Skill would indeed further the- current

BACKGRoUNb"' \ T - ‘ '

-
- ) - . -y

In its one. year of 0peratioh Project Skill has p}aced 43 mentally retaTded
or emotionally disturbed persons in trainee posttions for mainly entry level
* Jobg wi'thin state government.. Of the 43 persons placed, 7 have been promoted,
5 former trainees areg new permaﬁent state employes, 13 have achieved proba-

- tionary status, 21 are in training statusy and 7 have tetrminated. Rt is im-

-

portant 'to nete (afqthat there exists #t 'present a traince promotion for each
termination, and (b) that sfhce 5 of 7 termfnations occurrod wjthin a month
of placement, a minimum of resources bad been committed,

-

Program trainees have much to offex prospective employers. The prel{minary
d 3 mentioded above, supervisors ‘evatwations, and“productivity/ktudies all
%?icate that Project Skill people. do” as well a%jor, in some cases, bdtter’
than employes in the same.job classificatioh whorwere hired through the.regu-
lar process. Yet, with only 2 limited number of entry level state jobs in
smaller, more isolated areas, and with current austerity measureg and a gen— |

" erally light turnbver further reducing the number of 3uch local wacancies,

Services provided by the existing Project 1nc1udo job deveé

prospectfve Project Skill tralnees in ontlying rogions ve relatively few
opportunities. and prospegtive local government units who could provide such

employment have no éxcesé to the program. ) R .

-

ment, screening &f applicantg, sclection, érientation, (tralning for Tx

“ and supervisors), supportive ‘sgrviges and f0110w -up. L T
) :
. @ :
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, £
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PROJECT DESIGN

“jobs,

.

L]

The project will be operated by staff sclecfed to serve as an additlonal com~
ponent to the existing program. While bullding ouw established relntionships,
processes and procedures develgped by the civil service component,'this staff
will move into 1mplemonting these resources with regard to glty and c0unty

a -
: “p .

This component would be housed with the existing st within the Department

of Administration, Bureau of Human-Resources Servic The gtaff would con-
si8t of a Project Coordinator and 2 Job Developer/Coaches. This initial de-
sign encoppasses a 6 month gear-up peried in which the st3ff would make 1n—
tensive contact within balance-of-state counties 'to provide information on
‘the Project which would result in sufficient job.commitments to implément the
city/county component. It should be noted that the existing staff has given
numerous presentations thoughout the state to various community and profes-
sional groups throughout the state and has consistently -enfountered questions
(from Rhinelander, Sheboygan, ,etc.) about why the Project was not operative
in a particular local area. L

There are'alréady a variety of resources avallable to this job development
team:_ a 15 minute film-o-graph showing the Project in action as well as de-
tailing structure and objectives, a brochure which communicates supervisors'
responses to Project trainees and a First Year Report which gives an 1n-depth
analysis of the first year's exporiences.

Projest staff would work cloPely with the Manpower Coug;I:/; Coordinator of

_Progtams for landicapped Pefsons to assure that positioms developed or efforts
-expen&ed did not duplicate any placement/stab1111zat10n activity belng per-

formed by any other group or agency and that resources were distributed equi-
tably throughout thé state. *

The job development effort would be conducted in conjunction with the local
Devedopmental Disabilities Coordimators and Boards in each county or group
of countles. -

OBJECTIVES

B . - ' ’ ) q

-The primary goal® for the 6 month gear-up would be to deﬁelop 30 job commitments

(5 each from 6 different county or multi-county areas) which could be filled
through a full=blown 1 year project that.would provide the entire array of
services now ipncluded in the civil service.project. }J,/,- * o
. >

The 6 areas are: ' s v ‘

I. Onelida-Lincoln- LangJade Countles

I1. Green Lake- Marquette -Waushaxa Caunties
IITI. LaCrosse o .

Iv. Jefferson-Dodge : ) ”

V. Chippewa-Eau Claire -
VI. Manltowoc-Sheboygan % )

“
- * W . -

==¥/f - el ‘l ' ~
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. The target is for. 5 commitments frod cach of these areas or a minimum of 30
b . Jobs overall. As has been true wlth atate service, thg;main thrust ol the
job development area will be in ‘de-stereotyping employers' attitudes ahout i
the employabilicy and capgbility of the Project Skill population. The county
areas may vary (the prcsent areas wére chosen based on contact already made
by the PrOJect). but all will be in the balance—of state area.
i TIMETABLE " N
’ (Jan.) Month 1l: Hire and orient staff. '
Month 2: Plan individual and group staff contracts 1in various”®
. ) . county areas; assure adequate supply of publicity .
-, resources (films, article reprints, brochures)
‘Months 3-6 : Continue and strepgthen original contacts, make pre-
sentations-to: city and county personnél managers,
County Board members, Developmental Disabilities
Coprdinators and Boards, interested citizems and pro-
9 fessional groups. *. . S
‘- EXPECTED RESULTS . ’ _ .
. ~“We expect that this activity will result in a minimum conmitﬁknt of 30 jobs
in appropriate cafegories in balance-of-state c1t1es and counties, sufficient
+ to justify entering into the Project for a full year of training, transitional
support and cher job development activitiea
BUDGET- (6 wos.) T
. ) - L) . . N Tr
Staff: p Director $ 6,500 ,
* Job Develdper/Coach (PSE) 5,000
| , ‘ Job-Developer/Coach (PSE) 5,000 -
N - Clerk/Typist (PSE) " 4,000 N
. ¢ { ) ” * $20,500 )
) Fringes (6%) 1,203 ' s
v ' Total Staff $21,703 $21,703
1 - *
. Travel: . $50/week X 3 staff "= $150 i
“ x 26 weeks $ 3,900 . J ‘
meals .- o 1,000 - ' '
' ' Total travel- $ 4,900 . $ 4,900
kb@ * * . 3 v
! Other: Communications tposp. & tel.) - $§ 2,000
Desk top supplies & printing .400 .
. - i Total other L 52,400 & | ) $ 2,400
S " GRAND TOTAL $2%,003
ﬁ}‘-r [ ¢ “' . N _'
N N ) 57 .' ) ; * L
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Appendix G
% WIBCONSIN ASSOCIATION FOR RETARDED CTTIZENS .

351 WEST WABHINGTON AVERE . e
MADISON, WISCONBIN 53703 . o

AN _ .
RE§0LUTIQQ OB PROJECT SKILL -

WHEREAS, Project 8kill bas been active in promoting and eecuring

gtate Civil Service employment opportunitiea for persons
uho are mentally rotarded, end

VHEREAS, Project Skill hae obtained funds to .expend ite activities
to fpclude gecuring employment opportunities for persons
who are mentally retarded in municlipal and count; poaitiona,

THEREFORE BE IT RESOLVED, that the WARC will lend its support and % 'ﬁ“\
assistance to Project 8k11l in its new endeavors to secure’
employment opportunitiea for persons who are mentally

. . retarded in municipal and county positiona.

~

Submitted by,

Paul Juhnke, Chairperson T !
Vocational Rehabilitetion and Employment Committee

PJ:cl N : :
2/5/76 . | - >
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. ] . Appendix H.
u'lH {3 . .

N

Stnle of Wisconsin \ DEPARTMENT OF HEALTH AND SOCIAL SERVICES _

DIVISION OF VOCATIONAL REHABILITATION

v STATE OFFICE DUILDING
. 1 WEST WILSOM STAEET
March 2, 1976 s t MADISOH, WISCONSIN 53702

or

. ————e \
‘ TO WHOM IT MAY CONCERN:

RE: Project Skil}l

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 opportun1t;es By
in city and county governments, we wish to reiterate this endorsement ~= - ¥
and p]edge 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-»
orities on serying the severely disabled and policy restraints in maxi--
m1z1ng the use of similar benefits such as manpower programs and the
NARC project funded by the U.'S. Departmént of Lahor.

_ : Siéjerely, '
d ) d'
_ ,/f: /?/ ‘/{i;f{(tf/;/// o
’ /gqhn H. Biddick, Director - )
ureau of. Client Services '

JHB:cr o - “ : “ ’ ‘WJ?.

cc: District and Local Offices




