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on DevelopmentalDisabilities

FROM: RonaldE. Kaliszewski
GrantAdministrator

REGARDING: Reportsby EmploymentRelatedActivitiesGrant
Recipients

On June 25, 1986,the GrantReviewCommitteescheduleda
meetingto hear fromthe projectsthatwere fundedthis
year. Elevenof the twelvegrantrecipientsattendedand
presentedinformationon theirprojectand on problems
(challenges)thattheyencounteredwhileimplementingtheir
project. In addition,somemade recommendationsthat,if
implemented,wouldmake it easierto carryout employmentin
the community.

KaPosia--presentationby JackieMlynarczyk.See attached.

Rise--presentationby Don Lavinand Hans Swemle. Since
October1, 1985,124personshavebeen servedas a resultof
the grant. Thirty-twowho wereplacedlastyearwere
supportedthisyear. Forty-eighthavebeenplacedthis
year,26 work in enclavesettingsand 22 work in the
communityat scatteredsites. Six are on the waitinglist
for placement. There are five enclaves at which the persons
work an averageof 30 hoursper week and earn on the average
$1.60per hour. The scatteredsiteplacementsaverage28.8
hours per week and earn an average of $3.65per hour. Since
October1, 1984 (thebeginningdate for the firstgrantto
Rise),therehas beena 23% reductionin the numberof
personin shelteredemploymentat Rise. As a resultof the
achievementsmadeby personswho havebeenplaced,someof
the staffhave changedtheirperceptionsaboutwhat is
possible. The ‘challengesWthathavebeen encountered
includethe following:

- The areaservedby Risehas very limitedpublic
transportation.It has beendifficultto get persons
to the scatteredsiteemploymentlocations.
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Someemployersare not interestedin employingpersons
who are disabled.

Studentsleavingthe schoolsystemare not’well “
preparedfor the transition.

Someparentsare unwillingto allowtheirchildrento
takea risk.

Existingfundingsourcesare too rigid.

- Thereis a lack of qualified staff. Also, there is a
high burn out rate. It is alsodifficultto communi-
catewith staffwho are workingat scatteredsitesand
difficultto provideadequateback-upforvacations,
sickleaveetc.

MankatoRehabCenter--Presentationby PamelaBrewer. The
real issueis not that communityplacementis more costly,
but thatthe personscomingintothe facility,as a result
of openingsthathavebeen createdby placingpersonsinto
the community,are more disabledand thereforemore costly.
SinceOctober1, 1985,28 personshavebeen referredto the
project,22 havebeenacceptedinto the project, and 16 have
beenplaced. Thosewho are placedaverage20 tO 25 hoursof
work a week and earnan averageof $3.35to $3.50per hour.
All are earningat minimumwage or better. This summer
therewillbe a summeryouthprogramthatwill lastseven
weeksand involve19 schoolage youth. Eachday the youth
will spendtwo hourslearninga job skilland at least3
hoursworkingin an enclaveusingthe skill. All willbe
paidminimumwage for the hoursworked. Amongthe
challengesthatwere encounteredare the following:

Workingwith a largenumberof fundingsourcesand
agencieshas beentrying. Keeping track of the sources
and keepingthe booksstraighthas beenmore time
consuming thananticipated.

The countiesdo not alwaysunderstandthe natureof the
follow-alongservices. One countysuggestedthatthe
countycasemanagerscouldtakeoverthis function.

Transportationis difficultto coordinate.

Parentshave shownno interestin participatingin an
advisorycapacity. However, parentsupportgroupshave
beenwell attended.
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Becauseof the way referralsare made to thisproject,
therehas been somedifficultyfindingpersonswho are
severelydisabled.

Thereare disincentivesto workingbut theycan be
managed. The incomedoesnltalwaysdirectly’benefit
the”worker,but does save federalmoney.

Becauseof the many organizationsinvolvedin the
projectthereis someoverlapping.For example,there
are four intakeprocesses.

AS employmentneedsare satisfied, social needs emerge.

Someemployerswho haveparticipatedin the programare
callingand askingformore personswho are disabledto
cometo work.

The Dersonswho are employedare very positiveabout
thei;improvedquality-of-life. - -

InterstateRehabCenter--presentationmadeby DaveWooden.
Thisprojectis beingdonewithparticipationfromthe
GoodhueCountyDAC. SinceOctober1, 1984,29 personshave
been placedin supportedemploymentin the community.
Twelvewere placedthe firstyear,and 17 the secondyear.
The retentionratehas been 90%. The followingchallenges
were encountered:

- Therewas somedifficultywith the schooldistrict
earlyin the program. A transitionalmodelhas been
establishedand the situationis now better.

- Unionshavenot been cooperative.Advocacyneedsto be
done at the statelevelwith the unions.

It has not beenpossibleto fadeas soonas estimated
withpersonswho are more severelydisabled. There-
fore,therehas beenmore use made of crews.

- Thereneedsto be competencystandardsestablishedfor
work trainers. In addition,the collegesare not into
teachingsupportedwork.

Thereis a greatdealof confusionoverDepartmentof
Laborregulations.Complianceofficersare not
consistent.
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It is difficultto communicatewith staffwho are
workingout of the facility. It is difficultto
provideback-upforvacationsand sickleave. Thereis
a high rateof burnout.

.- Transportationfor clientshas beendifficult.

The work is not alwaysin an integratedsetting. Some
of the personswho are workinghave alsomovedto less
restrictivesettings. Thishas beenboth good and
bad. In makingthe move theyhave lostsomeof their
socialcontacts. This alsooccurswhenworkingout of
the facility.

The followingrecommendationsweremade:

Thereis a need for cooperationfromall agencies.
Clearlinesof responsibilityneedto be establishedas
well as formallinesof communication.

Thereshouldbe an evaluationof whathas happened.
Someconcernwas expressedaboutthe resultsof a“
ressessionand lay-offsof peoplewho havebeen
placed. If the facilityhas filledthe slotsbehind
the personswho were placed,wherewill theygo if jobs
in the communityare no longeravailable?

SouthwestReqionalDevelornnentCommission--presentationmade
by GloriaVandeBrake. See attached.

ORC Industries--presentationmadeby BillHarrisand Wayne
Peterson. SinceOctober1, 1985,29 personshavebeen
placedin communityemployment.A video-tapeof someof the
personsworkingin the communitywas shown. The challenges
encounteredincludedthe following:

Therehas been somedifficultyfindingwork in the
communityat minimumwage. Effortswill now
concentrateon sub-minimumpositions.Many of the jobs
are at lessthan 20 hoursper week.

Someof the personsplacedhave lostbenefits. Some
have takenjobsworkingfewerhours.

FreebornCountvAlphaDAC--presentationmade by Jeannie
Snyderand PaulaDurban. Thisprojectinvolvesfacilities
in fourdifferentcities,AlbertLea,Owatonna/Austintand
DodgeCenter. In orderto servethe fourfacilitiesthe
personhiredwith the grant (Paula)spenta concentrated
periodof time in eachlocation.As a resultsomesitesare
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fartheralongthan others. In AlbertLea fivepersonsare
placedand average7.6 hoursof work eachweek. All persons
earnminimumwage. In Owatonnatwo personshavebeenplaced
and two will be startingsoon. The personsplacedwork six
hoursa week on a crewand earnsub-minimumwages. In
Austintwo personswork on a crew 21 hoursper week and earn
sub-minimumwages. In DodgeCentertwo personswork three
hoursa day, six days a week cleaninga cafe in Claremont
and earnsub-minimumwages. An Emplo~ent Advisory
Committeeconsistingof businessmen,newspersons,and
employershas been establishedin eachcityand has proven
very helpful. The challengesencounteredincludethe
following:

The area is too largeto servewellwith one additional
staffperson.

Therehas been frictionwith
and familiesoverschedules.
Olympics?W)

Someof the jobs involvetoo

someof the grouphomes
(wOh,what aboutSpecial

few hoursper week.

Therehas beendifficultyobtainingqualifiedjob
coaches.

Someof the personsplacedwerenot motivated.

Recommendationsmadeby the presentersincluded:

CWDC

Createan EmploymentAdvisoryCommitteein eacharea.

Thereis a need for trainingof grouphome staff
regardingsupportedemployment. In smallgrouphomes
therecouldbe a problemof staffingif a personis
placedin a job and workshoursthatwouldkeep the
personin the grouphome duringthe day.

Industries--pesentationby LorraineBunn. See
attached.

StevensCountyDAC--presentationby EmmyKvatum. See
attached.

ClayCountvDAC--presentationby SusanLake. SinceOctober
1, 1984,31 personshavebeenplacedintosupportedemploy-
ment. The averageI.Q.for thoseplacedis 54, the rangeis
38 to 70. Priorto communityplacementthe averageannual
earningswas $160.08for 630 hoursof work. Afterplacement
the averageannualearningwas $2,907.27for 855 hoursof
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work. All supportedplacementsare at minimuniwage or
better. In additionto havingjobs in the community,there
was significantmovementto lessrestrictiveresidential
settingsby thesepersons. Ten enclaveshavebeen
developed,7 in .Clay’County that ~mPloY57%”of the claY
CountyDAC population.andthreein BeckerCountythat employ

‘ 33% of the Becker”CountyDAC population.The programhas
encounteredthe followingchallenges:

Thereare more clients thatcouldbenefitfrom
communityplacementthancan be accommodatedby the
staff. The staffis alreadystrechedwith the current
numberof placements.

Thereshouldbe a positiondescriptionfor the position
of job coach.

MetropolitanCouncil--presentationby Toni Lippert. See
attached.

Reqion5 DevelopmentCommission--not representedbecauseof
previouscommitments.

Summary. All of the projectswere ableto placepeoplein a
widevarietyof positionsin the community.The retention
ratewas higherthan expected. Communityplacementwas
typicallyaccompaniedby improvementin grooming,posture,
and behavior. Movementto lessrestrictiveresidential
settingsalso occured.

Someof the problemswereuniqueto specificprojects
becauseof the natureof the project. However,a numberof
themesdid appear.

Thereis a needto developa descriptionof the skills
neededby the job trainer (coach). There k ?dSO a
needto encouragepost secondaryeducationalinstitu-
tionsto includein theirprogramscoursework on
supportedemployment.

- The countiesneedto be betterinformedaboutcommunity
placementsand needto understandthe fundingimplica-
tions.

- Some parentsand grouphome staffare presenting
obstaclesto communityplacement.The staffof group
homesneedto be betterinformedaboutand more
involvedin the process.
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Transportationcan be a problemin areaswherethereis
no publictransitand individualplacementsare made at
scatteredsites.

Therehas been a lot of burn-outof job trainers. In
additionit is difficultto communicatewith and
providebackupfor staffthatare not in thefacility.‘

Whenpersonsare placedin jobs in the communitymany
goodthingshappen,but thereare new issuesthat
arise. Sometimesa job resultsin a changeof resi-
dence. This couldmean the lossof friendsand social
contacts. It can alsobe a time of high stressfor the
individual.Unlessthe entireteamof professionalsis
involvedthe benefitsof the communityplacementcould
be negated.

- Somethoughtneedsto be givento the future. If there
were to be anotherperiodof highunemplo~entthat
resultedin largenumbersof the personsplacedin the
communitylosingtheirjobs,how wouldthe system
accommodatethis situation?

Whilelossof benefitswas not identifiedas a problem,
probablybecausemany of the jobsare part-time,if is
an issuethatmustbe resolved.

- In somecases,staffof the grantrecipientsdid not
thinkthatcommunityplacementswere possible. Some of
thesestaffwere surprisedby the abilitiesshownby
the personswho wereplaced. However,if thisattitude
existsin facilitiesthatappliedfor and receiveda
grantit must existelsewhere,perhapsto a larger
degree. Unfortunately,the staffin facilitiesthat
have not receivedgrantswillnot havethe personal
experienceof seeingpersonsgrow as a resultof
communityplacements.Therefore,it is importantto
l?spreadthe word~las widelyas possible.



KAPOSIA, INC.
179 EAST ROBIE STREET

SAINT PAUL, MINNESOTA 55107

GOVERNOR’S PLANNING COUNCIL ON DEVELOPMENTAL DISABILITIES
DEVELOPMENTAL DISABILITIES GRANT

REVIEW OF PROJECT

PROJECT GOAL:

Enable over half of the Personsattending Kaposiato be regularly working
off-site on work crews,encla@st and SuPwrted c~petiti~eemploymentby
September 30, 1986.

OUTCOME:

As of June 25th, 42 persons out of 86 are employed through the use of work
crews, enclaves, and supported competitive job sites.

WORK CREWS: 24 persons

Housecleaning Service 13 persons
Lawn Maintenance 5 persons
Janitorial Service 6 persons

ENCLAVE: 12 persons

Radisson/Uni versity 9 persons
Beckman’s Produce 3 persons

SUPPORTED COMPETITIVE: 9 persons

Rad\sson/University 1 person
Denny’s Restaurant 3 persons
Saturn Systems 1 person
Wendy’s/Robert Street 1 person
Wendy’s/Dale Street 1 person
Dunham’s Restaurant 1 person
Days Inn 1 person

**Note: Three persons have two Part-time jObs.——

44 persons remain in our center-based work program.

uSE OF STAFF: 20 staff

(5)
(3)
(1)
(7)
(1)
(1)
(1)
(1)

Work Crews
Enclaves
Supported Competitive
Center-Based
Procurement/Placement Coordinator
Services Coordinator
Administrative Secretary
Executive Director
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PROJECT GOAL:

Enable Kaposia. Inc. to secure mean
persons.

OUTCOME:

ngful and paid emp oyment for 15

20 Persons.These 22 jobs have been developed Involving a tOtal of

●*Note: Two persons have Q@ part-time jobs.——

ONE ENCLAVE AT THE l?ADISSON/UNIVERSITY (5) Room Cleaners

Hours Per Week: 38
Average Hourly Rate: $ 2.20

ONE ENCLAVE / JANITORIAL CREW (6) Janitors

Hours Per Week: 37.5
Average Hourly Rate: $ 2.25

(Mornings) Monday through Friday --J.C. Penney’s/Sunray
(Afternoons) Monday/Wednesday-------Beckman’s Produce
(Afternoons) Tuesday/Thursday-------Road Rescue, Inc.
(Afternoons) Fridays ----------------Cherokee Park United Church

ONE ENCLAVE / BECKMAN’S PRODUCE (3) Food Processors

Hours Per Week: 27.5
Average Hourly Rate: $2.10

SCATTERED SUPPORTED COMPETITIVE EMPLOYMENT (8) Persons

JOB SITE JOB TITLE HOURS/WEEK HOURLY WAGE

Dunham’s Restaurant Janitor 20 $ 3.35

Wendy’s Restaurant Product Coord. 15 $ 3.35
Dale Street

Saturn Systems Clerical Aide 40 $ 3.35

Wendy’s Restaurant Product Coord. 10 $ 3.35
Robert Street

Denny’s Restaurant Janitor 15 $ 3.35

Denny’s Restaurant Dishwasher 40 $ 3.35

Denny’s Restaurant Dishwasher 40 $ 3.35

Ponderosa Restaurant Dishwasher 25 $ 3.35

.
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PROJECT GOAL:

Enable Kaposia to shift c1 ient suPPort sYstems that are appropriate to
off-site supported employment with an overall job retention rate above
60%.

OUTCOME:

20 Persons

17 Persons

3 Persons

have been

are stil 1

placed; tra

employed on

are no longer working

REASONS FOR TERMINATIONS

(1) Person was

(1) Person did

(1) Person did
another.

85% Retention Rate

ned, and supported on the’ r jobs=

their jobs.

at their initial jobs.

caught steal ing on the job.

not meet production (speed) standard.

not like the initial job and chose to work at

PERSONS INVOLVED IN THE PROJECT

1
2
3
4
5
6
7
8
9

10
11
12
13
14
15
16
17
18
19
20

DATES OF EMPLOYMENT

10/85
●Terminated

10/85
11/85

●Chose Another Job
2/86 & 5/86 (2 Part-Time Jobs)

*Terminated
1/86 & 3/86 (2 Part-Time Jobs)

3/86
3/86
1/86
1/86
1/86
1/86
4/86
6/86
6/86
6/86
6/86
6/86
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PROJECT GOAL:

Enable Kaposia to develop the necessary arrangements with counties and the
Division of Rehabi Iftation Servfces regardfng the funding and provision of
services to persons in supported employment.

OUTCOME:

--We halve involved both the DVR counselor and the social worker n job
placement decisions through the use of the fnterdiscfpl inary team
process.

--Through this process, we have worked out “fundfng Plans” on an individ-
ual by individual basis. (A How-Can-We-Make-It-Work Approach)

--We have also provided “job coaching” and “short-term” follow along ser-
vices to DRS clients, using an houriy reimbursement rate. (This has
been something new to us).

--For the most part, we have stayed within our “per diem” refmbursement
system. We have used both Titie XX and
per diem is: $ 24.44 (Program)

3.06 (Transportatfon)

$ 27.50 (Total Per Day)

Title XIX funds. Our current

--We have used income generated from contract work and board designated
funds.

--We hosted two Forums on Supported Employment. Each involved persons
from various counties, the Department of Human Services, the Division
of Rehabilitation Services* Legal Advocacy, the ARC, and providers.
The first Forum was held on November 7, 1985, and 16 persons were in
attendance: the second Forum was held on March 18th and 23 persons
were in attendance. We discussed everything from real to perceived
barriers, to value systems, to rtsk-taking, to technical assistance!
to retirement!

CHALLENGES:

**Rigid Funding
--Use of Title XIX Funds.
--Use of Title XX Funds/Ramsey County.

●*MultipleFundingSources (DRS, XX, XIX* JpTA, MEED9 Etc-).

**’’DAC” Image/Fundfng Regulations

9*Fol low-Along services
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PROJECT GOAL:

Enable Kaposia to have sufficient staff flexibility to continue fts
practice of providing off-site training.

OUTCOME:

Nine out of 16 trainers are working in crew situations, at enclaves, and
supported competitive job sites.

CHALLENGES: ,.

--Establ ishing internal network of communication, staff supervision, and
staff training.

--Avai labi 1 ity of “back-up” community trainers.

--Changing working conditions (place of emloymentt hours of work, type of
work, and job duties).

--Changing job descriptions. personnel Policies, and salary administration
practices.

--Staff ratio’s and support for

PROJECT GOAL:

center-based activities.

Enable Kaposia to develop two supported employment video tapes.

OUTCOME:

Video taping has been completed at the Radisson Hotel and at Denny’s
Restaurant. Both tapes are now being edited before a final presentation
is made.

PROJECT GOAL:

Enable Kaposia to establish and maintain a networking relationship with
local businesses.

OUTCOME:

We have developed linkages with 65+ customers and local businesses.

Housecleaning Service 23 Customers
Yard Service 15 Customers
Janitorial 5 Customers
Business Sites 22 6usiness Persons

We have also developed and used our “Business Development Task Force” and
have become actively involved in the fol lowing organizations:

● St. Paul Chamber of Commerce
. ● Riverview Corrrrtunity Council

● 5 Corner Co-op Board of Directors
● West Side Development Council
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DATA SUMMARY ON WORKERS
INVESTMENT IN JOBS PROJECT

1984 1985
NAME AGE I.Q. L SEC. HRS. INCOME SETTING HRS. INCOME SETTING CONTACT

28

21

27

20

53

23

24

26

26

47

54

31

37

24

51

46

26

24

57

DIS.
1 41 63 M 314.5 853.82 A 2,3.5

2

3

4

5

6

7

8

9

10

11

12

13

14

15

16

17

18

19

20

30 s

62 tl v

45 Mo E

64 M B

54 M

46 MO

45 Mo

62 M

44 Mo c

49 Mo H

35 s

42 MO C

53 M

67 tl B

60 M

B

243 224.02 c

-. D

230 216.81 c

D

1985

64 65.73

81 156.92

168 562.80

163 356.76

22 S S,H,B 6.5 4.47

69 M 143 294.B2

69 M B 21 34.82

35 s 45 64.20

H

c

G

A

c

H

H

G

H

H

H

c

G

c

c

50.25
160.0.

235.0

74.5
247.5

63.0

195.0
75.0

72.0
209.0

150.0
7.0

240.0
15.0

106.0
108.0

230.0

220.0

205.0

227.0

333.01

131.0
37.5

46.0

124.0
55.0

23.5
50.0

39.0
55.0

B1.97 A 2,3,5
166.38” C’

471.89 A 2,3,5

250.00 E
829.00 F 1,3,4

176.98 A 2,3.5

1986
653.25 E
251.25

80.00
700.15

502.50
164.63

840.00
50.25

140.17
226.00

482.25

389.94

404.25

419.30

115.55

438.85
32.26

76.50

309.93
137.50

48.99
102.50

27.86
96.25

E 1,5

c
E 1,5

E
11

A 1,5
E 1,5

G
A 2,3,5

I,G 1,3,5

1,G 1,3,5

I,G 1,3,5

I,G 1,3,5

E 1,3,5

E’
c 1,3.5

I,G 193,5

G
J 1,3,5

c
J 1,3,5

c
J 1,3*5
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DATA SUMMARY - CHARACTERISTICS

L = LEVEL OF FUNCTIONING SETTING

M= Mild
MO= Moderate
s= Severe
P = Profound

SEC.DIS.= SECONDARY DISABILITY

B= Chal lenging Behavior
E = Ehler-Danlos Syndrome
v = Vision Impairment
c = Cerebral Palsy
H = Hearing Impairment
s = Seizure Disorder

A=
B.
c=
D.
E=
F=
G=
H=
1=
J=

Hotel
Sheltered Workshop
DAC/Sheltered
Public School
Restaurant
Office Complex
DAC/flobile Work Crew
No Services
Department Store ‘
Produce Processing

NATURE OF CONTACT

1) Good contact during the work day -- having much contact with other
employees.

2) Moderate contact during the work day -- having some contact with the
general public and other employees.

3) Good contact during break/lunch -- having much contact with other
employees.

4) Excellent contact during travel to and from work -- having a great
amount of contact with the driver.

5) Good contact during travel to and from work -- having much contact
with other persons whi le using publ ic transportation.

---------------------------------------------------------------------------
---------------------------------------------------------------------------

I.Q. CLASSIFICATIONS ACTUAL PROJECTED

Mild Mental Retardation 10 Persons 5 Persons
Moderate Mental Retardation 6 Persons 5 Persons
Severe Mental Retardation 4 Persons 5 Persons

20 Persons 15

SECONDARY DISABILITIES PRIOR WORK SETTINGS

Chal Ienging Behaviors 5 Persons Hotel Employment
Cerebral Palsy 2 Persons Sheltered Workshop
Ehler-Danlos Syndrome 1 Person DAC/Sheltered

Persons

1 Person
1 Person
7 Persons

Vision/Hearing Impair. 3 Persons DAC/ttobile Work Crews 3 Persons
Seizure Disorder 1 Person Publ iC School 2 Persons

Receiving No Services 6 Persons

20 Persons

LIVING ENVIRONMENT

Own Home/Foster Home 7 Persons
ICF/MR Facil ity 13 Persons



GloriaVandeBrake

SouthwestRegionalDevelopmentConsnission

2524 BroadwayAvenue

Slayton,MN 56172

PH: 507/836-8549

PRESENTATIONTO GRANT REVIEWCOtMTTEE

GOVERNOR’SCOUNCILON DEVELOPMENTALDISABILITIES

WEDNESDAY,JUNE 25, 1986

Thankyou for the opportunityto presentyou witha sumnaryon the

SouthwestDevelopmentalDisabilitiesProgramand the importanceof

supportedemploymentfor personswith developmentaldisabilities.I am

GloriaVandeBrakefromthe SouthwestRegionalDevelopmentConnission

and we have receivedfederalfundingfrom the Governor’sCouncilon

DevelopmentalDisabilitiesfor the past sixyears. Ue servea nine

countyareaof southwesternMinnesotaalthoughthe developmental

disabilitiesprogramalsoworkswith one DAC in RegionSix West.

Duringthe last three years the Southwest Developmental

Disabilities Program has concentrated its activities on supported work

activitiesfor adultswith developmentaldisabilitiesin developmental

achievementcentersand shelteredworkshops. The Southwest

DevelopmentalDisabilitiesProgramprovidedtrainingandone-to-one

assistance to the agency staff in such areas as matching client’s skills

with job possibilities in the community, placing clientsin the

corrrnunity,identifyingfederaland state resources,accuratelyusing the

laborregulations,and providingfollow-upand othersupportive

services.
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Throughthis intensiveeffort,the developmentalachievementcentersand

shelteredworkshopswhichhad done littleor noconmunftyemploymentnow

integrateconmnunityemploymentas an importantactivityof theirdaily

progranmning.Thatlong-termresultalone is wortheverypennyof the

federalfundsspentin SouthwesternMinnesota.

Duringthiscurrentyear the SouthwestDevelopmentalDisabilities

Programplanned

disabilitiesin

eighthoursper

to place15 adultswith severe

part-timeor full-timejobs in

weekat $1.00per hour. These

developmental

the convnunityaveraging

15 adultsare now clients

In conwnunityjobsor in a few cases,clientsin new jobs. Duringthe

firstthreequarters new placementswere conductedaveraging

hoursper week at an averagewage of $. per hour. Five

developmentalachievementcentersand one shelteredworkshopare

participatingin the programand will receive$300for supportedwork

fundssuchas trainingon the job, transportation,clientfringe

benefitsand followalongservices. Clientsare referredto Vocational

RehabilitationServices.A completebreakdownof theclient

characteristicsby participatingagenciesis includedinAppendixA.

The secondactivityof the SouthwestDevelopmentalDisabilities

Programwas to provideone-to-onetrainingand supportedworkfundsto

six schoolsfor specialeducationstudentsworkingin part-timejobs in

the conwnunity.The SouthwestDevelopmentalDisabilitiesProgram

projected six students working an average of six hours per week at an

averagewage of $1.50. Unfortunately,thisactivity<

as we would like. To dateonly one specialeducation

at a restaurantfourhoursper week at minimumwage.

s notprogressing

youthwas placed
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Many of the schoolsinterestedin

developinginteragencyagreements

once a youth is working.

supportedwork, however,are

to facilitatethe supportedservices

Regardingmajorproblemsaffectingthe progressof the Southwest

DevelopmentalDisabilitiesProgram,thereare severalitemsforyour

reviewand information.First,the SouthwestDevelopmentalDisabilities

Programhas been unableto placeas many specialeducationstudentsin

consnunityjobs as we had hopedto: only one student. Second,the

DevelopmentalDisabilitiesPlannerwhichwas hired lastAugustresigned

suddenlyin May. Because of thesetwo issuesthe SouthwestRegional

DevelopmentConsnissionwill formallyrequestthat the Southwest

DevelopmentalDisabilitiesProgrambe extendeduntilDecember31, 1986

with a evaluationdone in November,1986to determineif another

quarterlyextensionis neededto completethe projectgoals. During

thisextension,the staffwillcloseout the adultactivitiesand

concentratetheireffortson the supportedwork for specialeducation

students. A thirdminordrawbackto the SouthwestDevelopmental

DisabilitiesProgramis thatonlyfiveparticipatingagenciesserving

adultswith developmentaldisabilitiesare participatingin theprogram

.- ratherthanthe elevenagenciesprojected. This, however,will not

haveany longterm impactsincethe numberof adultswith severe

disabilitieswill stillbe placedin comnunityjobs.
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Finally, you have requested ideas regarding the continuation of

supportedemployment. First,I believethatthe Governor’sCouncilon

DevelopmentalDisabilitiesshouldfundmulti-yearprojectsin orderto

promotelongterm systemchange. One year grantsuhfle helpfulin the

shortterm can not stimulatelongterm changeuntilthe projectbecomes

an integralpart of its dailyprogram. Second,while the federal

programsincludingsocialsecurityand medicalassistancehave made

advances,they stillhavea longway to go’inremovingdisincentivesfor

disabledpersonsto work in the conmnity. Third,the Departmentof

HumanServicesand the Departmentof Jobs and Trainingshouldprovide

financialincentivesto developmentalachievementcentersand sheltered

workshopsfor supportedwork suchas providingmore days for DAC’Sto

operateyear-roundemploymentactivities.DAC’Sand workshopsneed to

be reimbursedfor theirfollow-alongservicesand retrain~ngfor the

adultswith severedisabilitiesin comnunityemployment. Additionally,

vocationalrehabilitationneedsto havemore latitudein workingwith

severelydevelopmentallydisabledadults-- includinglong-term

assistance.Finally,trainingfor job coachesshouldbe conductedin

ruralareasas well as creatinga rosterof localjob coaches.

Thankyou againforyour support

DisabilitiesProgram. I hopeyou wil’

you may have.

of the SouthwestDevelopmental

feelfree to ask me any questions
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Agency: Swan Lake DAC —

Address: eon 153

Client #

1

2

2nd & 3rd

Level

Severe

Moderate

larter Still

Seandary
Dlstbiltty

.-

--

aced

Age

25

25

Race

u
u

Quwter: —lst—2nd~3rd-4t
CLIENT MTA SUIMARY

Sex

M

M

Hours

130/(/tr.

98/otr.

Incme

$150/Qtr.

157/fJtr.

Hours
Year Prior

65

--

..

Iftcae
YeerPrior Setting

159
I

I
Fast Food

.- 1Fast Food

i

i

Ii.

I
I

I

I
i

Contact

EaIployeesmlbl!c

E@oyees/Public
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ACHIEVEMENTS

#

EXECU71VEOlmGCT0m:
OOWAYNEHAYES

45 Clientsworking.15ormorehotisperweek& the communityin
the followingareas: Yardwork,Janitorial,CarWash,BusingDishes,
CleaningChurches,Doing Laundry, Shovelingsnow.

PersonalClient Victories: Earnings as high as $3.35 per hour, new
skills, such as runningpower equipmentfor the first time, significant
pay checks for the first time, Pride and self confidenceto take,on
new challenges,such as a placement in the community.

4 Working Communitywork programs, the start up of two more this Fall

PROBLEMS

Finding the fundingof $8-10,000per year to keep the programs
operational.

In House verses Communitywork.

Prejudice: Staff,Administrative,Board, Social ServiceAgencies.

Staff-Clientratios.

BenefitProblems ie. SSDI

FundamentalShifts in how a DAC does Business.

STRATEGIES

RetiredVetsandPartTimenonRehabDegreedSupervisors,

EquipmentFunds from:ARC, Kiwanis, Sons of Norway, Lions;

DonatedVehicles---RetiredVechicles.

Articlesin Newspapers,signs on Vehicles.

Churches-trainingsites, equipment,cleaning jobs.

County Social Services--Lawnmowing, Snow Shoveling,Laundry Jobs,
referalsto those who need work done .

* ●

I
“<

IWO.18THSTREETSOUTH
Z VIFIGINIA,MINNESOTA%mz

PHONE[21EJ741.7272

410wEST41STST!lEETBOx87S
z HIBBING,MINNESOTA5574

PHONEt21812S3.~

401SE. 1lTHSIREET
Z GRANDRAPIOS.MINNESOTA~a

PH0NE!2181226-6sTd

AFFILIATEDWITHUNITED WAY I ACCREDITEDBYTHE COMMISSION ON ACCREDITATIONOF REHABILITATIONFacilities —



STEVENSCOUNTYDEVELOPMENTALACHIEVEMENT

ProjectSummary

DescriptionandpurposeofourProject:

CENTERSUPPORTED

The purposeof our projectwas to develop a community

supportedwork project which would provide employment

opportunitiesfor the clients at the Stevens County

‘DevelopmentalAchievementCenter. It was alsoour

WORKPROJECT

based

.

purpose to have the program, if successful,become independent

of grant funding.

Job placementswhich have occurred in the last 20months.
1.

2.

3.

4.

5.

6.

7.

8.

9.

10.
11.

12.

Clean movie theatre,-crew (current)

Clean law offices - crew (current)

Commerciallaundryworker - individual (current)

Greenhouseand nursery worker - individual (current)

Apartmentcomplex janitorial- crew (current)

Beauty shop janitorial- individual (current)

Lawn and yard maintenance- crew (current)

Laundromatjanitorial- crew (no curre,ntplacement)

Car detailing- crew (current)

Gas station attendant- individual (no current placement)

D.A.C. janitorial- crew (current)

Nursery school aide - individual (current)

What we’ve accomplishedin the past 20months:
We

1.

2.

3.
4.

5.

6.

have:

Employedall but 1 of our clients in communitybased jobs.

Placed clientswho are severelyand profoundlyretarded,

who have multiple handicaps,and have severe behavior

problems.

Increasedclients earnings by over 600%.

Reduced problem behaviors- only one peraon was removed

from the program during the grant period and this was due

to change in abdication.

Operated two summervocationalprograms for 70% of our

clients- increasingtheir days of service from 195 to 230.

Involvedour local county in the fundingof a vocational

trainingsupervisionposition.



7.
8.

9.

10.

Non-grantD.A.C. staff as job trainers.

Changed our traditionally8-4 M-F D.A.C.intoone which

operatesa supportedwork program on weekends and

evening hours when necessary.

Placed severalworkers earning minimum wage and some earn

more.

Placed five clientswho spend morethan’half of their -

D.A.C. day each day in supportedwork.

What we have not accomplished:

1. No one has moved into full time competitiveemployment.

2. Our per diem rate has not been lowered due to supported

work. It appears to be cheaper for the facility to have

clients in shelteredwork.

What we have learned:

1.

2.

3.

4.

5.

6.

7.

When a person fails at a job it is generallydue to

social problems rather than lack of job skills.

Co-workerscan be threatenedby a handicappedworker

who performs a job as well as they. They can sabotage

a situationand cause a client to fail. They can also

back a client and

Some clients just

like the “normal”

Many clients have

cause him to succeed.

aren’t enthusiasticabout work. (Just

population.)

developeda feeling of self worth and

pride through their job even though their pay check

appears to be meager.

Governmentregulationsand paperwork are real deterrents

to supportedwork.

In our agency there appears to be no pre determinedminimum

skill level that a client must have in order to succeed in

supportedwork;t= toilet trained,speech,feed themselves,

Etc.

Even severly and profcunillyrecarded clients can learn a

sophisticatedsequenceof skills and perform them

satisfactorilyand irdependectlyif given proper training

and enough training cime.



8.

9.

10.

11.

12.

A job coach does not need to be a highly degreed

individual. They must have

patience,a sense of humor,

knowledgeof the client(s),

supervisorsand co-workers,

problemsbefore they become

basic record keeping skills

DOL regulationsin addition

policies.

common sense, concern,

knowledgeof the job,

ability to speak to

and the ability to spot

major. They shouldhave

and a basic knowledge of .

to knowledgeof facility

Job placementsshould be made with caution and be well

thoughtout. Many needless frustratinghours can be

spent by a job coach,due to a poor placement. A job

failure is much worse than no placement to begin with.

Parents and residentialproviders can make or break a

job placement.

Developmentof a work program takes time. Some employers

are extremelyreluctant to get involvedwith our clients.

Never say never.

Recommendation

I would recommend that the DevelopmentalDisabilitiesCouncil

continue to encourageand assist in any way possible the

developmentof supportedwork projects.
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I. PROJECT GOAL:

Progressas of

48adults

44adults

Supportedtiployment- 40
Competitive~ployment - 10

June 20, 1986

wereemployed(37,inSE;11inCE). “,,
arestillemployed.

4 jobs were terminateddue to 1 employee not meeting employer’s

performancerequirement,1 employee did not want to work any longer,

2 employees’jobswere temporaryand ended.

21 differentemployers/businesssites are involved.

~mployees come from 5 l)Acs, 1 workshopand 1 student from a

MetropolitanArea school.

Averagehoursof workperweek- 23

Averagewageperhour- $2.99

Wagerange- $1.68- $4.25

Employers: Hotel Budgetel

RadissonUniversity

Children’sHome Society

StewartPark

Dundee Garden Center

ScottCountyGovernmentCtr.

MerrickLawnService

Thimbles

PresbyterianHomes

CopperKettle

Davanni’s

Mama Lu’s

G’s

Wendyqs

DirectMarketingSystems

SudsCellar

RainbowFoods

McDonalds

ComoBikeShop

Briggsand Morgan

ChiChi’s,Richfield



ADDITIONALACHIEVEMENTS:METROPOLITANCOUNCIL

1. Developedcoursecurriculumfeaturinga new instructionaltechnologyfor
teachingseverelylimitedlearnershow to improvegeneralizationskills
(transferof learning)whilein supportedemployment. Highlightsof this
course~nclaz orientationto supportedemploymentfor personswith
~evelopmental disabilities were videotapedand cassetteshavebe+nmade
availablefor loanto MetroAreagroups.

2. Developedcore cluster of skills needed by job coaches during.thefirst and
This informationwas’further developed.bysecond year of this project.

Dr. Terry Kayser,projectstaff,intoa 3 creditcourse(gradu~teand
undergraduate)offeredby the Universityof MinnesotansDepartmentof
yacatioqalEducatiO!l,‘? :]1?s9~a$ giventwiceL9 IS3G with 37 students
in ~ttendance.It will 5* offeredtwicein 19S7.

Developedand implementeda uniquefundingagreementfor 359hoursofon-
the-jobtrainingof 16DACclientsin foodpreparationwork. The parties
to thisinnovativefiscalpackageare both ~specialservicenand generic
entities. Theyincludea privatesectorrestaurantcorporation,a
vocationaltechnicalinstitute,two DACSand the Divisionof Re:la’bilitation
Services. Eachcontributedsomeof the resources(suchas tuitionfees,
staff,equipmsntjsappli$sYtmnspo?tation,~niforms,etc.)needed5Y
personswithseverehandicaps. The long-term,intensivenatureof the
trainingrequiredfor thesei~dividualscouldnot be met by any single
agency. Comminglingtheirfundsresultedin adequatefinancingfor the
trainingperiod. Eightpersonsare now employedpermanently.The
remainingeightare waitingfor vacanciegat theserestaurantsor other
restaurants.Thisis believedto be the firstsuchcombinationof private
and publicresourcesfor supportedemploymentin the country.

This“nadelis beingreplicatedin ‘#illmarand PineCity,Ninnesota. 3ased
on thissuccess,the StateBoardof VocationalTechnicalEducationhas just
offered $2257000in grants for othervocationaltechnicalinstitutesto
servestudentswho are developmentallydisabledusingthismodelor other
innovativeapproaches.

4. Anothermajorachievementhas beenthe significantdegreeto whichthe
Division of Rehabilitation Services (formerly DVR)hasbecomeinvolvedin
supportedemplowent basedon its interactionaith$hisproject. Consider
khesefactor9:

- ??33:$79,030directgrant;FY86:$45,900granttotheMetropolitan
Council?sproject.

FY85& FY86:DFLSclientservicesfundsweremade availableto our project
DAC clients. This policy has sincebeeninstitutedin otherPartsof the
state.

FY85:Fourworkshopson supportedemploymentwere presentedby leading
nationaland stateexpertson supportedemploymentto over 320 DRS
supervisorsand vocationalcounselors.

FY83& FY86:Top administrativestaffof the DRS state office directly
participatedin developmentof ttismulti-agencyfinance packags a~~
foll~w-almg servicemodel.



As a resultof tile aboveparticipation,we believethisprojectwas a prime
catalystin DRS’Spursuitof the federalOSERSgrantawardedto Minnesota.

In additionto the barriersto employmentlistedin the remainderof this
report~job retentionis stilla sleepinggiant. To addressthisproblem,
projectstaffwroteor phoned the six directorsof major federalprojects
in supportedemploymentfromotherstatesrequestinginformationor
materialson follow-alongservices. Not one individualhad informationon
a conceptualor operationalmodel. So the Cadacilp?9j?ct,t+isyear,has
designeda flexibleand comprehensive,long-termfollow-alongservice
model. It will be reviewedby the Couancil’sDD AdvisoryCommitteeand
includedin the finalevaluationreportin September,1986.

t1004a



ADDITIONALISSUES/RECOMMENDATIONSON SUPPORTEDEMPLOYMENT

10 AGENCIES

Selectionof job specialist- should be basedonlyon competencies~f
stafffor thesenew typesof responsibilitiesratherthanon staff
seniorityor otherlessappropriatereasons.

.1>3<~?cialistshould”anlybe responsiblefaroff-siteemploymentas
thisis a derhanding,f+ll-timeresponsibilitysinceit requires
d~velopment of new skills and takesmuchmore timethanthe usualjob
responsibilitiesassignedto DACPWAC$ SWS personnel.

Competitionfor agencyresources(staff,clients,money,transport
vehicles,etc.)usuallysurfaceswhen SE is introducedas a service.
On-sitecontract,therapeutic,acadenicand communityorientation
personnelsee SE as threateningto the importanceof their
responsibilities.

TneMetropolitanCouncil‘sprojectattemptedto addressthisby
p?o$il:93new,instr!lcti>naltac”nniquesfor th= severelylini:ed
Iearn?r:2 thewholet~achingstaffoftheagencies.Byusing
examplesof teachingjob-trainingskills,the wholestafflearned
aboutthe rationalefor supportedemploymentas well as a technology
that could be usedfor community-basedteaching)acadeaics,etc.

Teachingcommunity-baseddaily-livingactivities,(outsidethe
facilityand preferablyin the consumers’ownneighborhood)mustbe
9eenas importantsupplementalaspastsof SE. Theseactiviii?smust
be providednot only to thoseconsumerswho are employedor 3eing
selectedfor employment,but to all who are servedby an agency.

More opportunitiesfor careerexplorationmust alsobe providedto
all clientsso thatthe interestsof eachclientfor differenttypes
of jobscan be betterdeterminedand job failurescan be reduced.

Othermeans❑ust be developedto instillin all agencyclientsan
understandingof the conceptof‘work.nThiscouldba~~o,iitfi
providingmoremeani”n”gful”‘e”x”p-e”r-isncesto individualclientsaboutwhat
it meansto be a ‘consumer,Wthenassistingclientsto understandthe
connectionbetweenthe Wpowerof consumerismwith earning.wsesand
work. That is, to obtainwhat one wants, one ❑ust have buying power
and thiscomeswith employment.

The fullserviceneedsof employers,who agreeto hirepersonswith
developmentaldisabilities,must be ❑et by agencies. Beyond
negotiatinga placementand providingm-ths-job t?ainin3,19a3-te?n
follow-ai>ngssrvicesn~13tbz availablet~ retainjobs.

More comprehensive,in-depthand accurate knowledgemust be acquired
by agencies engaged in SE regardingareassuchas liability,
confidentialityrequirements,federaland stateregulationsgoverning
employmentof personswithhandicaps,SocialSecurityand Title19
regulations,businessworldstandards,etc.

Changes❑ust be made in traditionalhumanserviceagencyprogram
schedulesto accommodatethe requirementsof businesses(working
?ve!linss,weekendsandholidays).



lhe najorityo? 3.!C,‘l!lCand S3S stafr~49cat;cmalcaunse10?s~
acmsu?ners/fanIli5S$countycommissioners,state legislators,
employers,themediaand generalpublicare unawareof this ‘best
practice.~Some a3encypersonnelare passivelyor activelyresisting
thischange. Administratorsof the involvedhumanserviceagencies,
and purchasersof theirservices must more vigorously pursue
strategies~ incentives~ or ifi some cases~ sanctionatoassurethat
personswith saverehandicapshaveequalopportunitiesto become
employed.

Theremust be clearrecognition,and earlyinterventionby thosein
~eci3ian-tnakin3/?3aagement?olesto neutralizefurtharand more
Ie”tigir?competiti.o:l?DP DRS fundsbetweenpersonswithmildly
handicappingconditionsand thosewith severehafidizaps.One
strategy,suggestedin the Congressionaldiscussionsreauthorizingthe
RehabilitationAct, was a specificset-asideof fundstargetedto
personswithmore limitedabilities. Strictaccountabilityf~rthis
targetedQse of DRS and ot”lerFundsshouldbe demandedand monitored
in Minnesota.

DC2106
PHDEV1



Formaland cofiprehensivet?ainin~is ~~csssaryfo~ developingskills
to motivateand trainemployeeson the job!to monitorprogressand
adaptt~~i~ingprocedures/work-siteif ne~dedvto advocatewithdirect
supervisors
employeror
continually

Morestable
recrl~itand

and co-workers~to appropriatelytransfersupervisionto
co-workerswheneverpossible. Performanceof JC must be
monitoredby agencyto assureaccou~tability.

workingconditionsandwageswill becomemore importantto
maintainskilledjbb coaches. ““

Zmpravedtecilniquesforrecruitind$trainit.lg,anl schedl~ling,2?j>>
coachesare needed. A county~r reSionshouldconsid~restabli3’niX3
centraland singlepointfor thisactivitywhichcouldserve❑any
agenciesin a servicearea.

3* INTERAGENCY

Agenciesthatserveadultsmust
responsibilitiesfor adultswho

learnabouteachother’s
are developmentallydisabled.

Involvementof DACs/WACs/SWSwith vocationalcounselors,social
workers,consumers/families,residentialstaff,teachers,etc.,must
beginearlyin plannin~for futureemployment.

;3JLl:i?s‘.1:25:> develop‘purchaseof servicewproceduresto pay ?m
long-termfollow-alongservicsscmse a personis employed. Yennepin
Countyhas such a mechanism. Usuallythe employee,who has neverbeen
placedin a post-schoolserviceagency,is assignedto a DAC/WAC/Si4S
who thenperformsthe follow-alongfor a set fee.

Various human services agenciesserving personswith developmental
disabilitiesshould vigorouslyexplore means of combining their
resourcesto assure supportedemploymentsince this can be a more
expsmsive,intensiveand extended service than the traditionalday
pr~~ram services.

4.

Alternativefundingto replaceTitle19 shouldbe provided to DACS for
vocationaltraining. Federalauditscouldpose significantpenalties
forunappropriateduse of thesefunds.

RecognitionthatSE requiresadditionallocalfundingstreams due to
the assignmentof some staff and clients to off-sitelocationswhile
others remain on-sitein the facilities.Moratoriumsshouldbe
establishedto prohibitnew capitalexpendituresto buildadultday
programfacilities.Thismightbe one new sourceof funds.



SUPPORTEDEMPLOYMENTISSUES AND REcIX44ENDATIONS

Submitted by

The Metropolitan Council
DD Community Work Training Project

Th~sinformationwas compiled from a survey sent to DACS, lJAC9, SUSs, residential facilities, parents, county social work’ers in FY85. Additional issues’
identified in FY86 have been added.

June 25, 1986



BARRIERS/PROBLEF!S RECCtWENDATIONS/CHANGESREQUIRED

I. AGENCIES (DACS,UACS,SUSM)

A. POLICIES AND ADMINISTRATION:

1. sheltered workshops in the project saw the
type and level of their current funding as a
substantial barrier to providing 10ng-tet’111
supported employment. Services purchased from a
sheltered workshop by a DRS counselor are typically
on a short-term, time-limited basis. Agency directors
felt that additional or supplemental funds wpear
to be necessary in order to provide long-term supported
employment.

For the DACs, funding for the basic costs of coemunlty-
based training and employment services will require
extra expenditures but was not viewed as a significant
problem. Community-based programing was viewed by the
DAC directors aa an extension of the current day program
offering.

2. For sheltered workshops, there was an inherent
conflict between rehabilitation program Policy and
production requirements. A number of clients placed
in the community jobs by the sheltered workshops
were the highest producers. In essence, this meant
that production line staff were losing some of their
best workers to coaznunity placement.

CHANGESIN POLICY AND PROCEDURESREOUIRED:

1. The sheltered workshop directors reported that the Division of Vocatib
Rehabllltation was soon making available funds to encourage community-based
employment. nege funds, however, are guaranteed for only a two-year period. .

T%e DAC directors viewed the problem of funding cmunity-based training as an
ongoing problem and thought that alternative funding sources such as county
governments should be examined.

2. It was suggested that production quotas could be met by hiring some ncx’t-
handicapped employees. This would require, however, a possible change in
agency miwion and pollcy. By bringing in non-handicapped workers, additional
costs would have to be assumed by the agency in terms of higher employment
benefits, higher turnover and the related personnel costs of retraining new
workers, thus increasing bid prices on contracts. A second concern was that
if non-handicapped workers were hired to supplemen t production quotas, that
these individuals would be the first ones lafd off if a production slowdown -
occurs.



3. She1tered workers present IY receive i ns.urance and related 3. Consideration ml r,ht be qi ven to prov idinx an extension of benefl ts of
benefits from sheItered workshops. Concern was expressed up to three months as clients stabilize at their community site and begin to
regarding whether or not these clients would lose existing become eligible for coaawnity work related benefits.
benefits if employed at community sites in part-time Jobs that
do not Include these same benefits.

b. Traditionally, DRscouftselor~leavea client’s case open/ 4. DFIShas developed a flexible policy to extend this period of time on a case
active for up to a 90-day period following placement In a job by case basis with all service providers.
or rehabilitation agency. As more severely handicapped clients
are being served, there was a belief among agency directors
that this time frame needs to be more flexible.

B. CONCERNSOF COVEIiNINCBOARDSOFDIRECTORS

1. It was reported that overall agency boards of directors
and advisory councils were supportive of the coemunity-
based programing. Sheltered workshop 6overning boarda
were concerned about the impact of this type of client
placement on in-house production.

2. Concerns from DhC boards included:

a. How would the comaunity placement impact the client’s
current program?

b. Uould this type of programing be as safe and secure
as the current program?

c. How would these ccamnunity placements affect the
pro~rams of those cllents who wouid remain back at the
agency?

d. How would staff to client ratios be affected?
e. Uhat additional costs would be incurred by such

progr3uxBing?

c. IMPACT ON ACENCYBUDGET

1. DAC programs individually negotiate the number of
total days of service they will provide services during the
year. The total number of days of servicve varies across
agencies; however, most operate about 220 days of the year.
This differs from the total number of days a client might
actually, be employed. An average working year, for example,
may include UPto 250 working days. As clients are placed in
community training sites where ongoing continued support 19
necessary the question becoaes one of what funding would be
made available to pay for agency costs associated with the
client’s training and employment needs on a work year
calendar. It was reported that the state licensing
division for DACS 1s reluctant to provide extension or
additional days of per diem billlng for these agencies.
In other words, if a OAC has been licensed to operate for
220 service days, there is presently little or no
OPPOrtUn~tYto extend beyond that point. Hence, fundln.g

1. No suggestions for resolving in-house production impact were submitted.

2. Prior to becoming involved in the community work trianing program this
past year, the agency directors reported that’all systematically had made
relatively extensive presentations to the board of directors.

1. This remains a substantial barrier to comtunlty.baeed employment
programs. The agency directors discussed strategies in terms of seeking
additional funds from United Ways, grants and agency fund raising activities.
Additional strategies sight include negotiating directly with individual
county governments to request additional support funds or exploring
funding arrangements other than client per diea rates. For example, SILS
programs presently utilize an hourly rate for client training and follow up.
Some aspects of the SIi.S model appear slmllar to client follow up and
supervlaion at the job site



3

to support administrative and on line stafr costs during
3-6 week vacation perios 1s unavailable.

i).

2. The agencies experienced additional costs during the
course of directly providing community based services to
clients. Some of these additional costs were in the following
area9:

a. Increased transportation coats associated with moving
client to and rrom several difrerent job sites.
b. Additional clerical time was often required to process
additional paper work, i.e. revising IPP plans, comunlcating
with and completing forms for DRS, communicating with
employers, etc.
c. In providing community Independence skills training in the
community, additional costs are borne, i.e. grooming and hygiene
supplies, gardening equipment, etc.
d. .%ne increase in expenditure was experienced in xeroxing client-
related information for other agencies such as DRS, businesses, etc.

3. Placing clients into employment caused some disruptions in
staff to client ratios, when community training staff’ left the
agency to supervise only 2-U clients at the work place. This
resulted in requiring agency staff lert at the facility to take
on 3-4 additional clients. InsomeInstances~ubstituteghad to
to be hired to maintain adequate client-to-stafr ratios at the
racility.

TRANSPORTATIONOF CLIENTS ‘VI COF#KINITY SITES

1. All of the agencies provide van service for some program
participants. Competition within the agency for use of the
van to transrer cllents to and from conmunity-based training
programs was experienced. In-house facility program staff
were often requested to reduce comunity recreational and
social activities.

2. Agency starr were sometimes requested to use their
personal vehicles to transport clients. This resulted
in additional agency cost for mileage reimbursement and
additional insurance premiums for personal liability
coverage.

3. One agency reported that it participated in a work site
that was a 90-mile roundtrip rrom the facility. This resulted
In additional agency cost ,!’or transportation, time Loss in
cllent services, and a requirement to sometimes hire a
substitute to transport the clients to and from the work
site.

2. me agencies reported that these costs simply had to be
assumed by the agency. Transportation costs were reported to have the
most impact on agency budets. To offset some of these cost!+, some agencies
required clients to pay a portion of their transportation to and frcm work
sites. This 1s a legitimate procedure as transportation is an impairment-

related work expense that can be deducted from gross earnings before determining g
SOA and SS1.

3. Mhile the Metropolitan Council (tiC) coraaunity work training project
provided supplemental finds for some substitutes, these funds were temporary
and time-limited. One agency reported a 6S budget increase for substitute
staff. Another agency reported that as turnover in professional 3taff
occurred, they opted for hiring lower cost para-professionals instead of
replacing the available position with a professional staff person. The
agency directors coamented that in otxter to continue with c-unity work
training, additional funds would have to be made available to provide for
additional staff. fie directors viewed this as an ongoing problem that would
have to be resolved at a higher level of administrative power to influence
state and county funders.

1. Providing more ●xtensive mobility training in the use of public trans-
portation might offset the extensive use of facility vans for work-
related transportation. It uas also suggested that families and volunteers
be encouraged to accept the responsibility of assisting clients to travel to
and from comunity training sites.

2. See 1 above..
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3. Develop work sites that are in closer proximity to the day program
facility or client’s place of residence. Seek emplo~ent on scheduled bus
routes and provi~e transportation training.



E. IMPACT ON DAILY ANO ANNUALOPERATING SCNEOULE

1. Substantial deviations frah traditional daily program
.vchedules (8 a.m. - 4 p.m.) were experienced by the
agencies. Changes to accommodatethe client’s work
schedules during early morning and evening shifts and week-
ends created difficulties for the agencies. Some of the
difficulties included the following:

a. Stafr experienced stress and some Inflexibility in
responding to agency requests to cover early morning,
evening and weekend client work schedules.
b. %me confusion was experienced in scheduling staff, e.g.
a ntaff member who might be requested to begin work at
5 a.m. at a client work site would return to the facility
and sometimes be requested to extend their working day
to cover clients at the facility until the end of the
program day. Staff uho cover clients during weekend
periods would then be absent from the facility during
the middle of the week.
c. Staff experienced difficulty in completing paper
work, attending meetings on behalf of their clients,
and returning phone calls. Uhen staff were required
to be at a work trianing site for 6-8 hours a day,
they were still expected to complete their case
management responsibilities. lhis resulted in some
staff having to take work home or extending their
work day at the facility.
d. In-house facility stafr would lose assistance at
critical times of the day, particularly at lunch and
during bathroom breaks when one-to-one client
assistance is required at an outside work site.
e. It was reported that some staff at community
work sites would lose their lunch break due to re-
quirements to provide continuous supervision of
client.

II. PERSONNEL

A. ATTITUDES OF STAFP TOUARDC@WU~lTY-BASEDTRnlNING

1. Some agency staff have definite reservations about
their clients’ abillty to work ‘ln the real world.w As
a result, some staff showed little or no interest and
dld not attend any of the tralnlng sessions. Slgniflcant
starf turnover was experienced by two of the agencies
once the conxnunlty-based training wa3 initiated.

Those staff who became involved in working with clients
in community sites experienced some frustration.

1. The agency directors reported that requesting starf to work with clients
during early mornin8, evening and weekend shifts was a very difficult satter.
Additional staff meetings had to be conducted for the purposes of discussing
and clarifyi~ problems related to irregular staff gche~ule~.Therewas
also a requirement to plan further ahead than usual in order to schedule
for client coverage over holidays and vacation periods. Agencies suggested
that when interviewing new staff it should be made clear that employment
would or might include some irregular hours.

1. It 1s important that agencies proceeding .toward the develo~ent of
community-ba~ed~ervlce~realize that for some staff such a change In agency
orlentatton 1s vfewed as threatening. The staff training should include
not only new technical skills in this type of training, but also convey
the philosophical tenets and benefits for cllent~. Training should also
address staff views that the community presents too great a risk or a
safety hazard for clients.

Other strategies in addition to direct training of staffd included creating
opportunities for agency staff to visit prOgraib~ currently providing
commmlty-based training and to hear program directors already involved in
ommunity training digcuss this type of program
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B. STIJFF SELECTION

1. In utilizing existing agency staff, some difficulties
were noted. me coamon criteria reported in assigning
staff to community training were generally based on
willingness, interest and motivation expressed. Even
when interest was expressed and the stafr agreed to
participate in a coimunity training program, frustration
sometimes set in once stafr were actively engaged with a
client in the community training site. This resulted in
numerous changes of the stafr selected for the coomunity
training sites. A significant problem related to this
is that a number of the stafr who had originally received
the training were no longer involved and others who had
received no training at all were now conducting conmunity
training.

2. Recruiting staff who possess the specific qualifications
ror community work training is a significant problem. This
problem was exacerbated by the dileama or directors not knowing
what skills and competencies were required for comuunity
work training.

c. IMPACT ON CLIENT TO STAFF RATIOS

1. The transition to comunity-based training programs
caused disruptions in client-to-staff ratios when
coamunity training starr left the facility to supervise
only 2-4 clients at the work place. Staff left. at the
racility often had to take on 3-4 additional clients. In
some instances, this also meant that the stafr at the
facility would also be working with more severely
handicapped clients than were out in the community.

r). CHANGESIN AGENCYSTAFFING PATTERNS

1. As a result of coaxaunity based training becoming
part of an agency’s overall delivery of services, new
Starr roles evolve and existing staff responsibilities
change. ‘lhe movement toward comunity programming
resulted in some conrusion and uncertainty regarding
staff responsibility areas.

III. DD CLIENTS

A. ATTITUDES/WILLINGNESS/INTEREST/RISKS IN PARTICIPATING

1. Overail the agency administrators indicated that clients
were enthusiastic about participating in the community-
based trainini? programs. Some concerns were raised
regarding whether or not the clients really understood

1. It was suggested that a formal training programbe in~tituted at. the
communitycollege level to prepare individuals for professional and para-
professional roles as community trainers.

See narrative (P9) on MC administration problems. for additional
discussion on starr selection, lack of starr continuity, etc.

2. Again, the agency directors recommended that staff be provided training and
permitted to observe other agency programs.

1. The agency directors felt that either per diem rates wouldhaveto be
increasedor additional fUndSwouldbeneededfromothersourcest.oenable
themto hire additionalSupport~tarf to adequatelyprovideServicesto
thoseclients uhoremainedat the faclllty.

1. In all of the participating agencies, job descriptions had to be revised
and retitled to reflect the new types of programming. As one agency staff
member commented ‘everybody is essentially in new positions; however, we
feel this is a temporary problem.” This cement reflects the extensiveness
ot’ the Impact on agency staffing patterns and responsibilities.

1. Strategies to overcome the extent to which the clients may not understand
the full implications of community programming included taking the client out
to physically see the place of work and then following this up with counseling.
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how their liveswouldbechanged.1nsomeln~tance~,it
was reported that clients were relUCtant to participate
because they were concerned about leaving their peer
relationships back at the facility.

2. Some sheltered workshop clients experienced a decrease in
total weeklky earnings when placed in a job in the community.
One client, for example, was earning over $100 per week at
the sheltered workshop and earning only $70 from the
coazounity-based job.

B. CLIENT SELECTION

1. lhis was consistently reported as an area of ongoing
difficulty for the agencies. Current assessment ❑ethods
to determineJobreadinessFor ~eVerelYhandicapped
adultsare not well knownor understood.

2. The relationship between DRS counselors and agency
staff needs to be clarified. It was reported that some
DRS counselors felt that they did not have a role in
selecting which clients would be involved in couxnunity
based training and employment.

c. MAJOR PROBLEMS/BARRIERSAT THE C(Mt4UNITY TRAINING SITE

1. In several of the work training ~ltes, turnoverof non-
handicappedworkersandwperVISorScreatetdconru~lon. Part
or the role of the Cmunlty Job trainer was to establish
positive relationships with non-handicapped co-workers at
the work site. When service industries such as hotel and
restaurants experience high turnover, this creates a
continuous situation in which agency staff and clients must
establish new relationships. rnis takes time away from
direct client training in job skills.

2. There were some difficulties reported in establishing
ciient wage rates at some employment sites. In some
instance~, when a client was placed at a subminimum wage rate,
employers would expect that all subsequent placements of
handicapped workers would also be at that parallel rate
regardless of the capabilities and productivity level of the
client.

2. The agency directors indicated that while clients ❑ay experince a decrease
in wages in moving from the sheltered workshop to
that this ❑ay be a temporary loss. rne rationale
directors for permitting a client to experience a
client had a strong interest in a co-unity-based
transition to the comunity

comunity-based employment,
expressed by the agency
wage loss was that the
job and wanted to make the

1. Some agencies used field visitations to several selected job sites for
career exploration. Others based client selection on criteria such as degree
of client interest and motivation, previous work experiences, functional
skills, parent or residential facility staff’, interest, client behaviors
and others. Agencies indicated that a more formal client-job aatching system
should beused.

2. The adult day program movement towards supported employment represents
a new service within the overall system of service delivery. There needs to
be a clarification in the roles DRS counselofw and DAC staff will have in the
selection of clients to participate in comunity training then DRS agrees to
pay for training of DAC clients. Soae administrative assistance would be
beneficial in delineating the role responsibilities of DRS and DACpersonnelin
their joint ventures.

1. Seine agency directors felt this was a potentially positive learing
experience for the client. When a aanager ofa particular business or their
other employees left, this necessitated developing a .coopletely new re-
lationship to assure continued support for the client’s placeaent.
fie strategy is one of ●aintaining ongoing c~unication and continuing to
negotiate and makemanageiaent,andcouorker~awareof the client’s capabilities.

2. A suggested strategy to overcome this problem is to thoroughly explain
at the point of procuring the placementthat all wagerates are to be
e~tabli~hedbasedonan individual cllentg~ productivitylevel. Agencies
should be expected to use time study procedures ?&determine wage rates.
Mgoing and continuous monitoring of client “performance and productivity
19 critical to clarifying wage rates.



7

D.

IV.

A.

B.

c.

CLIENT UAGES

1. Several agencies reported that it was difficult to
maintain consistent work schedules for clients at the
employment site. Services industries. such as hotels,
often set work schedules based on hotel occupancy. This
often results in requesting cllent9 to work additional
hours or at unscheduled times. This creates problems for
agency staff for maintaining consistent coverage of clients.

RELATIONSHIPS/COOPERATION WITH OTHER PARTICIPATING ANO
SUPPORTING AGENCYPERSONNEL

PARENTS

1. Overall, parents were supportive of community-based
training. lhere were some reports, however, from agency
directors that parents’ expectations were too high and were
not realistic about the type of work at which their son/
daughter could succeed.Someparentsalso expressed
concernregar~ingthe po~~ible10SSof SS1beneflt~as
their offspringparticipate in employment programs. Other
parents expressed concerns regarding the safety and
vulnerability of their child to participate in activities
outside the facility.

DRS COUNSELORS

1. The clarification of roles between DRS counselors and
questions such as who has the responsibility for calling
client planning meetings, what criteria should be used for
selecting clients for community-based employment, what
involvement DRS counselors have once the placement 19 made
and other concerns have been expremed. For example, some
DRS counselors wanted extensive, frequent and formal
communication; others were satisfied with ❑inimal contacts.

COUNTY SOCIAL WORKERS

1. Some county social workers were hesitant to see
clients move from secure DAC environment to a community-
based setting.Concernswerereportedre~ardlngwhatthey
feltWaganinterruptioninanalreadysuccessful program
plan. According to the agency directors, some social
workers were concerned that employmentwould❑ean a loss
of SS1 and medical assistance benefits for the client.
Ihls is particularly true for clients residing in group
homes. In some instances, the agencies indicated that
social workers were assuming too much authority in
making decisionsregat-dingwhetheror not a client should
e~per;encea change in IPP goals. sometimes cllent place-
ments had to be held back for several days until a meeting
was convened between the social worker, angecy staff, DRS

1. In working with some types of industries the problem of maintaining
consistent cllent schedules may be unavoidable. It may be advisable to develop
a written letter of agreement regarding cllent work schedules.

1. The strategies used ❑ost often by agency staff are to involve parents at
all levels of decision+aking regarding coamunlty-based placements. It was
also suggested that parents should have an opportunity to have information
presented to them prior to their son/daughter getting involved in a comaunlty
experience. This might include ❑aking presentation to amall groups of parents.

1. There appears to be ❑ixed views and undemtandlngs amongst the agency
directors regarding what role DRS counselors should play. It was suggested
that meetings should be conducted between DRS counselors and agency staff
to discugs areas of mutual responsibility.

1. %me agency directors felt that the county social vorkers need to be made
more knowledgeable of the new supported employment programofferings.
Uorkshops, informational handouts, and meetings between agency staff and
social workers would help to build the social workerts awareness and
understanding of coumnunity-based training services.
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counselor and other reqpon9ible agencY ~tarf. A meeting
such as this is clearly legitimate. However, emp10Yer9
often have !cmaedlate eutPIOymentneeds and expect quick
turn-around if a job is to be secured.

D. RESIDENTIAL PROVIDERS

1. Clients who reside in group hc+nestypically particiapte
in day programs between the hours of 8 a.m. - 3:30 p.m.
Due to this, group homes schedule less staff during these
day hours. In addition, residents follow a routine schedule
for meals, recreational activities and instruction. Clients
who are required to work early mornings, evenings and/or
weekends pose difficulties for some group homes. .Scmegroup
homesfor examplefind it diFricUlt to acco~date to a
cllent wtIoworks weekends and has days off during the middle
of the week. fiere are some residences that prohibit clients
from participating unlees the hours of employment match the
current day program schedule. Some group homes are also
reluctant to permit a client to workdueto re~triction~ on
SS1andSSD1. melr concernIS that theseclients will
lose eligibility for HA and IISA which pay for residential
care and personal needs.

v. DxvIsIoN OF REHABILITATIOii SERVICES (VOCATIONAL COUNSmORSJ

A. BARRIERS/PROBLEMS

1. Inadequate and insufficient availability of competent job
coaches.

a. The competencies For community work training are not well
understood.
b. Lack of university training programs for community trainers.
c. Who will assume financial responsibility for hiring job
coaches if universities are not assuming the responsibilities
for training work trainers? Who will provide such training?

2. Tradltlonal work evaluation methods as presently used by
sheltered workshops and other rehabilitation facilities do
not appear to meet the needs of the more severely handicapped
when considering community-based employment opportunities..

3. Presently the provision of long-term followup fnr
those clients who require continuous suport throughout
their employment is not available in any consistent
fashion.

1. Some agency directors felt that there are few incentives for group
homes to cooperate in conmunity-based employment for severely handicapped
adults. Conerns regarding SS1 and SSDI benefits notch problems make these
providers anxious about letting a cllent engage in gainful activity.The
agency directors indicated that this ❑atter would have to be examined by a
higher authority than their individual agencies.

1. Utillze and train persons such as retired workers, JTPA employees,
employees of the employer, recent high school graduates, and others. mere
is a need to create a para-professional role to provide community work
training. Comnmity colleges might be encouraged to develop an AA degree
training program to prepare persons for community work trainaing. It would
be ❑ ore cost-effective to use para-professionals than highly skilled and
trained professionals.

2. Consideration should be given to the development of comaunlty-based
employment evaluation strategies to assure that clients are matched
aPProPI’iatelYWithavailable job ~tation~. Thesec~unity-ba~ed, on-the-job
evaluationprocedures●ight includeaethod~for Systematicbehavioral
ob~ervatlon~,a~ge~~mentproceduresrelated to cllent functionality and
problembehaviors,●xt,en~ivediagnosticintervleuinguith ~er~on~whoknow
the client best, and continuous and ongoing aasessaent as the client continues
to work on the Job site. Information obtained from this type of an evaluation
proce~~Shouldalso be thoroughlySharedvlth the cllent”~ DRScounselor.

3. Personnel from day activity centersi, work activity centers, and sheltered
workshops should be more involved with followup. Some effort should also be
encouraged with businesses to provide training to first-line supervisors
to enable them to provide ongoing suport and assistance to the client.
Consideration should also be given to formulating a casemanagement role to

.



h. Ehployers need to be more directly
process of community-based employment.

involved in the

5. Procedures
based training
developed.

for
and

selecting clients for com9unlty-
employment services need to be

6. There appears to be some confusion regarding the
impact of community-based employment on the client’s
SS1 and medical assistance payments.

7. Strategy for working more effectively and cooperatively
with unions needs to be considered.
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provide for long-term followup. Some
followup could possibly be negotiated

formula for cost sharing long term
with individual county governments.

4. TnvoIves business people (employers)in uork~hop~andtraining ~e~~ion~.
Forman adVISorYcoum?ilor employersfor the purpo~e~or determininguhat
employers are looking for in a good employee, identifying Job lea~s,
discussing community-based training, employment-related problems nd wage and
hour concerns.

5. Uhileco~unity-bagedprmcedure~mayhelpintheSelectionorclients ..
forspeciFictypesoremployment,parents,school professionals, DVR
counselors, adult day program staff, and social workers and the client
should be directly involved in the decision-making. Client choice needs
to be considered. The role of the DVR counselor in working with DACabd
UAC staff in community-based employmentprogramsneeds to he exasined.

DRSshoulddevelopa centralized~ourceof informationuherecoun~elor~can
callforspecificinformationandinterpretationsof”wayand hour, SS1, SSDI.
and mmedlcal aasiatance concerns. At present, counselors have to individually
negotiate and interpret these issues for each client.

7. Union officials need to be familiarized with the recent policy initiatives
regarding coammlty-based employment for developmentally disabled adults.
Union officials could be involved in an adviaory council to facilitate
communication and dialogue on specific problem and strategies regarding
union rules and regulations which restrict client placement.

,


