THE DEVELOPMENT OF A STANDARDIZED
EMPLOYABILITY ASSESSMENT TOOL FOR USE
WITHIN THE EMPLOYMENT DEVELOPMENT CENTRE,
DEPARTMENT OF EDUCATION AND TRAINING

BY

6 )4
JILL KORI JORDANOV -

A Practicum Report
Submitted to the Faculty of Graduate Studies
in Partial Fulfillment of the Requirements
for the Degree of

MASTER OF SOCIAL WORK

Faculty of Social Work
University of Manitoba
Winnipeg, Manitoba

© August, 1995.



jonal Lib
L4 It

Acquisitions and

Bibfiothéque nationale
du Canada

Direction des acquisitions et

Bibliographic Services Branch  des services bibliographigues

395 Wellington Street
Ottawa, Ontario
KiA ON4 K1A ON4

The author has granted an
irrevocable non-exclusive licence
allowing the National Library of
Canada to reproduce, loan,
distribute or sell copies of
his/her thesis by any means and
in any form or format, making
this thesis available to interested
persons.

The author retains ownership of
the copyright in his/her thesis.
Neither the thesis nor substantial
extracts from it may be printed or
otherwise reproduced without
his/her permission.

395, rue Wellington
Ottawa (Ontario}

Your fite  Votre rélérence

Qur file  Nolre rélérence

L’auteur a accordé une licence
irrévocable et non exclusive
permettant a la Bibliotheque
nationale du Canada de
reproduire, préter, distribuer ou
vendre des copies de sa thése
de quelque maniére et sous
quelque forme que ce soit pour
mettre des exemplaires de cette
these a la disposition des
personnes intéressées.

L’auteur conserve la propriété du
droit d’auteur qui protéege sa
thése. Ni la thése ni des extraits
substantiels de celle-ci ne
doivent étre imprimés ou
autrement reproduits sans son
autorisation.

ISBN 0-612-13225-0

Canada



Nom
Dissertafion Abstracts Intamational est organisé en catégories de sujets. Veuillez s.v.p. choisir le sujet qui décrit le mieux votre
thése et inscrivez le code numérique approprié dans I'espace réservé ci-dessous.

SUJET CODE DE SUJET

Catégories par sujets

HUMANITES ET SCIENCES SOCIALES

(MUNKATIONS H lfS ARTS Lecture .. cerrveinrsrarnesenneeesn 0535 ?HilOSOPHEE, RELIGION ET ARCIENAE ..o
Architacture ... 0729 Maﬂwemchques .0280 THEOLOGIE Médiévale.
Beaux-aris .. 0357 Musique .. .0522 Philosophie .........ccccoouneciinivns 0422 Moderne ..
Biblicthéconomie ...0399 Qrientation et consultation ........ 0519 Religion Histoice des noirs .
Cindma e 0900 Philosophie de I'éducafion . neraldes ......................... 6318 Alricaine .........
Communication verbale ............ 0459 Physique .. e 0523 Canadienne .
Communicaﬁons ........ 0708 Programmes d'études ef El-ud%e Bibliques Etals-Unis ...
:Danse ..o 0378 enseignement ..., 0727 Hlsrou'e des reh'gxons Européense ...
Hlstoure del'ont 0377 Psy ie ....0525 Philosophie de [a religion .....0322 Moyen-orientale ..
Joumnalisme .. 0391 Sciences 0714 Théologie ....cnvverrmiiieiniiemriieann: 0469 Latino-oméricaine ..

Musique 0413 Sciences socmles ..0534 Asie, Australie et Ccéanie ... 0332
Sciences de ¥ |nFonn0hon 0723 Sociologie de i’educahon ....0340 SGEN(ES SOCIALES Histoire des sciences ......... ... 0585
Thédtre ... oo 0485 ng%gle cevenee. 0710 Anth ropoo|g LOISITS ©ovviciiiiicciii s e 0814
EDUCATION MHGUE RATURE !T pre Hogle ........................ gggg P’onshcchfn urbaine et 0999
U||E ultureile regionale ...
Généralités LINGUISTIQUE Physique .. SCIggce politique
Admlmsh‘ohon Q514 La Rroit coieviiiinmcriiren s Généralites ..o 0415
...0273 n%enerclll'es 0679 Economie Administration publigue .......0617
Colieges communautaires .......... 0275 Anciennes . Genéralités ..o 0501 Dreit et relations
%ommercem : 8g§g l.inguisrique Eommerce -Affaires gggg Soci lm!emctzonoles e 0616
conomie stique . conomie agricole . iologie
Ecucahon permanente. 0316 i OURTS v Economie du & travail 0810 ge:f?eru!xb!es e 0626
ducation préscoloire L s inances ide et bien-dtre social ...
Education Elfmtou'e ..... m:'lﬁs T 0294 Histoire . ...0509 Criminologie et
Enseignement egnc e.. Comparée . 0595 . Theorie .... ...0511 établissements
Ensei ne!l'nentb ingue et Medlp':'a!e . 0297 El‘uces qméréccines . gggg Depemienhﬁwes ................... gggg
mulhculture! B tudes canadiennes .. ..0385 Demographie ...
Enseignement mdusme] Africo?:;"" 8%?2 Etudes féministes ..0453 Efudes de i individu et
Enseignement primaire. . Amerlcoln'é' U591 Folklore . ..0358 delafomille .................. 0628
Enseignement proFesslonnel Anglaise .. U503 Geogrcphze ...0366 Etudes des relations
Enseignement religieux .. As%h iy " 0305 Gérontologie . creereenneenn . 0351 interethniques et
Enseignement secondclre Canadienne TA T o352 Gestion des affaires des relations rociales ....... 0631
Enseignement spécial ... L0829 T e I S e Genéralites ....coovrir o, 0310 Structure et développement
Enseignement superteur Canadienne ancunse) """" 0355 Administration 0454 social PP 0700
Evalugtion ....... 10288 Germanique ..o 0311 Banques ... 70770 Théorie of mathodes. -......... 0344
Finonces ... 0277 Moyen-orientale TU 0315 Comptabilité ..0272 Travait et relations
ﬁ)rmchc::? (?eesdenselgnanrs gggg Ronﬁcne ! 8313 Morketing ...ooovoeeces 0338 1 industrielles ... 8?(2)3
istoire de I'education...... Histoire ransports ... .
Longues et littérature ................. 0279 Slave et esi-européenne ......0314 Histoire générale ................. 0578 Trcvoﬁzocnol ...0452
SCIENCES ET INGENIERIE
,SA{IEHCIES BIOLOGIQUES &.Gé?ioﬁie .................................. 8%;5 SCIERCES PHYSIQUES (B:ion?édlcolfh ........................
riculture ) é sique . aleur et ther
g Generciltes SOOI ¢ ) v dr%lg-gi% 0388 (S:fllences Pures ynamique ... ...
APronomle ...0285 inéralogie ,..........e.... 0411 "gs . 0485 Conémonnemem
mentation et 1echno|ogxe Ocecnographle physlque 0415 B "ﬁm Hés . Pt {Emballage} .......c.ccoovuveee
alimentaire 0359 Paléobofan 0345 fochimee ... ; Génie ae{ospozsol .
Culture . . Pa eoeco!ogle ...0426 g:ume ognco!e 8132 Genie chimique ... .
Elevage et olimentation Paléontologie ... ..0418 Chimie G"GIY"?U& 0488 Génie civil oo
Exploitation des péturages ...0777 Pa eozoofogle ....0985 fmie minere'e Génie électronique et
Pathologie animole 0476 Palynalogie . 0427 Chimie nucléaire 0738 électrique 0544
Pmhoc:g ole o 9 og Chimie organique 0420 & cii ..... o
TN v SCIENCES DF LA SANTEET DE Chimie phormac 0491 Génie mecaniy 0548
K/Slg)otgrl: ;2 12'?12 L’ENVIRONNEMENT I;h sique ... gjgg Gez:g nmuecclg:]l?:e ......... Oggg
Technologxe du bois.............. olymCres Ingénierie des sysiomes .0790
Biologie Economie domestique. ... . Radiction . 0754 Macanique navale .. 0547
oGgenerulsles Sciences de 'environneme Mathémaliques .. -0405 Metollu? ie 0743
Anatomie ....... Saenc'es‘del_lq santé Physigue Science des matérigux ... 0794
Biclogie (Siohshques) gs:::x?sgzshonde Efgjsr;’l;ig Technique du pétrole ........... 0745
ggﬁg'eu‘:o éculdire ........... 0309 Alimentation et aulrition 0570 Astronomie et ¥§§::q3:::g:3§.rg ol 0551
Ce||uleq ......... -.0379 éil:ﬂ?lo e gggg l cs!rophyﬁquel mumcél les .. . 0554
Ecologie . ..0329 ectronique et eleciricile Technologie hydroulique ... 0545
; Dentisterie .. 0567 Fluides et plosma 0759 og 4 q
ST = v e el O Gk
Limnologie . 0793 F"E'%gfm?m 832(2) lc’) pliq UlePh """""""""""" Matiéres plgglques
Mlcrobloiogte ..0410 me': ogie 0575 orhclu s [Physique ogie) oo
Neurologie . ..0317 N?:!escme Phnuc ecure‘) R Recherche operohonnelle ........... 0796
&ceso:?érgphle gj:lsg thécapie ... 0354 Ph;i:gﬂ: ﬁgrz%ﬁohd Textiles et fissus (Technologie] ....0794
ysi 1 '
Radiation .. ~g82] Médecine et chirurgle ........ 0364 Physique molculaire PSYCHOLOGIE
Science vétérinaire ..0778 bt aue &l gy Ysique nucleaire...... Généralités ... 0621
Zoologie ........occoreerrrirnnen, 0472 8p a m;llogle 832{1) s Radiation ......... Personnalité . 0625
Blophyssque Pty e 0571 POHSHQUES oo Psyc 1ob|of e 10349
Genérolités .......ooriercercen.. 0786 °g Sciences liqués Et Psychologie c|zn| e . ... 0622
Pharmacie .. 0572 q ychologi q
Medicale ..o 0760 Pharmacolog 0415 eschnolog ] ;»«. 0 UQIZ 3u éoemepgﬁemen!'...gggé
. .. 4 sychologl U Oev ment ..
SCIENCES DE LA TERRE g};ﬁ?miople 82?3 ;:go;:::rt:gue e 098 Ps;c ho ggle exper:merﬁgfe 0623
|oge§ch|m|e ---------------------------- 0425 Santé .f.n%ngo 0347 Genéralités ....ocoieirienrreenen 0537 Psychologie industrielle . .06
Géochimie ..0996 Sonté publigue 0573 Agricole Psychologie physmlognque
asie ..o 0370 Soins mhrm:ers 0565 Avtomobile .o 0540 Psychologie sociale .. .
0383 Psychometrie ......c..cccooevceeneen,

Géographie physique .............. 03468 Toxicologie .




THE DEVELOPMENT OF A STANDARIDIZED EMPLOYABILITY ASSESSMENT
TOOL FOR USE WITHIN THE EMPLOYMENT DEVELOPMENT CENTRE,
DEPARTMENT OF EDUCATION AND TRAINING

BY

JILL KORI JORDANOV

A Practicum submitted to the Facuity of Graduate Studies of the University of Manitoba
in partial fulfillment of the requirements of the degree of

MASTER OF SOCIAL WORK

© 1995

Permission has been granted to the LIBRARY OF THE UNIVERSITY OF MANITOBA
to lend or sell copies of this Practicum, to the NATIONAL LIBRARY OF CANADA to
microfilm this Practicum and to lend or sell copies of the film, and LIBRARY
MICROFILMS to publish an abstract of this Practicum.

The author reserves other publication rights, and neither the Practicum nor extensive
extracts from it may be printed or other-wise reproduced without the author’s written
permission.



TABLE OF CONTENTS

ABSTRACT ...ttt e b ees st saeseee e anrea it
ACKNOWLEDGEMENTS ...ttt et an s iv
LISTOFAPPENDICES ...ttt ettt s an s vi
LISTOFFIGURES ...ttt en e vii
LISTOF TABLES ...ttt ettt eeen vii
INTRODUCTION. ...ttt ittt sr s sass bttt enae e nesns 1

Statement of Problem

Statement of Purpose or Intent
Objectives for Program Development
[ earning Objectives

Definition of Terms

Organization of the Practicum Report

CHAPTER1  VOCATIONAL COUNSELLING AND
SINGLEPARENTS ...ttt 11
Employment Development Centre Programming
Employment Development Centre Client Group

CHAPTER2  EF-ECTIVENESS OF VOCATIONAL
COUNSELLING AND ASSESSMENT
SERVICES ...ttt eneon 22
Vocational Counselling Process
Assessment and Employability
Employability Continuum
Effectiveness of Vocational Counselling and
Assessment Services

CHAPTER3  EVALUATION METHODS, PROCEDURES
ANDDESIGN ... 41
The Practicum Context
The inception of the Employment Development Centre/History
Administrative Arrangements
Target Population
Service Components
Evaluation Mechanisms
Program Promotion



CHAPTER 4

CHAPTER 5

CHAPTER 6

BIBLIOGRAPHY

i

Procedures, Goals and Objectives
Evaluation Procedures

Research Design and Instrumentation
Assessment Questionnaire
Program/Assessment Package Development
Sample Population

Data Analysis

Summary of Dissemination of Results

STAFF PERSPECTIVES ON THE EMPLOYMENT
DEVELOPMENT CENTRE ASSESSMENT
PACKAGES (RESULTS) ..ot eee e e 67
Counselior's Survey

Profile of Vocational Counsellors

Procedures and implementation Efforts

Process of Data Collection

Type and Amount of Information Gathered
Standardization of Information Gathered and Recorded
Counsellors Comments on Questionnaire A
Counsellors Comments on Questionnaire B

Summary

DISCUSSION AND RECOMMENDATIONS ... 92

Vocational Counseliors Satisfaction with the Initial
Assessment Package

Determining How the Initial Assessment Package
Could Be improved, and Development of a New
Employability Assessment Package

Vocational Counsellors Satisfaction with the New
Assessment Package

Recommendations

PRACTICUM EVALUATION AND

CONCLUSIONS........eoee oo e s 102

Development and Evaluation of the Employability
Assessment Package

The Literature Review

Internal vs External input

Limitations of the Study/Suggestions for Further Study



ABSTRACT

This practicum focuses on the deve!opmeﬁt of a standardized
employability assessment package for use within the Employment Development

Centre, Department of Education and Training, Manitoba.

An external evaluation of the Centre determined the existing assessment
package was insufficient and feedback provided by the staff of the Cenires
across the province indicated agreement that the assessment package required
redevelopment. A new standardized employability assessment package was
developed and field tested by the Employment Development Centre

counsellors, and their impressions of the new package evaluated.

The approach was effective in pinpoiniing specific aspects of the
package requiring corrective action, in order tu enhance overall service

delivery.

Generally, the new assessment package was rated as an improvement.
The results demonstrated the desire for the new standardized employability

assessment package in order to improve quality of service provided.
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INTRODUCTION

Increasing numbers of people are participating in vocational counselling
and training programs due in large part o a structural change within the
Canadian labour market. Although there is government support at all levels for
these employment initiatives, little is known in Canada about the effectiveness

of vocational counselling services (Mason, 1985).

What is known, however, is that one of the major difficulties in
employment programs and vocational counselling services is actually the
assessment of employability. The employability assessment is central to the
development of a realistic, individualized vocational plan (Prairie Research
Associates, 1992). The assessment phase provides the vocational counselior
and the client the opportunity to collect data, set initial goals, define tasks to
achieve those goals, and identify strengths and barriers. As additional
information is gathered and tasks are completed, there may be some reworking
of goals. However, if a thorough assessment is conducted, there is generally no
major deviation in the plan that has been established, that is, there should be
“no surprises” (Prairie Research Associates, 1992). In addition, it increases the

likelihood of successful completion of the training program.

Careful assessment and planning combined with high quality service
delivery greatly enhances the likelihood of success. Complete assessments
and comprehensive plans enhance the rehabilitation process, and thus clients
benefit from the service provided. The assessment allows for the determination
of an individual’'s employment related strengths and weaknesses, and

behaviours or characteristics which could be possible barriers to employment.
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Employability assessments are likely to be as diverse as the staff who conduct
them and the individuals requesting services, but that diversity does not
preclude consistency in process to ensure the quality and appropriateness of
service to individuals (Prairie Research Associates, 1992). Without an
adequate base from which to work, needs cannot be identified and

rehabilitation is hampered.

The Employment Development Centre (formerly the Human Resources
Opportunity Program), a branch within the Provincial Department of Education
and Training, assisted persons on social assistance or likely to be in need of
social assistance, to enter or return to employment. The objectives of the

Employment Development Centre included:

a)  assisting persons who experience difficulty in obtaining or sustaining
employment to acquire skills/training necessary to prevent financial
dependency on assistance.

b) to develop employment opporiunities for persons unable to function
independently in the labour market.

c)  to develop service delivery systems which will ensure that
comprehensive vocational rehabilitation services are available equally

throughout the province.

A fundamental premise of the Employment Development Centre was the
acknowledgement that a variety of characteristics (such as social, personal,

education and employment history) of the client group all act as barriers {0 an
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individual's employability. The program offered employment counselling and
training which was client focused and concentrated on overcoming multiple
employment barriers. Life skills, work skills and job finding skills were areas

which were developed so participants could find and maintain employment.

The vocational counsellors employed by the Employment Development
Centre utilized an assessment package on intake, to gather information, assess
a client’s current situation, identify a client’s strengths and potential barriers to
employment, and to develop a realistic vocational plan. An evaluation of the
Employment Development Centre was conducted in the early 1990's by the
department’s Policy and Planning Branch and the Prairie Research Associates
Inc. One of the findings indicated the assessment package used by the
vocational counsellors had several limitations, and the recommendation was

that a new index be developed.

Statement of Problem

In a report discussing the employability assessment process (Prairie
Research Associates, 1992), the assessment package was found to be weak in
several areas, including: |
1) The form was not standardized in nature.

2) No rating scale was provided.

3) There was a lack of compatibility between the policy statement and the
suggested outline for written assessment/recommendations.

4) No clear directions were provided about expectations for report

preparation.
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5) The degree of specificity of information varied.

6) The quality of the information collected was dependent on the ability of
staff to write consistent reports over time and among individuals.

7) The process of compiling these reports longhand was time-consuming.

8) The information coliected was not quantifiable nor available for further
analysis, such as for the information that an annual report might require.

9) Program improvement was hampered by the inability to create a data
bank to assess general trends.

10) The form did not provide information in many areas including emotional
health, mental heaith, work ethic, work references, age, etc. (Prairie

Research Associates, 1992).

The conclusion reached was that it was difficult to complete the form in a
consistent and time-efficient manner. The topics encompassed both very
general and very specific areas but not each to the same degree. More
information was requested in some areas than may have been needed to

assess a client's employability level.

In addition, as a whole the vocational counsellors and the managers of
the Employment Development Centre seemed to feel the assessment index
needed improvement for these very same reasons. Essentially the
recommendation was that a new assessment tool be developed, one that could
be standardized and eventually codified. The assessment index used was not
considered effective, and further, a new assessment instrument was hoped to

form the basis for a management information system, desperately needed
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within the Employment Development Centre.

Program managers stated that there was a dire need for a management
information system as no client information system existed. As a result, the
program was only sure of its performance through informal feedback from
clients and referral-in agencies. If standardized information was collected, a
management information system could be developed and used to balance

counsellor workloads and to priorize and allocate services to clients.

It was clear more in-depth information was required, however there were
no formal facilities for a computerized model. Therefore, a package which
would be more objective than descriptive, provide standardized response
categories, provide non-computerized scoring, be completed in a time efficient
manner, and be relatively simple to both use and interpret needed to be

developed.

Statement of Purpose or intent

Taking into account the needs and recommendations of the Employment
Development Centre, | developed a new “employability index” or assessment
package to assess client employability. This involved a review of the strengths
and limitations of the assessment tool, and a comparison with other such
instruments used throughout Canada. Management and field staff of the

Employment Development Centre were key informants.

I aimed for a package which could be transposed to a computerized
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version in the hopes that the Employment Development Centre will acquire

automation capabilities, so that eventually data can be entered, stored and

retrieved for analysis.

I believe this was a valuable exercise which has been of benefit to the

Employment Development Centre by improving service delivery and statistical

record keeping, as well as a valuable learning experience for myself.

Essentially there were two sets of objectives for this Practicum.

Obijectives for Program Development:

1)

2)

3)

4)

5)

To develop an assessment instrument which is a more effective indicator

of a client’s circumstance/situation.

To develop an assessment instrument to collect data and information in

order to assess various aspects of the actual service.

To evaluate the new index via the Employment Development Centre

vocational counsellors.

To ultimately provide a way of interpreting and analyzing the data and
results (MIS).

To infroduce and maintain procedures so that program evaluation can

occur on a regular basis as part of program operations.
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6) Using the results, to put forth recommendations that would strengthen

policy and improve service.

Learning Objectives:

1) To develop a degree of competence in program development and
development of assessment packages through design, implementation

and analysis.

2) To further develop an ability to work effectively with many levels within

government.

3) To gain an opportunity to integrate theory and practice by obtaining
relevant literature on and researching the requirements for a
comprehensive employ-ability assessment package, and developing and

field-testing such a tool.

Definition of Terms

Throughout this study a number of major concepts will be discussed. In
order to provide clarity and understanding, these terms have been defined or

interpreted as follows:

normalization - the “use of culturally normative and optimally even culturally

valued, means to enable societally devalued persons to achieve and

maintain valued social roles” (Wolfensberger, Wolf & Glenn, 1978).



-8-

scope of service - the range of options provided within a program, or the type of

service provided (Davidson & Adams, 1989).

extent of service - the degree to which programs provide services, usually

refiected by data or number of clients served, amount of money spent on
services, or adequacy of services in meeting needs (Davidson & Adams,

1989).
employment - work or duties undertaken under a written or oral agreement
between an employer and a person employed whereby the person

agrees to render agreed upon services.

employability - ability to find and maintain employment.

employability continuum - employability is not a state, but a continuum of

learned abilities leiading one towards becoming “more empioyable”. By
increasing one’s skill level, becoming more experienced or adding
knowledge in any area, an individual increases his or her value to the

work force, thus becoming more employable.

intake - stage of the vocational counselling process where the program is
interpreted to the client, rapport is established, background and current
information is gathered, relevant forms are completed, and problems are
identified. Eligibility is established and inappropriate referrals are

directed appropriately.
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assessment - the entire process by which evidence of employability and
achievement is obtained and evaluated. Assessment is a stage in the
vocational counselling process where relevant data is analyzed and
interpreted, individuals interests and aptitudes are identified as well as

perceptions or problems.

vocational plan - plan for achieving vocationat goal. Includes determination of

needs and identification of resources, value clarification, decision

making, and setting of short and long term goals.

participant or client - an .ndividual engaged in the process of vocational

counseiling.

validity - the extent to which a course or program satisfies its vocational

purpose.

competence - the ability to perform a task in real or simulated work roles.

Organization of the Practicum Report

This Practicum examines the theoretical basis for vocational counselling,
includes the development of an employability assessment package, and
evaluates both an existing assessment package and the one developed. The
introduction provides an overview of the purpose, the objectives, and the
definition of terms for this study. Chapter One provides a review of the literature

relevant to vocational counselling and single parents, the target group served
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by the Employment Development Centre. Chapter Two provides a review of the
literature with respect to the effectiveness of vocational counselling and
assessment services. Chapter Three presents the design of the study including
a description of the Employment Development Centre assessment package and
development of the new package, data collection and analysis techniques.
Chapter Four contains the results and interpretation of the findings, while
Chapter Five presents an analysis and discussion of the findings and
recommendations for the program. Finally, Chapter Six provides conclusions,

limitations, and an evaluation of the study itself.
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CHAPTER ONE
VOCATIONAL COUNSELLING AND SINGLE PARENTS

This literature review attempts to identify and summarize the literature in
this area, and discusses a variety of factors which have an impact on the

vocational counselling process in working with single parent families.

While none of the phases or stages of the vocational counselling process
are mutually exclusive, it is the assessment phase - that of gathering and
analyzing relevant employment and social information with the client - that
helps to arrive at a basis for on-going planning with the client or referral to other
services. This stage is the foundation on which the entire vocational plan is

built.

Vocational counselling is considered to be a subset of the broad general
counselling profession. Generally, vocational counselling, education and
training services are designed to provide assistance to individuals seeking
opportunities for employment. The assistance that is provided varies according
to the needs of the client. Many vocational counselling and training programs
combine several approaches from simply job matching to instruction in process
skills such as academic preparation, interviewing, confidence building, and
motivation. The specific counselling measures undertaken are intended to train
and educate individuals for productive lives in the labour force (Mason, 1985).
Thus, the intended iong-term outcome consists of converting the unemployed,

often UIC or social assistance recipients, to productive and self-sufficient
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employees.

Participation in vocational counselling usually starts with a screening or
selection process, which referred individuals must go through before being
formally accepted into the program. The first stage usually involves the initial
application procedure, which may consist of simply completing one form to
completing standardized interviews or questionnaires. It is here that information
on psychological attributes, vocational interests and basic academic
preparation is gathered. The next stage may include an orientation, or an
assignment to a specific program activity. Actual program enrolment by the

individual is the last stage in the selection process.

One of the basic activities in vocational counselling is assessment of
psychological attributes, which may include self-esteem, motivation, discipline,
etc. Assisting an individual to focus on personal skills early in the assessment
phase provides both the vocational counseltor and the client with a slid
understanding of a client’s attributes and behaviours which may positively or
negatively effect employment. In some cases, a client may not have yet
acquired simple habits required to function in the labour force such as
punctuality and regular attendance. Identifying these habits early in the process
can save considerable time and effort for both the client and the counsellor, and
can frame the initial steps in the vocational plan. Obviously such habits need to
be addressed early in any plan, as they will affect outcomes of not only
employment, but participation in educational programs, workshops, etc.

Vocational counsellors often argue that the building blocks of attitude and
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education are required before one can really examine a life pian for work force

participation.

Vocational counselling may invoive a process of sequential interactions,
particularly when beginning with clients who have a long pattern of receiving
social assistance. Clients may move from acquiring self-esteem to improving

motivation, to academic preparation to job search and job maintenance.

Traditionally, vocational counselling was directed at students and adults
preparing for fong range career goals. Increasingly, with the erosion of many
families and high numbers of high school drop-outs, a large proporticn of
society fails to receive such counselling (Prairie Research Associates, 1992).
However, with the ever increasing number of adult clients whose career plans
are thwarted by socio-economic factors, the contemporary field of employment
counselling is characterized by a diverse range of clients in need of more varied
assistance. Now there is a need to recognize that non-traditional aduit clients
include those previously labelled as minorities, disenfranchised,
disadvantaged, and culturally different (Giroux, 1983). It is essential that
contemporary vocational counsellors both identify and recognize the problems
specific to members of disadvantaged groups (Giroux, 1983; Baugher, 1981).
Often these problems stem from “inadequate education and low levels of
literacy; unstable family and personal relationships; inadequate standard(s) of
living; a history of deviant behaviours and/or non-productive lifestyles and
inadequate personal maintenance skills; low motivation; periods of short term

employment followed by lengthy periods of unemployment; (and) low self-
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esteem” (Yellen & Frith, 1989, p.35).

The goals of many employment programs and services include
enhancing client social skills, strengthening participants self-esteem, providing
academic upgrading or specialized education, job skill development and on-
the-job training. For these interventions to be effective however, programs must
be guided by a theoretical framework while vocational counsellors “must have a
thorough understanding of human behaviour and be able to apply that
understanding to the particular set of problems or circumstances presented by
the client” (Mackett, 1985, p.61).

According to Baugher (1981), one of the most significant flaws in
contemporary vocational counselling programs for the disadvantaged is the
absence of any “guiding theoretical or conceptual framework”. The specific
needs of the participants must first be identified before vocational planning
begins. ltis in the assessment phase of the vocational counselling process that
such needs are identified. Each need or issue specific to a client must be
acknowledged and addressed before a realistic vocational plan can be

established.

Employment Development Centre Programming

The Employment Development Centre was developed to assist
Manitobans who experience particular difficulty in obtaining or sustaining
employment, to acquire the social and technical skills necessary to alleviate or

eliminate their dependence on social assistance (Prairie Research Associates,
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1992). Individuals in receipt of, or likely to be in need of social assistance and
express a desire to pursue further training or employment, are targeted for the
program. The vast majority of participants in the program are single parents on

social assistance, and the majority of these are women.

The Province of Manitoba, Department of Family Services, provides for
the basic needs of Manitoba residents by utilizing financial assistance from the
Social Allowances Program. The Social Aliowance regulations require that
recipients accept reasonable employment or vocational training in order to gain

self-sufficiency (Special Programs Branch, 1992).

While the jurisdiction and responsibility to deliver training and
employment measures is shared between the provincial and federal
governments, it is the sole responsibility of the province to ensure linkages
between income security programs and employment and training measures.
The Employment Deve opment Centre is a program which ensures such a
linkage, as the majority of referrals received come directly from Income Security.
income Security or the social allowances program's legislated purpose is to

provide for the basic requirements of Manitobans in need.

Experience has shown that job creation, economic development, industry
incentives, and retraining programs, while helpful to some, do little to benefit the
severely employment disadvantaged uniess other supports are provided as

well (Special Programs Branch, 1992).
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The operating principles contained in the Department of Education and
Training mission statement are supported and upheld by the Employment
Development Centre. Other guiding principles that are cornerstone to the

program delivery model are outlined in Appendix A.

Employment Development Centre Client Group

The number of single-parent families in Canada has increased
dramatically in the past twenty years, changing the nature of family life for many
Canadians (Manitoba Advisory Council on the Status of Women, 1990). The
number of lone parent families in Canada grew by 130 percent between 1966
and 1986, which wus three times greater than that of two-parent families
(National Welfare Grants, 1995). The great majority of this growing number of
families are headed by women. Of all single-parent families in 1992, 82% were
headed by a mother (Oderkirk & Lochhead, 1992). In the early to mid 1900’s
the death of a spouse due to war, lower life expectancies and greater risks in
childbirth contributed to single-prarenthood. Now, marital breakdown and
never-married women raising children on their own contribute to the rise in

single-parent families.

Main sources of income for most single-parent families are salaries from
employment, followed by income transfer payments such as social assistance
or unemployment insurance. 1n 1989, however, more lone fathers (71%) than
lone mothers (57%) had earnings as their major source of income (Oderkirk &
Lochhead, 1992). The difference in the proportion of female and male single

parents who are employed has remained fairly stable over the last decade.
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Single fathers are also more likely to have higher wages than single
mothers. Men on average tend to earn higher salaries than women, so this is
not surprising. During the late 1980's, over one-half (52%) of all male single
parents earned $30,000 or more annually from wages, salaries and self-
employment income, compared with 21% of female single parents (Oderkirk &
Lochhead, 1992). Female lone parents (33%) were more likely than male lone
parents (25%) to earn between $10,000 and $29,000 a year (Oderkirk &
Lochhead, 1992).

Additionally, female single parents are less likely to be employed than
married women with children. Iri 1992, 49% of female lone parents with
children under the age of sixteen were employed, while 64% of comparable
married women were employed (Statistics Canada, 1993). As well, the
percentage of female fone parents employed in 1992 (49%) was five
percentage points lower than it was in 1981 (54%) (Statistics Canada, 1993).

This is contrary to a trend for women in general.

One variable which appears to have a significant impact on the
employment of single parents is the age of children at home. In 1992, 27% of
female lone parents whose youngest child was less than age three were
unemployed, while the figure was 44% for those whose youngest child was
aged three to five, and 61% for those whose youngest child was aged six to
fifteen years (Statistics Canada, 1993). Child care costs are generally higher
for young children, and finding reliable, affordable day care may be a factor.

Additionally, younger children tend to wake more often at night, making it
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difficult for a single parent to maintain day time employment. The greater the
child rearing demands are, the greater the likelihood mothers will try to

accommodate these needs by arranging their own schedules.

Part-time work is one way in which women can balance the heavy dual
roles of work and home. The proportion of employed female lone parents with
part-time jobs rose from 14% in 1981 to 19% in 1992 (Ghalam, 1993). It should
be noted that the age of children also plays a factor in the number of single
mothers working part-time. As the ages of children increase, the number of
single mothers employed part-time decreases. In 1992, 27% of lone parent
women with children under three years of age worked pari-time, 22% of those
whose youngest child was aged three to five worked part-time, and 17% of
those whose youngest child was aged six to fifteen worked part-time (Statistics
Canada, 1993). |

Most women, both singie and married, with or without children, continue
to work in traditionally female-dominated areas. In 1991, 71% of women were
employed in just five occupational groups - teaching, nursing or related health
occupations, clerical, sales, and service (Ghalam, 1993). Single mothers are
more likely to be service providers than are all female workers, are less likely to
be found in white collar jobs, and are more likely to have biue collar jobs
(Mulroy, 1988). Many lone parent women hold unstable jobs offering poor
wages, poor hours and shifts, little in the way of benefits, and no room for

advancement.
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Lack of formal education is likely one factor contributing to this situation.
As mothers tend to have young children when they become single parents, they
often interrupt or completely discontinue educational plans early. The demands
of single parenthood limit many parents’ ability to pursue higher levels of

education and ultimately their employment opportunities.

In 1889, single parent women were more than twice as likely as single
parent men to have government transfer payments as their major source of
income. During the late 1980’s, 56% of lone mothers with children under age
eighteen, were living with incomes below Statistics Canada’s low income cut-
offs (Oderkirk & Lochhead, 1992). In 1991, the average inccme of single parent
mothers was under 60% of the poverty-line, requiring an additional $9,050.00
annually just to bring their income up to the poverty-line (Canadian Institute of
Child Health, 1994). The fact that many single parent families relying on social
assistance live below the poverty line is alarming. Many single women with
children are forced on to assistance as a last resort, because they are uriable to
access employment that pays enough to support their families. Yet, on
assistance, they continue to live in poverty, and are denied advantages enjoyed
by families with a high or even average income level. Access to housing, child
care, developmental opportunities for children, education and training
opportunities, material rewards and social networks are influenced by the
availability of financial resources (Manitoba Advisory Council on the Status of
Women, 1990). Families who survive on social assistance spend most of their
money on housing, food and clothing, and have little or nothing left over once

their basic needs are met. it should be noted that this in itself makes it difficuit
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for single parents to find work of any kind, as they do not have the finances to
cover job search costs (National Weifare Grants, 1995). There is simply no
money left for expenses such as transportation or clothing to apply for work or

attend job interviews, or even for resumé mail-outs.

It has been reported that children and youth who live in families that
receive social assistance are more likely to suffer from physical health
probiems, psychiatric disorders, poor school performance, poor self-esteem,
etc., than those who live in families where the income comes from wages,
salaries or other sources (Canadian institute of Child Health, 1994). Thus, not
only are these families denied many material advantages, they are at &
disadvantage in many respects. A child with low self-esteem, poor health and a
low level of formal education is more apt o repeat the cycle of poverty and lack
of employment in aduithood than a child exposed to opportunities such as

educational and training programs.

Many of the characteristics of single parent families in Winnipeg are
similar to those of single parent families in Manitoba and in Canada (Manitoba
Advisory Council on the Status of Women, 1990). In the ten year period from
1981 to 1991, lone parent families in Winnipeg increased by 37"/;, growing in
number from 22,505 in 1986 to 25,035 by 1991 (Social Planning Council of
Winnipeg, 1994). Stili the majority (83.7%) of single parents are female,
although the proportion of male-led single parent families is rising slightly, up to
16.3% in 1991 (Social Planning Council of Winnipeg, 1994). As it has been

predicted this trend will continue, it is crucial that we acknowledge the issues
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faced by lone parent families.

in light of the fact that the number of single-parent families are on the
increase, it is apparent that programs and services designed to assist this
population must be able to identify and address the barriers this group has to
face in order to ultimately provide worthwhile services. When focusing on
vocational counselling and employment programs, it is important to identify the
variables which may hamper or impede a single parent's chance of success. A
thorough assessment of an individual's overall circumstances is required.
While vocational counsellors must be conscious of all factors common to the
geteral population, when working with this specific target group they must pay
particular attention to variables such as child care needs, education and
training needs, and income levels required to adequately support a family with

only one wage earner.



-9o0.

CHAPTER TWO
EFFECTIVENESS OF VOCATIONAL COUNSELLING
AND ASSESSMENT SERVICES

This literature review attempts to identify and summarize the literature
relating to the effectiveness of vocational counselling and assessment services.
This review will provide a framework to assist the reader in understanding the

significance of vocational assessment and the need to evaluate it as a service.

Vocational Counselling Process

Effective vocational rehabilitation planning requires a solid assessment,
and is undertaken in a number of steps (Western Occupational Research
Consultants, 1991). The first is information gathering. Client information is
really the foundation on which a successful rehabilitation plan is buiit. itis
impossible to facilitaie a person’s movement along the employment continuum
without a thorough kncwledge of his strengths, weaknesses and needs.
Vocational plans cannot be appropriately established without subjective and
objective information. Subjective information is data obtained from an
individual's personal perspective. This type of information can be obtained from
a variety of sources including intake interviews, interviews with family and
friends, interviews with teachers, employers, etc. This data is extremely
valuable, as it provides the counsellor with an insight into how the individual,
and significant others, view behaviours and personal experiences which will
effect employment. What an individual perceives to be true can be as important

in the rehabilitation process as verified fact.
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Objective information can be gathered in a number of ways, such as
through medical reports, physio/occupational therapist reports, mental health
worker reports, school transcripts, work references, and a variety of testing
procedures (i.e. aptitude tests and interest inventories, work evaluations, neuro-
psychological tests, etc.). In general, these are the reports initiated by trained
professionals. Depending on the individual's barriers to employment some of
these sources of information will be more relevant than others. From this
information, the counsellor begins to understand the individual’s specific
barriers to employment and successful integration into the main stream of
society. A thorough assessment should include as much information gathering

as possible.

The next step in the vocational rehabilitation process is to define the
individual's employment strengths and barriers. A clear understanding of which
areas will need the counsellor's assistance is required. To create a successful
plan, the counsellor will need to identify any areas of concern, and those
strengths which can be built on and used to enhance the entire rehabilitation

process.

After defining the present situation or current reality, the counselior
makes a determination of long-term or end-point goals. These are statements
concerning the outcomes from the vocational rehabilitation process. The goals
define the direction of the counselling and the techniques used. By clearly
identifying behaviours, attitudes and actions which will enhance the individual’s

employability, it will provide a common direction to everyone involved in the
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process. The more specific and well defined the outcome, the greater the
likelihood of achieving success (Western Occupational Resource Consultants,
1991).

The next stage is developing the vocational rehabilitation plan. In this
step the counsellor outlines all of the specifics of the vocational rehabilitation
plan. The plan sets out parameters including which actions will be undertaken
with the client, who is responsible for carrying out the actions of the plan, the
time frame and length of the plan, and how the entire plan will be accomplished
and goals reached. The plan defines the pathway to reach the previously

identified short and long-term goals.

With use of solid planning, the counsellor has a strong foundation or
basis from which to carry out the vocational rehabilitation process. Both the
individual and the counsellor should be in agreement with the goals for which
they are striving, and the methods to be empioyed and, if possible, should
contract to ensure the path is clear. The plan should be well constfucted, yet

flexible enough to meet the changing and ongoing needs of the individual.

As well, an effective system needs to be put into place to determine the
individual's movement towards the defined goals. By monitoring the
effectiveness of the vocational rehabilitation plan, the counselior is in position to
modify the plan to meet the needs of the client, to modify the procedures to
enhance the quality of service, to limit or increase the plans time frame and

resources, and to add new goals and procedures and/or drop unachievable or
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unrealistic goais. This degree of flexibility is required in all plans as individuals

and systems are constantly changing and rigid ptans can constrict progress.

Monitoring progress and providing support will assist in setting and
achieving movement towards employability, and ensure the client is

comfortable and clear at all stages in the process.

The final step is follow-up. This phase of the process determines if the
goals set out in the original vocational rehabilitation plan were achieved. The
individuai's movement along the employability continuum is examined to
determine the overall effectiveness of the plan and ultimately the process. From
this information, more effective systems, materials and resources can be
developed to provide a higher quality of programming to the client group. Not
all welfare programs conduct either a complete assessment of clients or an
assessment of all clients, reflecting differences in their naverall designs.
“Programs that offer clients a wide choice of activities, wichout strict rules
regarding the sequences in which they may be' entered, tend to conduct a full

assessment upon entry to the program.” (Doolittle & Riccio, 1991, p.23).

Assessment and Emplovability

Much research has been conducted on welfare-employment policy,
including evaluations of program effectiveness, analysis of the determinants of
welfare dependency, and identification of successful program operations and
service delivery methods (Nightengale, 1989). Several studies of operations

have been done, including those that examine the management and service
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delivery characteristics that differentiate programs considered to be effective or
high performing and those considered ineffective or low performing programs.
Research shows that perhaps the weakest part of work programs is client
assessment. (Nightengale, 1989). Common sense alone would suggest that a
careful assessment of a client’s employability, experience, interests, and

barriers is important if a program is to help an individual find and keep a job.

Yet, for many reasons, even the better programs fall short. (Nightengale, 1989).

From the point of view of the client and the counselior, assessment fulfills
two main functions. First, it offers feedback of a formative kind so that the client
is better informed about his or her strengths and weaknasses and can take
practical steps to improve performance. It encourages clients to look at
themselves critically. Second, it provides a basis or evidence for a plan which

contributes to the formal assessment process.

This second purpose is referred to as a summative assessment. [t is
common in the early stages of vocational programs to set a range of formative
“assignments” or tasks which enable the client to gain an idea of what is

involved in the process, and the expectations of the counsellor. (Nasta, 1994).

By identifying and listing the important elements in the assessment of an
individual's situation and employability, barriers or obstacles may emerge. This
becomes the basis for understanding the problems. A thorough assessment,
therefore, provides counsellors with information on existing barriers and, by

identifying the current reality, counsellors can assist clients to break through the
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barriers to reach a desired state. Thus is the thinking and basic premise behind
current literature in the education field on creative problem solving (McCluskey,
McCluskey, Treffinger and Isaksen, 1994). To formulate a plan, a solid
understanding of the current reality is required. A counsellor can only then

begin to facilitate or guide an individual to reach the desired goals or outcomes.

A wide array of factors exist which may positively or negatively affect an
individuals securing of employment. These include: age, education level, skill
level, work experience, job market, income needs, vocational goals, physical
and mental health, family and personal resources, communication skills,
presentation and appearance, motivation, confidence and self-esteern, housing,
legal issues, transportation, child care, and work attitudes or values. It is my
opinion that a solid assessment involves gathering of information on each of
these factors to determine a clients current reality, so an effective plan that
recognizes all barriers and strengths can be implemented, and obstacles
eliminated. Vocational assessment is a formal, comprehensive process that
helps individuals discover their vocational skills, aptitudes and learning styles,
and clarify their career and vocational interests and goals. The assessment is
used to isolate vocational strengths and needs, determine work behaviours and
training or job readiness, and identify training and employment potential
(Leconte, 1985).

The key to successful vocational rehabilitation seems to be the ability to
define the areas of need, develop a solid and effective plan of action, and

deliver a high quality, effective service. The last of these steps, delivery of
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service, usually receives the most attention. Unfortunately, this can result in the
failure to achieve long-term positive outcomes, and frustration for the client.
Careful assessment and planning combined with quality service enhances the
likelihood of success. Individual strengths and weaknesses must be assessed,
and comprehensive plans developed directing the rehabilitation process.

(Evans, 1993).

Emplovyability Continuum

Normalization is the use of culturally normative and optimally even
cuiturally valued means to enable societally devalued persons to achieve and
maintain valued social roles. (Wolfensberger, 1978). Supportive resources
and the rehabilitation process affirms the process of moving the client towards

those roles in our society that are valued.

The philosophical basis for this is that the rewards from society (e.g.
finances, se-urity) are allotted disproportionately. Those who hold socially
valued roles gain greater benefits than those who do not. The disadvantaged,
poor, disabled, and others are brutalized consistently by the present system. In
our culture, these individuals are looked on as “deviant”, that is “a social status
into which a person is cast (often unconsciously) by the larger society when (a)
he or see is perceived as different from most others in society, (b) in one or
more dimensions perceived as significant by a majority of the norm-setting
segment of the society, and (¢) when these perceived significant differences are
valued negatively by the society or the norm-setting segment”. (Wolfensberger,

1978). The consequences of this perceived deviancy are many, and may
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include rejection, distancing, congregation, segregation, involuntary poverty,

and impoverishment of experiences.

Normalization implies a person is viewed as “normal”, or is able to
project an image which does not make him different or deviant in the opinion of
others. How a person is perceived often affects the way he is treated. An
individual thought of as deviant is very likely to elicit behaviours such as pity or
rejection, which can resuit in diminished self-worth, adjustment and growth.
This affects self-image and ultimately the way one will behave. A person
perceived as deviant is expected to act in a deviant manner and will often do S0,
essentially a self-fulfilling prophecy. Deviance tends to be more acceptable if
an individual is already highly respected, than if their character or behaviour is
in any way questionable. If a person is already perceived as deviant, any

deviant behaviour is more damaging to him than to a valued person.

Ideally, a change in the values of the norm-setting segment of society
would be of the greatest benefit to these clients. Realistically, however, cultural
change takes years to occur and would be of little help to those who are now in
need of assistance. This system of vocational rehabilitation asserts that benefits
from society increase proportionately with the individual’s approximation of its
norms. Therefore, there is an increase in societal rewards as there is positive
behaviour change. If an individual is given an opportunity to examine his own
strengths and weaknesses, and to take steps to accentuate the positives and
reduce the negative behaviours, he can take advantage of resources and move

towards positive change.
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The vocational rehabilitation process reflects this philosophy. Al
materials, resources, and delivery systems provide as culturally normative an
environment as is possible to enhance the individual's rehabilitation process.
Expectations, freedom of choice and consequences approach what is the norm
in society. Knowledge of generic resources and community employment
placement are examples of normal-ization principles. Clients are exposed to
acceptable environments. With the continuous use of normalization techniques
and the promotion of cuiturally normative roles, the individual can directly
benefit with employment, increased education, financial security, etc. (Western
Occupational Consultants, 1991). Applied behaviour analysts have_aiways
placed great stock in the quantitative assessment of behaviour change but have
only recently begun to recognize the importance of qualitative measures of

change. (Sechrest & Yeaton, 1981).

Employability can be defined as the ability to find and maintain
employment. Employability is not a state however, but a continuum of learned
skills and abilities which leads individuals to increased levels of employability.
Adding knowledge in any area increases an individual’s value in general, and
even the most experience and knowledgeable members of society can

continually add to their abilities to become more employable over time.

The employability continuum extends from those individuals who have
few or even no marketable skills to those who are highly qualified and
experienced. Suitability for specific kinds of employment must be addressed,

as no one individual can perform all tasks of all jobs. The type of work an
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individual is skilled to perform must be examined, as well as the potential for

learning specific skills.

The job of the vocational counsellor is to assist clients in identification of
current skills, and those which may yet be required to reach a particular
vocational goal. The distinction between vocational skills (the ability to read,
write, tell time, take a bus, or drive, etc.) and marketable skills (the combination
and level of vocational skills) must be made. The vocational counsellor
facilitates the acquisition of vocational skills and thus the movement along the

employability continuum, to make an individual market-abie.

In order to become employable, a person requires marketable skills and
job maintenance skills. Continual monitoring, support and follow-up by a
vocational counselior helps ensure an individual develops appropriate skills to

enter the labour force and maintain employment.

Effectiveness of Vocational Counseliing and Assessment Services

Vocational counsellors must have a frame of reference (Western
Occupational Resource Consultants, 1991). Because there is a strong
subjective element involved, there is a tendency to rate clients according to
one’s value system. For example, one may rate such subcategories as
grooming, hygiene, and assertiveness according to one’s own standards of
appearance and communication style. The danger is that the vocational
counsellor can set himself up as the archetype of employability, and the clients

must meet that standard. Another danger is, vocational counsellors are, by
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nature, compassionate and caring people and, therefore, may tend to accept
actions and behaviours from clients that would not be acceptabie in the work
place (Western Occupational Resource Consultants, 1991). Further, the
vocational counsellor often needs to identify needs of employers and compare
them to the skills and the abilities of the client. Once a goat is established and
an individual has achieved appropriate marketable skills, matching can begin.
The gaps between the needs of the employer and the weaknesses of the client,

become the basis for the vocational counsellor and rehabilitation process.

There exists very little in the way of evaluative literature pertaining to the
effectiveness of vocational counselling and assessment services. While
counselling services for employment have been in existence for a considerable
period of time, to date little has been written in academic or even advocacy
journais outlining the success of vocational counselling and what does and
doesn't work. One reason which may underlie the lack of a response in the
literature is the particular difficulty of attributing success to counselling where
there are several inputs responsible for an outcome. An employment program’s
success rate is difficult to judge as it cannot be removed from the success rate of
the variety of programs it refers clients to, such as educational institutions or

training and work sites, or current labour market factors.

Essentially then, in assessing the effectiveness of vocational counselling
services, two approaches can be taken. First, the entire counselling program
may be assessed treating the program as a “black box” (Prairie Research

Associates, 1992). Under this approach, inputs such as counselling hours are
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compared to outputs such as successful completion of specific programs or job

holding for a specific length of time.

A second approach would be assessing or analyzing the specific stages
and activities of the vocational counselling process, such as intake/assessment,
planning/ counselling, training and employment, and follow-up/evaluation.
Intake/assessment could be evaluated to determine if clients were accurately
assessed and problems consistently and appropriately identified.
Planning/counselling could be evaluated to determine if appropriate needs
were identified, decisions made, and realistic goals set. Training and
employment could be evaluated to assess if appropriate placements in schools
and services were facilitated, and if clients achieved their educational pursuits.
Finally, follow-up/evaluation couid be assessed by determining if ongoing

progress was consistently and accurately monitored.

Specifying both the inputs and outcomes requires careful consideration.
If the inputs and outcomes are not specific and well defined, evaluation of the
vocational counselling process is often misleading. Outcomes limited to only
job attainment fail to recognize and allow for severe or numerous barriers
individuals may face. Vocational counselling is more than simply job
placement, as it involves moving an individual along the employment
continuum. 1t is often a planned series of steps geared at assisting a client to
become more employable by increasing motivation, self-confidence, education
levels, etc., and this must be considered in the evaluation model. Vocational

counselling services can be assessed with complex statistical methods
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designed to determine the impact programming has had on participant
employment patterns. In contrast, sociological and psychological assessments
of participant self-esteem, status attainment, and personal satisfaction provide
entirely different measurements of vocational counselling effectiveness (Mason,
1985).

It is often difficult to assess the influence of vocational programs due to
the variety of factors that can effect success. The referral process and variables
influencing selection of program participants can both positively and negatively
impact on the overall success of the program. If only individuals with an
educational level of grade ten or higher are targeted for a program, the
outcomes might be quite different than if the program accepted individuals who
had little or no formal education. When participants complete a particular
employment program and are then successful in securing employment, it is
ustally concluded that the training process was effective. Yet, it may be the
case that the program simply acted as a screening device to select those
individuals who were better able to complete the training process (Baugher,
1981).

One of the most common approaches to evaluating the overall effective-
ness of vocational counselling services is to determine whether participants
raised their employment and earning levels “soon” after participating in a
vocational counseliing program (Hahn & Lerman, 1985; Oliver & Spokane,
1988). If levels have increased after a participant completes a program, it is

assumed the program is a success. However, if participants fail on both
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accounts, it is concluded that the program itself failed (Baugher, 1981). Again,
the specific desired outcome is raising of employment and earning levels. This
fails to consider than an increase in motivation or self-esteem, or acquisition of
basic work habits such as reliability and punctuality may be the desired initial
outcome, and that long term counselling may be required before employment is
even a realistic goal. It also does not consider the variety of factors influencing
the success or failure of an individual and the particular vocational plan. It may
be that individuals selected for the program aiready possessed the necessary
education levels, experience and the work ethic to rapidly increase their
employment and earning levels, and presented with many employment
strengths. [t does not recognize the influence of pre-existing employment
barriers such as lack of reliable transportation or child care, health concerns,
etc. Additionally, this model does not account for individuals who do not
complete the program, who may have been either successful or unsuccessful in
raising employrent and earning levels. Further, this approach may incorrectly
assume that a dirxct casual relation between program intervention and client
success can be established without any controis. Intervention may have only

had a slight impact on trainee success (Baugher, 1981).

When evaluating vocational counselling programs, it is essential to
recognize that vocational goals vary from individual to individual, as do time
frames for reaching these goals. One client may set a goal of increasing their
educational level and ultimately their employability, but the time reguired to do
so may be four years. Another client, already possessing the desired

education, may set a goal of securing employment in a chosen field within six
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months, and further maintaining that employ-ment for a year. If the vocational
counselling program was evaluated simply by the number of individuals gaining
employment within a year, the first client would not be considered successful.
The second client who may have secured work would be considered
successful, even though the goal included maintaining of the job for one year.
Additionally, clients may take paid employment of any kind if it is available,
however it may not be consistent with their vocational goal. Evaluating the
program strictly on job attainment, however, would conclude success was

achieved.

The desired vocaiional goals must be considered, and realistic foliow-up
periods must be identified as this can dramatically effect evaluation outcomes.
An example of the influence of time on the evaluation process is demonstrated
by Lah, Wolf, Kelly, Christian and Good in a study completed in 1986. Lah, et al
(1986) conducted follow-up evaluations of two youth pre-employment programs
in the United States - 70,0001 Ltd. ard Jobs for Youth. These programs both
focus on economically disadvantaged, high school drop-outs between sixteen
and twenty-one years of age. These pre-emp!oyfnent programs, both which
emphasized the development of short-term readiness skills as opposed to
extended skills development, were evaluated at nine and fourteen months post-
intake (Lah, et al, 1986). Results revealed both programs had positive effects
on the participants. Many of the individuals gained employment as soon as
they compieted the program. Additional follow-up assessments, however, at
twenty-four to forty months after intake, indicated that the influence of these

programs on participant employment levels had diminished. Neither the
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occupational skill levels nor the annual earnings of the participants were
affected by the pre-employment programs twenty-one to thirty-three months
after intake. Similarly, Long (1988) evaluated a transitional emplioyment
program for school dropouts and other disadvantaged groups, and after
interviewing graduating participants every nine months for up to three years,
concluded that the programs had little overall impact (Prairie Research

Associates, 1992).

These findings do not support the notion that vocational counselling
programs have long term impacts. However, it must be recognized that
development of short-term job readiness skills may produce an immediate
outcome of employment and program success, however not produce desired
long term resuits. If the attainment of vocational goals and not necessarily rapid
job attainment is evaluated, the need to conduct thorough assessments and
develop appropriate and realistic plans which move individuals towards
employability can be supported. Program objectives, time frames and the

vocational counselling process must be well defined in any evaluation process.

It is important to recognize that a wide variety of variables can be
considered when evaluating the effectiveness of vocational counselling
programs. it has been identified that outcomes of employment counselling can
be measured by including client characteristics and the types of interventions
used (Busque and Sarrazin, 1983). Here a variety of variables can be
considered including client and counsellor personalities and styles, physical

and social settings, and specific counselling techniques used. Sipps, Sugden
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and Faiver (1988) have considered counsellor training and verbal response
styles, while others (Gelso, et al, 1985; Ponterotto & Furlong, 1985) have
considered the effect of the quality of counsellor's intake evaluations and
counsellor effectiveness on evaluation outcomes (Prairie Research Associates,
1982). Countless other variables could be analyzed, including the age, sex,

race and experience of the vocational counsellors.

The advantage in this type of evaluation approach is that the counselling
process is separated from the entire program. The identification of the various
elements in each stage is an even further breakdown. It must be recognized,
however, that effectiveness in one element may impact on effectiveness in

another, and ultimately on the entire process.

Effectiveness of vocational counselling programs can also be analyzed
using qualitative techniques, such as subjective assessments of participant self-
confidence and personal satisfaction. Qualitative measures allow for
identification of individual changes and growth that may have occurred due to
involvement in the program. They are useful for determining just how a
program influences and impacts on a client, and can provide a more descriptive

picture of movement along the employability continuum.

As with quantitative methods, however, there are problems associated
with qualitative measures. Direct measures of the quality of vocational
counselling effectiveness are “difficult to obtain at the best of circumstance”

white the length of time usually associated with the measurement of gualitative
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changes may rate poorly on measures of cost benefit (Baugher, 1981). Usually
large samples of longitudinal data are required. Additionally, clients who have
developed a positive relationship with their vocational counselior and achieved
their goals are more likely to note an increase in personal satisfaction than
those presenting with unrealistic plans that were not supported by their

vocational counsellor.

It appears a multiple measures approach which consists of both
quantitative and qualitative approaches is most practical when evaluating the
effectiveness of vocational counselling programs. Positive movement on an
individual along the employment continuum must be identified and recognized
in addition to employment placements. At this time there does not appear to be
a consensus on how to assess vocational counselling services. Most of the
literature on vocational evaluation deals with school counselling and the
educational system, and little research appears to have been completed on
vocational counselling programs such as the Employment Development Centre.
As merits can be found in both quantitative and qualitative techniques, a
combination of methods seems most likely to produce the most accurate

assessment of such services.

As has been previously mentioned, the Employment Development
Centre’s current assessment tool or employability index has been found to have
many weaknesses, thus the assessment phase may not be as effective as it
could be. In this agency, at least one stage or component of the vocational

counselling process appears to have serious limitations. It has been identified
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that, to serve the ciients better and to monitor the Employment Development
Centre’s performance, a new assessment “package” should be developed.
Vocational counsellors could utilize this tool to conduct comprehensive
assessments of a client's “employability” and overall situation. The intake
evaluation/assessment can be most useful to the treating counsellor if it
represents a thoughtful formulation of the client and his or her problem
(including dynamics, diagnosis, prognosis, treatment recommendations,
counsellors personal reactions, and so on) and transcends a simple description
of the problem situation (Gelso & Prince, 1985). The development of a new
assessment package would assist the Employment Development Centre's
vocational counsellors to take careful note of an individuals circumstances and
look critically at a clients strengths and barriers in terms of employment. This, in
turn, would assist counsellors to build on an individuals strengths, reduce
possible barriers, and ultimately form thoughtful vocational plans. Providing a
solid foundation from which to form vocational plans would ultimately establish

greater program accountability.
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CHAPTER THREE
EVALUATION METHODS, PROCEDURES AND DESIGN

The Practicum Context

The site for this Practicum was the Employment Development Centre
(formerly The Human Resources Opportunity Program) at 1500 King Edward
Street, Winnipeg, Manitoba. The Employment Development Centre provides a
vocational/social counselling service with the objective of improving client
employability and assisting individuals to enter or re-enter the competitive
labour market. Targeted individuals are those people on or eligible for
provincial social assistance. Services provided are vocational in nature, and
include client assessments, client career planning, case management,

counseliing, and referrals to training and job opportunities.

The Ermployment Development Centre has been described as a develop-
mental process concerned with the total needs of the individual (Special
Programs Branch, 1992). It is therefore understandable that the Employment
Development Centre had developed a comprehensive service delivery system
to facilitate and provide the vocational rehabilitation services and supports
required by dis-advantaged adults to overcome barriers to employment. The
Winnipeg Employment Development Centre drew on the resources of, and
provided essential linkages with other government departments and programs,
as well as the private sector and community resources. The vocational
counsellors, acting as case managers, were responsibte for tailoring services to

meet the specific needs of individual clients, and developing resources as
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necessary.

The basic process of program delivery began with the individual client
and utilized the entire vocational counselling process. The Employment
Development Centre counsellors assisted individual clients to assess their
vocational skills, interests and aptitudes, select a vocational goal, and develop
and implement a plan of action which would lead to gainful employment.
Throughout this process the counsellor’s focus was on providing opportunities
that enhanced the client’s self-esteem and confidence. The client was
encouraged to undertake the activities of implementing their vocational plan as
part of the whole developmental process. Each vocational plan is naturally
unique and might include a number of progressive steps such as participation
in a life skills program, participation in programs within the Employment
Development Centre, academic upgrading, a technical training program at a

community college, or a work experience placement with a host employer.

The Employment Development Centre model optimized client and
program success. By offering or ensuring access to a variety of continuum of
developmental programming, flexibility in target group selection could be
maintained. Developmental or sequential training programs could
accommodate a client who required pre-employment training such as life skills,
or familiarity with basic work habits, or a client who required academic
upgrading or on-the-job training, as well as a client who required job search
skills or job placement and referral. Individual needs determined the type and

pace of programming. A flow chart of the Employment Development Centre
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program process is located in Appendix B.

Voluntary participation at the Employment Development Centre ensured
client motivation, while flexibility through individualized client plans increased
commitment and likelihood of success. In addition, programming was not time
limited, and if difficulties surfaced after a file was closed, the case could be re-
opened. The well planned interventions and continual support offered by the

Employment Development Centre were predictive of client success.

Employment Development Centre vocational counsellors, as case
managers, provided information, counselling, support and referral to
appropriate resources as required. The case management function facilitated
the client’s pursuit of a develop- mental ptan. Counsellors regular liaison with
the community helped maintain an accurate and up-to-date familiarity with the
range of community resources and service delivery systems, which clients might

require.

The Employment Development Centre, in summary, provided a
vocational assessment, counselling, referral, placement, and follow-up service
which responded to individual client's needs. The case management function
ensured a co-ordinated approach to the effective utilization of community
resources to meet client objectives. As previously stated, the majority of
participants in the Employment Development Centre were single parents on
secial assistance. The vast majority of these were women. An understanding of

the target group and trends surrounding this group is of utmost importance, and
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an awareness of the labour market and history of the programming and single

parents as a whole was relevant.

The Inception of the Employment Development Centre/History

While the Employment Development Centre has undergone a variety of
program and name changes since its inception, it was essentially established
almost forty years ago. In the late 1950's the Government of Manitoba was
concerned with assisting those persons disadvantaged as a result of
environmental, cultural or occupational handicaps. Interventions were initially
developed through the Sanatorium Board of Manitoba, with the primary focus
on persons affected with tuberculosis who were attempting to return to
communities and re-enter the work force. In the early 1960’s, a study of the
“Native Situation” in Manitoba was commissioned and, as a result of the study,
a Community Development Service was set up. This service was developed to
help the socially and economically disadvantaged communities identify their
problems and needs. One outcome of this initiative was an identification of the
need for vocational rehabilitation counsellors to work with individuals toward
developing vocational training and employment goals to assist in their return to
the work force. A provincial network known as Vocational Opportunity Services
was established in an attempt to address vocational issues with the socially and
economically disadvantaged. It had been recognized that there were a number
of individuals who, although physically and mentally capable, were unabie to
secure or hold employment due to complex environmental, cultural, social,
family or personal problems. The program’s emphasis changed from the

restoration of the disabled to the rehabilitation of the disadvantaged.
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It was demonstrated that individuals previously thought of a
unemployable could be helped to set and achieve rewarding vocational goals

through a combination of vocational planning services.

In the early 1970’s, the separation of counselling and administration of
social assistance began. Social workers provided personal counselling and
the Income Security Division evolved with their primary purpose being the
administration of social assistance. This change identified yet a greater need

for employment and vocational counselling and placement.

Due to an increase in unemployment, rising financial costs, increased
demands from other departments and agencies, the Task Force relating to the
“War on Poverty”, and the government’s policy objectives as stated in

Guidelines for the Seventies, the program was given branch status. A

directorate of Employment Services was established to provide program
direction and operational linkages with other government departments and the

private sector through a central office.

In the late 1970's, discussions and planning occurred toward the
development of group programming for single parents. In the early 1980’s the
Employment Skills Program was approved, placing mothers allowance clients
{single parents) receiving provincial social assistance in work training situations
and employment opportunities. Programming continued and was expanded
upon as part of the Single Parent Job Access Program. The larger program

name was changed to The Human Resources Opportunity Program.
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In the 1980’s the regular program budget was reduced a number of
times, and then again in the early nineties. The Human Resources Opportunity
Program moved from The Department of Family Services to the Department of
Education and Training, and was renamed The Employment Development

Centre. Further program changes are anticipated.

The Employment Development Centre has a diverse history. It has
evolved from a program originally designed to serve status Indians with
tuberculosis re-entering society upon release from sanatoriums, to an initiative
designed to serve vocational rehabilitation clients in the fifties and sixties, to a
comprehensive employment service designed to serve either people on social

assistance or those deemed likely to be in need of social assistance.

Administrative Arrangements

Services are provided to single parents on or eligible for income security,
or to the spouses of individuais receiving social assistance as a result of a long
term disability. There are currently seven vocational counsellors in Winnipeg,
and an additional four counsellors assigned specialized functions under the
Single Parent Job Access Program. There is one Regional Co-ordinator in
Winnipeg, and one manager for all the regions in Manitoba. There is one
administrative secretary, and one other clerical position assigned in Winnipeg.
(It should be noted that all vocational counsellors employed by the Employment
Development Centres across the province participated in this study.) At this
time there are approximately twenty-five vocational counsellors throughout

Manitoba, and six regional co-ordinators.
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Once a referral is received, it is distributed by the regional co-ordinator to
a vocational counsellor according to geographic location. The vocational
counsellor is responsible for confirming eligibility. Referrals are received mainly
by the provincial department of Family Services - Income Security Counsellors,

however, are accepted from any source as long as eligibility criteria are met.

Target Population

Clients of the Employment Development Centre were persons who
experienced problems in securing or sustaining employment, and were on or
eligible for provincial income security. Under Canada Assistance Plan - part
one - eligibility is defined as a person “in need or likely to be in need” of welfare
services. Likelihood of need relates to income level. CAP prescribes income
levels by family size that define eligibility. If income is at or below the point
defined by CAP for the relevant family size, then the client is considered likely to

be in need.
In addition, the Employment Development Centre required that clients
participate voluntarily, indicate motivation to change, and be able and available

to participate in programming.

Service Components

The services the Employment Development Centre offered to assist
clients to overcome barriers to employment and reduce social assistance

dependency were as follows:
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Outreach/Intake - This stage involves the identification of persons

experiencing or likely to experience exceptional difficulty in securing
employment or training opportunities. It includes interpreting the program
to clients, gathering of information, identification of problems, and referral

of ineligible persons to more appropriate services.

Assessment/Analysis - This stage includes the analysis and interpretation

of relevant data, testing, determination of individual attitudes, aptitudes,
skills, education, social functioning, mobility, etc., and identification of the

individuals perceptions of the problems.

Planning/Counselling - This stage includes development of individual

vocational and social plans, and helps in implementing these plans.
Needs are determined, values are clarified, decisions are made, goals
are set. and resources are identified. Supports are established and
appropriate action is initiated. Supportive counselling is provided

throughout.

Training and Employment - Placements into schools, universities,

community colleges, trade schools, and other agencies/services and

departments are facilitated in this stage.

Follow-up/Evaluation - This stage involves ongoing assessment of

progress, re-assessment as necessary, and monitoring of the plan,

including support services until the individual can function independently.
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6. Incidental Setrvices - Included in incidental services are single contact

counselling, problem-solving, referring to appropriate agencies, re-

referral, etc.

Evaluation Mechanisms

A formal evaluation of the program was conducted in 1992, and
recommend-ations followed regarding continuing evaluation methods. To date,
none have been formally implemented. Monthly statistics are logged, providing
information on numbers of clients serviced by each counsellor, and at which
general stage of activity they are at. This information is collected manuatly.
Three and six-month follow-up occurs for clients who have obtained

employment.

Program Promotion

The program is rot formally promoted in the community and many
individuals seem to learn about it through Income Security and other referral

agents. Participants also often hear of the program through friends.

A pamphlet is available and is usually provided to individuals who apply

through the referral agencies. There is no newsletter.

Procedures
An interest in the development of an employability assessment package
was stimulated through work as a vocational counsellor at the Human

Resources Opportunity Program. Prior to this Practicum, a formal evaluation
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was conducted on the program, and one recommendation included the re-

development of such an employability assessment package.

Goals:

To gather information that might suggest ways to improve/revise the
assessment package used by the vocational counsellors at the

Employment Development Centre.

To develop an assessment package that would meet the needs of the

Employment Development Centre and ultimately improve service

delivery.

Objectives:
To determine the vocational counsellors actual user satisfaction with the

initial assessment package.

To determine how the assessment package could be modified,
expanded or revised by identifying important variables/information

required in a Employment Development Centre assessment package.

To develop a new employability assessment package and determine

user satisfaction with the new instrument.
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Evaluation Procedures

In January of 1993 a number of discussions took place with the
vocational counsellors, regional coordinators, and the director of the
Employment Development Centre, all of whom agreed that a new assessment

package would likely benefit the Centres.

The original assessment package (located in Appendix C) - Assessment
of Client Employability: Guidelines for Information Gathering, February, 1991,
was reviewed for strengths and weaknesses. Information taken into
consideration included Prairie Research Associates report on the assessment
package (1992), relevant literature on vocational assessment, verbal comments
from the regional co-ordinators within the Employment Development Centre,
and verbal comments from the Employment Development Centre vocational
counsellors who were actually using the assessment package in their day-to-

day work.

In February of 1993 a questionnaire was distributed to the Employment
Development Centre vocational counsellors across the province (located in
Appendix D). This questionnaire was based on comments in a report on
employability assessments (Prairie Research Associates, 1992) and asked the
vocational counsellors to agree or disagree with fifteen basic statements
referring to the assessment package.. A section for comments was included at

the end of the questionnaire. A response time of three weeks was provided.

In March of 1993, responses to the questionnaires were tabulated and
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distributed to the staff of the Employment Development Centre. Essentially it

appeared staff, as a whole, felt the package required improvements.

Other assessment scales and packages were reviewed, including those
in use in other provinces (Nova Scotia and Alberta). These are located in
Appendices E and F. Information as to improvements was gathered with
informal interviews with staff at the Employment Development Centre, as well as
at several formal meetings with the regional coordinators and director. These
interviews and meetings took place from February to June of 1993. Following a
report to those participating in the process, a formal agreement to proceed with
the development of a new assessment package was received from the Director

of the Employment Development Centres.

Taking into account the above comments, feedback from the
questionnaires and previous recommendations (Prairie Research Associates,
1992), a new employability assessment package for use witl:in the
Employability Development Centre was developed (located in Appendix G). In
June of 1993 the new assessment package was formally presented at a
meeting of the Employment Development Centre regional co-ordinators. Their
comments were solicited, and they were instructed on the use of the index. In
addition, the assessment index was forwarded to all Employment Development
Gentre vocational counsellors, and they were given the opportunity to make
suggestions and further comments. Their feedback was requested in writing by
September, 1993.
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In September of 1993, the assessment package was presented at an
Employability Development Cenire staff meeting, and again instructions for its
use were reviewed. Issues for evaluation were identified, and agreement to
proceed was provided by the Employment Development Centre. Beginning
October 1, 1993, all vocational counsellors were required to begin using the
new package. All files submitted for opening were required to have the

completed assessment index attached.

In November of 1993, another staff meeting was held so counseliors
could provide feedback on the assessment package after having had the
chance to field test it for six weeks. Generally the comments were positive,
however a few small changes were recommended. These were incorporated
immediately, and resulted in the final version of the employability assessment

package (located in Appendix H).

Counsellors began using the revised package in November, 1995 and
were asked to continue its use until December 31, 1993, to provide for a field
testing period of three months. (This new assessment package was generally
considered an improvement however, and the Employment Development
Centre decided to adopt its use permanently. it is still the formal assessment
instrument of the Employment Development Centre, and thus has been in

continual use since October, 1993.)

In February of 1994, the same questionnaire used to rate the initial

assessment index was again forwarded to all the Employment Development
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Centre vocational counsetllors. However this time they were asked to respond
to the fifteen statements as they pertained to the new employability assessment
package. The new assessment package had been in use for five months. The

questionnaires were returned and the responses tabulated in March of 1994.

The final product, the new employability assessment package, was
reviewed by all personnel within the Employment Development Centres in
March of 1994, including the field staff, their supervisors, the co-ordinator, and
the director. Consultation occurred throughout the entire process, providing
ongoing, tangible involvement from the vocational counsellors and various

government administrators.

Research Design and Instrumentation

The basic research design of the study was a survey distributed (at two
different points in time) to all vocational counsellors employed by the
Eimployment Develop-ment Centre. This questionnaire intended to generate
data that would provide information on the assessment packages from persons
directly responsible for their use. All measures were self-reports based on
one's perception or experience using the assessment packages. There were
opportunities for the vocational counseliors to comment or provide suggestions
on the questionnaire, although admittediy management had the final say with

regards to the final fifteen statements.

Assessment Questionnaire

As previously indicated, the three page questionnaire is located in
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Appendix D. It was intended to generate information from the vocational
counsellors who use the assessment packages, as to their satisfaction with the
instruments. The questionnaire was based on a summary of strengths and
weaknesses of the original assessment package (Prairie Research Associates,
1992). Management of the Employment Development Centre wanted the
vocational counsellors opinions as to whether or not they agreed with the
statements, thus the questionnaire was designed around their findings.
Management ultimately decided on the fifteen statements they wanted on the
questionnaire, in some cases rewording statements (Prairie Research
Associates, 1992) for clarity, or adding statements to gain even further
information. The questionnaire was the:efore designed to meet their needs,

however a section for general comments was included.

Staff were asked to respond to fifieen statements by either strongly
agreeing, agreeing somewhat, neither agreeing or disagreeing, disagreeing
somewhat, or strongly disagreeing. The items were Hased on three categories
of assessment information. Questions 1, 7, 8 and 14 related to the process of
data collection, and measured the vocational counsellors perceptions on the
specificity of information and manner collected. Questions 2, 3, 4, 5, 11, 12 and
13 related to the type and amount of information gathered, and questions 6, 9,
10 and 15 related to standardization of the Employment Development Centre

assessment package.

The questionnaire was first administered in February, 1993, and related

to the original assessment package which had been in use approximately two
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years. This same questionnaire was then distributed to the vocational
counselltors in February, 1994. However they were then asked to complete the
questionnaire based on the second assessment package which had been in

use for five months.

Program Assessment Package Development

The vocational assessment or evaluation is used to isolate vocational
strengths and needs, determine work behaviours and training or job readiness,
and identify training and employment potential (Leconte, 1985). An attempt was
made to address each of the issues of concern which were generally common
1o the vocational counsellors and managers at the: Employment Development
Cenitre, based on their informal verbal comments and responses to the first
questionnaire. They were addressed in the design of the new instrument, and

as stated in the Statement of Problem section, will be reviewed here.

1. The form was not standardized.

By their own admission, vocational counsellors at the Employment
Development Centre.often skipped sections in the initial assessment package
as it was extremely time-consuming to write the reports on information
longhand. Counsellors interpreted the items differently, and thus the type and
amount of information collected and ultimately recorded was counsellor

dependent.

The new package can be completed by simply highlighting or circling a

statement or statements next to each factor. This assists in standardizing
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information collected.

2. No rating scale was provided.

While the new assessment package does not have a rating scale
attached, it does have a check-off summary list identifying an individuals
strengths and barriers to employment. This assists staff to compile a list of a
clients strengths, as well as identify one or a number of barriers. Having a
handle on the numbers of concerns or barriers to employment assists the
vocational counsellor to develop a realistic short or long term plan with a client.
If a client has only one barrier to employment (e.g. child care), that is not as
serious a problem as having multiple problems (e.g. child care, plus drug
problems, plus facing eviction, plus a hostile attitude) (Nightengale, 1986). The
potential exists to develop a rating scale with the new employability assessment

package.

3. There was a lack of compatibility between the policy statement anc! the
suggested outline for written assessments/recommendations.

The policy statement suggests all assessments should be completed in
depth, and located on individual files. Counsellors assessments varied from
point form notes to longhand assessments, as no real clear direction was
provided for written assessments with the initial assessment package.

Recommendations were not always easy to access on the files.

The new assessment package, assuming it was correctly completed,

attempted to ensure an in-depth assessment occurs. Recording of the
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information was clear. It also included a summary of findings and

recommendations section, and counsellors were advised how to complete it.

4, No clear directions were provided about expectations for report
preparation.

As previously mentioned, written reports were previously very
counsellor-dependent. The new index has statements incorporated within the
tool which simply need to be highlighted or circled. One problem of social work
is that the tasks it is expected to perform are unclear and the responsibilities for
which it is held to account are often contradictory (Compton & Galaway, 1994).
Direction for use of the tool was provided at an Employment Development
Centre staff meeting, and expectations for use and disposition of the

assessment package were clearly defined.

5. The degree of specificity of information varied.

This was addressed by incorporating possible answers to the various
questions asked for each factor in the new assessment package. Each factor
was given the same consideration so the degree of specificity would be similar.
The employability assessment package was designed to get at any information
which might help counsellors help clients to break through employment

barriers.

6. The quality of information collected was dependent on the ability of staff
to write consistent reports over time and among individuals.

As per concern number 1, information was recorded longhand when
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using the initial assessment package. The new assessment instrument
eliminates the need to write lengthy reports and ensures all vocational

counsellors collect the same basic information.

7. The process of compiling reports longhand was time-consuming.

As per concerns numbers 1 and 6, the newly developed assessment
package has addressed this concern by eliminating the need to write reports
longhand. It is set up so appropriate information/responses to questions can
simply be circled or highlighted. it should be noted a comments section is
provided, and use of the new assessment package would not prevent a

counsellor from writing a long hand report if desired.

8. The information collected was not quantifiable nor available for further
analysis, such as for the information that an annual report might require.
Due to the fact that a number of factors/variables were not addressed
with the use ¢f the original assessment package, and additionally information
collected was inconsistent amongst counsellors, the above concern appeared
valid. The revised assessment instrument requires each counsellor to obtain
basically the same information, information which would be part of each client

file and thus available for analysis.

9. Program improvement was hampered by inability to create a data bank
to assess general trends.
As per concern number 8, data was not collected consistently with the

initial assessment package. It is much more difficult to collect data from long
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hand reports in files than from one standardized farm, thus the new assessment

package attempted to address this concern.

10.  The form did not provide information in many areas including:
emotional,health, mental health, work ethic, work references, age, etc.
Variables not included in the original assessment package were added.

These included information on age, literacy/language, skill level, job/labour

market factors, job search skills, vocational goals, family health concerns,

general appearance, motivation/self image, substance abuse, child care
concerns, and work attitudes, values and references. The new employability
assessment package is comprised of twenty-eight factors or variables, as

opposed to fourteen considered in the initial assessment package.

The extra barriers were added in order to get a better overall picture of a
clients situation or circtmstance. Common sense alone would suggest that a
careful assess-ment of a clients employability, experience, interests and
barriers is important if a program is to help an individual find and keep a job
(Nightengale, 1986).

By identifying possible barriers to employment, paying particular
attention to those encountered by single parents, it was possible to come up
with employability factors not previously addressed in the original assessment
package. As part of the practicum, the review of the literature dealing with
single parents and employability in genera! assisted in the identification of

these additional variables.



-61 -

While the initial assessment package provided information on education
and work history of clients, skill level was not specifically addressed. This
employability variable is crucial, and was therefore added to the new
assessment package. The assessment of skills - core, common or transferable -

is central in most vocational programs (Nasta, 1994).

Additionally, factors or variables were added concerning clients work
attitudes, values and vocational goals. These factors are also extremely
important ones not included in the first assessment instrument. They enable the
vocational counsellor to better determine a clients needs, wants and
expectations, and get a reai under-standing of where the client is coming from.
If counsellors have accurate perceptions of the kinds of job characteristics and
rewards that clients seek, they should be able to provide more complete and
realistic information that would allow individuals to make accurate job decisions
as well as enable them to form more realistic expectations about potential job
rewards (Davis, Giles & Field, 1985).

Also, employment variables were added which pertained to a variety of
personal needs or barriers a client may experience such as family health
concerns and child care concerns. While these factors can be relevant to the
general population at times, they are certainly issues many single parents are
regularly concerned with. Clients unable to identify or access services and
supports in these areas often face great barriers to employment by virtue of their
existence. For example, a single parent who cannot access day care is unable

to get out to work. Identification of social service needs is important to identify
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whether or not a lack of specific services will bar a client from direct entry into

employment. (Nightengale, 1986).

In summary, in a vocational assessment, any and all barriers or
obstacles to employment must be considered in problem solving in order to
assist a client to move from their current state to their desired state (see Figure

2.1).

ADDRESSING BARRIERS/OBSTACLES TO EMPLOYMENT

Desired Outcome
or ~uture State

A

Barriers to Employment
- age - physical heaith - legal issues
- level of education - mental heaith - substance abuse
- literacyflanguage - family health concerns - housing/accommodtion
- skill level - family supports - telephone access
- work experience - personal resources - transportation/mobility
- work related activity - communication skills - child care
- jobflabour marketfactors - problem solving/coping skills - other agency involvement
- job search skills - motivation - work attitudes
- welfare dependency - selfimage ‘ - values
- income needs - presentation/appearance - goals

f

Current Reality

Figure 2.1  Adapted from Creative Problem Solving
(Treffinger & Isaksen, 1992)
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Sample population

All Employment Development Centre counsellors involved in intake and
assessment took part in this study. This included both provision of information
by way of interviews and involvement in staff meetings, as well as completion of
questionnaires. Thirty-five questionnaires were distributed in rebruary, 1993,
for counsellors responses to statements based on their satisfaction with the
initial assessment package. Thirty-one counsellors responded, a response rate
of 88.6%.

Thirty questionnaires were distributed in February, 1994, for counsellors
responses to the statements based on the new assessment package. This
reduction in distribution occurred due to staff layoffs which took place in March,

1993. Twenty-five counseliors responded, for a response rate of 83.3%.

Data Analysis

Both qualitative and quantitative methods of analysis were used. As the
scale of measurement was not strictly ordinal, and did allow for interval metric
information, the mean was used as a measure of central tendency. |t is more
informative than the median, and allowed for more powerful statistical tests (Rea
& Parker, 1992; Steel and Torrie, 1980). The main advantage of using the
mean is that it could discriminate between the two versions of the test
instrument to determine which package was preferred. Open ended comments
were analyzed using qualitative methods, by rating the comments as positive,

negative or neutral.
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Summary of Dissemination of Results

As previously discussed, the information on the results and

recommendations was handled in a variety of ways:

1. All regional co-ordinators and vocational counsellors at the Employment
Development Centres were advised of the recommendations that a new

assessment package be developed.

2. All regional co-ordinators and vocational counsellors at the Employment
Development Centres were advised in writing of the responses (including

all comments made) to the first questionnaire.

3. Ali regional coordinators and vocational counsellors at the Employment
Development Centres were provided with the new assessment package
three months prior to the implementation of its use, and given the

opportunity to provide feedback.
4. A formal presentation of the new employability assessment index and its
use occurred at a managers meeting, in order to solicit further

suggestions and recommendations.

5. A formal staff meeting was held to instruct vocational counsellors on the

use of the new assessment index, and again solicit comments.

6. A formal staff meeting was held after the index had been field tested for



-65-

six weeks. Staff suggestions were incorporated, the index was revised,

and staff were provided with the new employability assessment package.

7. Vocational counsellors were advised at a staff meeting of the responses

to the second questionnaire.

8. Responses and a general summary were shared with management, who

made a decision to continue use of the employability assessment index.

9. All staff were advised by management that the employability assessment
package would be permanently adopted as the formal assessmerit
instrument of the Employment Development Centre, based on their
feedback.

In summary, the new employability assessment package was designed
to address concerns identified with the initial assessment package, and to assist
vocational counsellors to obtain as much relevant information as possible. The
identification of a clients strengths and weaknesses assists the counsellor in
working with a client to develop an appropriate vocationa! plan. Assessment is
not conducted for the express purpose of understanding the client, although this
is necessary to the extent that it relates to the problem, because you cannot
help with a problem unless you understand it. Thus the ultimate purpose of
assessment is to contribute under-standing necessary for appropriate planning
(Compton & Galaway, 1994). The new assessment package was designed to

identify areas of strength and also potential barriers to employment. Only then,
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with a basis from which to work, can an appropriate vocational plan be
developed. Counsellors can build on strengths and work towards reducing or

eliminating barriers to assist a client to reach a meaningful vocational goal.



-67 -

CHAPTER FOUR
STAFF PERSPECTIVES ON THE EMPLOYMENT DEVELOPMENT
CENTRE ASSESSMENT PACKAGES (RESULTS)

The aims of the practicum were to determine staff satisfaction with the
initial assessment package, to alter and expand the assessment index, and to
then determine staff perceptions of the new employability assessment package.
Although assessment is just one stage in the overall vocational counselling
process, the literature suggests it is one of the most important (Nightengale,
1989; Western Occupational Resource Consultants, 1991). This chapter
provides the vocational counsellors perspectives regarding the assessment

packages.

Counsellors’ Survey

This survey or questionnaire, distributed for responses on the initial
assessment package (Fzebruary, 1993) and once again on the newly developed
assessment package (February, 1994) was clustered or divided into three
sections. These sections represented the process of data collection, type and
amount of information gathered, and standardization of information that is
collected and recorded. These will be reviewed in succession later in the

chapter.

As previously indicated, the questionnaire was designed to determine if
the vocational counsellors using the assessment packages agreed with the

stated strengths and weaknesses found in the initial assessment tool (Prairie
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Research Associates, 1992). As the Employment Development Centre
management were specifically interested in these findings, the questionnaire
statements were designed around the findings. Some of the statements in the

findings were re-worded and other statements added at management’s request.

All but two of the fifteen statements on the questionnaire were negative
statements, so that agreement with a statement would indicate that the
vocational counsellor was not satisfied with that aspect of the assessment
package. Two of the statements however, specifically items one and nine, were
positive statements, so that agreement with either of these two would indicate
that the vocational counsellor was satisfied with that aspect of the assessment

package.

In order to be consistent, the data obtained on guestions number one
and nine was reversed. Therefore, when interpreting the data, statements one
and nine were adjusted or rephrased, so that all fifteen statements on the

questionnaires are negative statements.

Profile of Vocational Counseliors

As stated earlier, thirty-one vocational counsellors completed the first
questionnaire (A), and twenty-five vocational counsellors completed the second
questionnaire (B). These vocational counsellors were emp!oyéd by the
Employment Development Centres in Winnipeg, Beausejour, Selkirk, Gimli,
Dauphin, Portage la Prairie, Brandon, Swan River, Thompson, and The Pas.

Experience varied greatly, with some counsellors having had been with the
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Employment Development Centre only a few months, to others who had been
employed with the Employment Development Centre almost twenty years.
There was almost an equal distribution of male and female counsellors.
Winnipeg counsellors made up 38.7% of the respondents to the first
questionnaire distribution, and 44% of the responses to the second distribution

of the questionnaire.

Procedures and Implementation Efforts

Employment Development Centre vocational counsellors were asked to
indicate on a five point scale (5, strongly agree; 4, agree somewhat; 3, neither
agree or disagree; 2, disagree sumewhat; 1, strongly disagree) whether they
agreed with statements about the assessment package in question.
Questionnaires were distributed by the Employment Development Centre
director to the various regional co-ordinators who, in turn, distributed them to

their staff of vocational counsellors.

The questionnaire administered in February, 1993 pertained to the initial
Employment Development Centre assessment package, that had been in use
approximately two years. The same questionnaire administered in February,
1994 related to the new assessment package, which had been in use five
months. The actual field testing period was the three months from October 1,
1983 to December 31, 1993. During this time the new assessment package
was used 163 times, that is 163 files were opened by vocational counsellors
employed by the Employment Develop-ment Centre. This was consistent with

data on file openings obtained for the three month period prior to field testing,
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as 149 files were opened by the counsellors from July 1, 1993 to September
30, 1993. (July tends to be a slow month due to vacations, however generally

August is busy as participants are interested in going to school in September.)

Table 3.1 provides the percentage of respondents who agreed,
disagreed or neither agreed or disagreed with each of the fifteen statements on
the questionnaire administered in February 1993 - Questionnaire A - applying

to the initial assessment package.

As shown in Table 3.1, 29.03% of respondents agreed with statement
one. As previously noted, the question was reversed for consistency. Thus,
39.03% agreed with the statement that the initial assessment package was
insufficient for their use. However, 61.29% responded in disagreement,
indicating a good number of counsellors rated the instrument as sufficient.
Interestingly, the responses to many of the other fourteen statements indicated
that the counseliors felt many areas of the assessment package required

improvement.
Of note are responses to statements number 4, 6, 7, 8, 10, 13, and 15.

On statement number 4, 83.87% of respondents agreed that the degree
of information on the initial assessment package varied, while no respondents
disagreed. Thus, the vast majority of counsellors felt the assessment package
garnered information that was more specific in certain areas than in other areas.

it appears in depth information was obtained on certain employment factors,
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but only basic information could be obtained on others when using this

assessment package.

Table 3.1
Percentage of Respondents Agreeing, Disagreeing, ot
Beacting Neutrally to Each Statement on Questionnaire A

Statement {n) Agreed |Neutral {Disagreed
(5 &4) (3} (2&1)
1. The assessment package is not sufficient. 31 29.08 9.68] 61.29
2. Too much information is gathered. 31 29.03 29‘03-' 41,94
3. Too little information is gathered. 31 22.58 | 16.13] 61.29 |
4. The degree of specificity of information varies. 31 83.87 | 16.13 (]
5. Important categories of information are missing. 31 | 41,94 | 2258 35.48

6. The assessment package should be standardized.] 31 87.10 9.68 3.22

7. Quality of information depends on ability of staff

to be consistent in reporting. 31 100.00 ] %]
8. * Compiling information is time consuming. 31 87.10 9.68 3.22
9. Information coliected is not quantifiable. 31 61.20 | 1280} 25.81

10. Program improvement is hampered by
inability to create a data bank. a1 74.20 { 19.35 6.45

11. The assessment does not provide information
inmany areas. 31 51.61 16.13 | 32.26

12. More information is requested in some areas
than necessary. 31 5161 ] 25.81| 22.58

13. Topics encompass both general and specific
areas but not to the same degree. 31 67.74 | 22.58 9.68

14. {tis difficult to complete the form in a
consistent time efficient manner. 31 77.42 6.45 16.13

15. No clear directions are provided around
report writing. 31 74.19 | 16.13 9.68
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On statement number 6, 87.10% of respondents agreed that the
assessment package should be standardized, while only 3.22% disagreed.
This indicates that, by far, the majority of vocational counsellors felt the
assessment package was not standardized, and information gathered varied

between counsellors.

On statement number 7, a full 100% of respondents felt the quality of
information collected in the initial assessment package was dependent on the
ability of staff to write consistent reports over time and among individuals. In
other words, all counsellors felt the information collected with the assessment
package could be recorded or interpreted differently depending or: which
counsellor obtained the information. Thus the assessments were counselior-

dependent and inconsistent.

On statement number 8, 87.10% agreed the process of compiling and
recording the information in the initial assessment package was time-
consuming, while only 3.22% disagreed. That is, a large majority of vocational
counseliors felt that completing an assessment with this package took

considerable time.

On statement number 10, 74.20% of respondents felt that program
improvement was hampered by the inability to create a data bank to assess
general trends, while only 6.45% disagreed. Thus, almost three-quarters of the
staff felt a data bank which could assess general program and participant trends

could not be obtained from information gathered, or reports developed, using
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the assessment package.

On statement number 13, 67.74% of counsellors agreed that the topics in
the initial assessment package encompassed both very general and very
specific areas, but not each to the same degree. Only 9.68% disagreed with
this statement. Well over half of the counsellors, then, felt the information
collected with the assessment package was not consistent between areas or

factors.

On statement number 15, 74.19% of respondents agreed that with the
initial assessment package, no clear directions were provided for report
preparation, while just 9.68% disagreed. A good majority of counsellors felt that
direction was not given as to how the information obtained with the assessment

package was to be recorded.

Table 3.2 provides the percentage of respondents who agreed,
disagreed, or neither agreed or disagreed with each of the fifteen statements on
the questionnaire administered in February, 1994 - Questionnaire B - applying

to the newly developed assessment package.

As shown in Table 3.2, 16% of respondents agreed with statement one,
that the assessment package was insufficient for their use. This represents a
drop of 13% when compared to responses on Questionnaire A, rating the initial
assessment package. Seventy-six percent were in disagreement, thus 76% (a

rise of 14.71%) feit the newly developed package was sufficient for their use,
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suggesting the second assessment index was preferred.

Of note are responses to statements number 2, 3, 6, 7, and 9.

Statement numbers 2 and 3 pertained to the amount of information
gathered in the new assessment package. Eighty-four percent of respondents
disagreed with the statement that too much information was gathered, and 72%
of respondents disagreed with the statement that too little information was
gathered on the newly developed package. This suggests counsellors felt there
was an overall improvement in amount of information collected with the new

assessment index.

On statements number 6, 72% of respondents agreed the assessment
package required standardization. When compared to the responses on
Questionnaire A, a drop of 15.10% is noticed, suggesting the new package is

more standardized than the initial assessment package.

On statement number 7, 68% agreed with the statement that the quality of
information collected with the new assessment package was dependent on the
ability of staff to write consistent reports over time and among individuals. When
responding to the same statement with the initial assessment package, a full
100% of respondents agreed with the statement. In effect, 32% felt there was
improvement in the second package, suggesting the new assessment package

allowed for more consistency and efficiency.
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Table 3.2
Percentage of Respondents Agreeing, Disagreeing, or
Reacting Neutrally to Each Statement on Questionnaire B
Statement {n) Agreed |[Nettral |Disagreed
5&4) (3) {281)

1. The assessment package is not sufficient. 25 16 8 75
2. Too much information is gathered. 25 8 8 B84
3. Too little information is gathered. 25 20 8 72
4. The degree of specificity of information varies. 25 64 16 20
5. Important categories of information are missing. 25 44 12 44
6. The assessment package should be standardized.| 25 72 12 16
7. Quality of information depends on ability of staff

to be consistent in reporting. 25 68 20 12
8. Compiling information is time consuming. 25 64 28 8
9. Information collected is not quantifiable. 25 24 12 64
10. Program improvement is hampered by

inability to create a data bank. 25 60 20 20
11. The assessment does not provide information

inmany areas. 25 36 4 80
12. More information is requested in some areas

than necessary. 25 40 8 52
13. Topics encompass both general and specific

areas but not to the same degree. 25 56 16 28
14. It is difficult to complete the form in a

consistent time efficient manner. 25 24 16 50
15. No clear directions are provided around

report writing. 25 h2 20 28
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On statement number 9, only 24% of counsellors agreed that the
information collected on the new assessment package was not quantifiable or
available for further analysis, while 61.29% agreed with this statement as it
pertained to the initial assessment package. Thus, well over haif of the
vocational counsellors felt the information collected with the new assessment
package could more readily be analyzed to obtain data for documents such as

annual reports.

Table 3.3 provides a comparison of the mean scores for each statement
on both questionnaires. The lower the mean the higher the counseliors
disagreement with the statemenits, and thus the greater their overall satisfaction

with the assessment package.

As is shown in Table 3.3, the mean ratings of counsellors was lower for
every question in Questionnaire B. It appears, then, that counsellors perceive
the second, newly developed assessment package as being the most effective
instrument. To probe further, t- tests were done comparing the mean responses
in each condition. The difference was found to be significant for thirteen of the
fifteen statements (all but items three and five). These data are presented |
graphically in Figure 3.1. A summary table and t- tests are summarized in Table

3.4.
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Table 3.3

Means and Standard Deviations for Counsellors
Hesponses to Each Statements on Questionnaires A & B

Questionnaire/ Questionnaire/
instrument A Instrument B

Statement Mean S.D. Mean S.D.
1. The assessment package is not

sufficient. 2.58 11.2642527 | 1.92 11.2936769
2. Too much information was gathered. 2.77 11.2367562 | 1.88 |0.8634813
3. Too little information is gathered. 2.30 ]1.1414069 | 2.20 {1.2649111
4. The degree of specificity of information varies.| 4.16 [0.6766516 | 3.56 |1.2674384
5. Important categories of information are missing| 3.10 | 1.162186 2.80 {1.4696938
6. The assessment package should be

standardized. 4.35 10.7848725 | 3.88 {1.2432216
7. Quality of information depends on ability of

staff fo be consistent in reporting. 4.61 1 0.487086 3.80 {1.0583005
8. Compiling information is time consuming. 4.58 | 0.7940989 | 3.92 |0.9765244
9. Information collected is not quantifiable. 3.48 | 1.1023955 | 2.36 |1.3821722
10. Program improvement is hampered by the

inability to create a data bank. 4.00 10.8798826 | 3.68 [1.1906301
11. The assessment does not provide information

inmany areas. 3.23 {1.1276489 | 2.56 |1.4444376
12. More information is requested in some areas

than others. 3.32 | 0.9634312 | 2.76 |1.3937001
13. Topics encompass both general and specific :

areas but not the same degree. 3.71 1 0.8109551 | 3.36 |1.2924396
14. It is difficult to complete the formin a

consistent time efficient manner. 4.00 ] 1.2181424 | 2.44 }1.2674384
15. No clear directives are provided around

report writing. 4.10 | 0.9953063 | 3.32 |{1.2874782
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Figure 3.1
Comparison of Means for Counsellors Responses
to each Statement on Questionnaires A & B

10 11 1213 14 15

Responses to Statements 1-15 on Questionnaires A & B

Table 3.4
Summary of t- Results Comparing the Means for Counsellors

Responses to Each Statement on Questionnaires A & B

Question instrument A Instrument B Prob. t
Number Mean St Dev. Nt Mean St Dev. N2 t one-tailed
Qi1 2.58 1.26425 31 1.92 1.28368 25 1.92395 0.02982*
Q2 277 1.23679 31 1.88 0.8B6348 25 3.06076 0.00172*
Q3 2.29 1.14141 31 2.20 1.26491 25 0.28051 0.38008
Q4 4.16 0.67665 31 3.56 1.26744 25 2.27317 0.01351*
Q5 3.06 1.16219 31 2.80 1.46969 25 0.75243 0.22753
Q6 4.35 (.78487 31 3.88 1.24322 25 1.74124 0.04367*
Q7 461 048709 31 3.80 1.05830 25 3.81126 0.00018***
Q8 458 0.79410 31 3.82 0.87652 25 2.79326 0.00360*
Q9 3.48 1.10340 31 2.36 1.38217 25 3.38513 0.00067***
Q10 4,00 0.87988 31 3.68 1.19083 25 1.15617 0.12635
Q11 3.23 1.12765 31 256 1.44444 25 1.93783 0.02894~
Q12 3.32 0.96343 31 2.76 1.39370 25 1.78224 0.04017*
Q13 3.71 0.81096 31 3.36 1.29244 25 1.23585 0.11091
Q14 4.00 1.21814 31 2.44 1.26744 25 4.67904 0.00001***
Q15 4.10 0.99531 31 3.32 1.28748 25 2.54713 0.00887**

(*p <05, ** p<.01, **p<.001)




-79-
Table 3.5 breaks the statements on the questionnaires into the clusters or
categories of 1) process of data collection, 2) type and amount of information
gathered, and 3) standardization of information gathered, and presents the
mean scores of the three clusters. Note: Questions 1 and 9 were reversed

when calculating means, for consistency.

Process of Data Collection

Four statements on the questionnaire refer to the process of information

gathering. These statements were numbers 1, 7, 8, and 14, and read as

follows:
1. The current assessment package is sufficient for my use as a vocational
counsellor.

7. The quality of information collected is dependent on the ability of staff to
write consistent reports over time and among individuals.

8. The process of compiling this information and reporting longhand is time-
consuming.

14.  ltis difficult to complete the form in a consistent and time-efficient manner.

Type and Amount of Information Gathered

Seven statements on the questionnaire refer to the type and amount of
information gathered. These statements were numbered 2, 3, 4, 5, 11,12, and

13, and read as follows:

2. Overall, too much information is gathered.

3. Overall, too little information is gathered.
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The degree of specificity of information varies.

Certain important categories of information are missing.

The form does not provide information in many areas including emotional
health, mental health, work ethic, work references, age, etc.

More information is requested in some areas than may be needed to
assess a client's employability level.

The topics encompass both very general and very specific areas, but not

each to the same degree.

Standardization of information Gathered and Recorded

Four statements on the questionnaire refer to the standardization of the

information gathered and recorded. These statements were numbered 6, 9, 10,

and 15 and read as follows:

10.

15.

The assessment package should be standardized.

The information collected is quantifiable and available for further
analysis, such as for the information that an annual report might require.
Program improvement is hampered by the inability to create a data bank
to assess general trends.

No clear directions are provided about expectations for report

preparation.

In Table 3.5, a lower mean indicates disagreement with the statement

which, in turn, suggests greater satisfaction with the assessment package. The

magnitude of the difference is highlighted on Table 3.5.
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Table 3.5

Means for Counsellors Responses to Three Categories

of Statements on Questionnaires A and B

Categories Questionnaire A Questionnaire B
of Statements Mean Mean
Cluster 1

Process of

Data Collection 3.8425 3.02
Cluster 2

Type and amount of

Information Gathered 3.2214 2.7314
Cluster 3

Siandardization 3.985 3.31

As shown in Table 3.5, again the means were lower in each category, for

Questionnaire B) as being the more useful tool.

Questionnaire B than A. This demonstrates further that the counsellors did

perceive the secona newly-developed assessment package (as per

These data are offered in schematic form in Figure 3.2.
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Figure 3.2
Means of Counsellors Responses to Three Categories
of Statements on Questionnaires A and B

Cluster 1 Cluster 2 Cluster 3

The mean response for each of the three clusters is lower for

Questionnaire B than Questiornaire A, as shown in the graph.

It is important to not only consider quantitative data, but the more
qualitative subjective comments and feedback as well. The following is a list of
the comments made directly by the vocational counsellors on the two
questionnaires. This direct input in their own words highlights their opinions on
the initial assessment package (comments on Questionnaire A), and their
opinions on the newly developed assessment package (comments on
Questionnaire B). Very compeliing, albeit more subjective data, can be gleaned

from these open-ended comments.
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Counsellors Comments on Questionnaire A

Comments suggesting counseliors felt improvements were
required on the initial assessment package:

Certain important categories of information are inappropriately addressed.
Reports (file notes) vary now as each counsellor reports to a different degree
on different areas.

A written outline regarding expectations for report writing was never
completed, and direction from the 1991 counsellor training session never
provided/ implemented.

Specific information should be easier to locate (on file) than our present
system allows.

Statistical data should be compiled that would give us insights into our
effectiveness in different areas.

A data bank is necessary as a base for future planning and change.
Compiling information for files is not a pronlem, but reporting it is.

A standardized approach should have ‘yes/no' and fill in the blank’ areas,
as well as a narrative section.

The current assessment package should be reviewed. Categories of
information are missing, reporting longhand on intake is time-consuming,
and the package is not used consistently by all HROP counsellors.

The existing package needs fine tuning. There is too much detail to use
when actually with a client.

A standardized package that enables us to quantify information gathered is

necessary, and should be developed.
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A standardized form should be used across the province. The current
package allows counsellors to “write a book” if they want to.

Our client group as a whole has changed since the current assessment
package was developed. We now need an assessment guide to help the
higher functioning clients determine feasible goals (ie. geared to academics,
efc.)

A form that enables us to capture and to locate relevant data quickly (and
uniformly) is required. Narrative can always be added as necessary.

More objective and concrete criteria should be established to support or
deny specific vocational plans. Measurable criteria to support a counsellors
judgement is necessary.

A standardized assessment format is necessary (for all regions). One should
be developed, and all counsellors trained in it use.

A thorough assessment should review all possible factors/areas.

Neutral Comments:

Although the current package does not provide information in some areas
(ie. emotional health, mental health, work ethic, work references, age, etc.),
it still can be included by the counselior.

A data bank would be useful, however the danger is data can be
manipulated and taken out of context. Social sciences cannot be measured
totally accurately by statistics, unlike other sciences.

The current process of compiling information long hand is time-consuming,

but saves time in the long run (in vocational planning).
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A format which quickly focuses on the following should be developed: 1)
hard data (name, SIN, birth date, dependents, SAMIN#, etc.), 2) current data

(address, phone, education, work history, etc.), and 3) eligibility criteria - for

certain programs (gender, age, aboriginal status, residing in province, C.L.S.
status, etc.).

Any comprehensive assessment takes time and should be allocated
sufficient time if a viable program is to be run.

Short-cutting on information gathering will leave clients at risk of having
some barriers remaining unidentified.

Some barriers are not easy to measure or quantify.

Is our current package not standardized, and used by everyone now?

Comments suggesting counsellors were satisfied with the initial
assessment package:

Our package should not be standardized at the expense of losing it as a
sound assessment tool.

The current assessment package is sufficient and there is no need to change
it. -

Anything can be improved upon.

I thought our current assessment package was already standardized.

The assessment package works as well as those who are using it.
Personally | find the form to be adequate because it's not the only
documentation being done. Consistent file recordings are being kept
through time, with new information recorded as it becomes available. | see

no need to change the format.
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Counseliors Comments on Questionnaire B

- Comments suggesting counsellors feel the new assessment
package is an improvement:

* The assessment package contains the elements necessary for a standard
approach to employability assessment. implemented with clear direction, it
promises to provide client information more consistently and organized in
the same location on file.

* The quality of information collected no longer depends on the ability of staff
to write consistent long hand reports. This assessment too! can save time
and help identify clients most effectively served in the Winnipeg office and
those who are more appropriately referred to other agencies for service.

* The assessment package used consistently should guide counsellors
through the task of client assessment in less time, with more accuracy and, at
the same time, assist with selection of the most appropriate clients for our
program.

* This package has uniimited possibilities for the purpose of follow-up,
feedback or program evaluation. It will allow us to measure and compare
individuals progress, plotting client progress, and record removal of
employment barriers.

+ The assessment tool will be very usefui in “‘quantifying” barriers and
strengths and in establishing trends in clients’ characteristics.

+ The assessment tool offers an improved method of arriving at statistical
results. Moreover, it should create a greater consistency in assessment

practices and in the determination of a client’s vocational barriers.
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I didn't see anything wrong with the old assessment package uniil | had a
chance to use this new format. It's quick and easy to follow, and generally |
prefer it.

The new assessment tool is a great improvement. | really like the fact that |
can pick up a co-workers file when covering, and find what | need to know
quickly. | can also read it, which helps when co-workers’ notes aren't
legible.

| prefer the second assessment package. It is easy to use and all the
questions | need to ask on assessment are presented clearly.

Circling statements is a great idea. | can obtain the information | need much
more quickly with the new assessment tool, and it allows me to go back and
write long hand notes later if I'm too busy at the time.

I like the new assessment package and find it easier to use. It eliminates the
need to write long transfer summaries when transferring a file to another
counseilior.

Looks good - much improved package.

Much improved over the initial assessment method.

Does a good job of covering a great majority of employability factors. |t will
be useful for more accurate recording and it will be easy to reference.

This is a good assessment tool. The fact that it is required to be on every file
that is opened will ensure counsellors don’t skip over aspects of this crucial
vocational process.

This assessment package was long overdue. | find it very helpful in
determining focus.

I like the last page where there is room for a written summary of a clients’
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strengths and weaknesses, and most importantly, a plan of action.

The new package gets at more information than our old assessment

| package, and is easier to use. It is, therefore, an improvement in my mind.
‘This tool should save a lot of time taken with lengthy write-ups and give us
universality in assessments. | really like the back page which gives us a
‘quick scan” of clients strengths and weaknesses without pouring through
pages of write-ups.

I can now do my assessments in an organized fashion and save time writing
while interviewing. | am glad, however, that this was presented in such a
manner so as we know it's not intended to change how we conduct
assessments, but to standardize the approach and type of information
collected.

All factors receive equal consideration, which is an improvement over the
last assessment index.

The assessment tool is a marked improvement over the “old” client
assessment process. [t definitely is a move in the direction of more
consistency in the process, and potentially more information being gathered
or provided. There is room for improvement, however. We should work
toward determining which factors tend to be most significant.

I liked the old assessment tool, but like this package even better.

Overall | feel the new assessment package is a more effective and

descriptive tool than the previous format.

Neutral comments:

The new assessment tool is a sincere effort to establish some methodology
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in the system. The concept of a uniform approach by counsellors in the-
assessment process has merit in that statistics/resuits will be more
meaningful considering all counsellors are asking the same questions. This
observation is to be qualified to the extent that the perceptions/biases of
individual counsellors must be taken into account. These perceptions/
biases will have some effect on the way in which the assessment tool is
utilized.

Assessments are the foundation of vocational counselling and information
gathered during employability assessment has to produce consistent and
reliable resuits.

The proposed method of data collection, with some fine-tuning, can be
quantified, coded and computerized to provide reliable data for program
improvements in the future and offer a timely response to the constantly
changing demands in the labour market.

To reduce paper, the assessment tool could be photocopied double sided.

I wouild like to see a numerical value placed on the employment factors.
Later the form could be used as an interim report (to track client growth), and

& termination report (to track success rate, etc.)

Comments suggesting counsellors are not satisfied with the new
assessment package:

The comments section may not be large enough to accommodate
counsellors’ notes.

It is difficult to describe client characteristics with the new package.

Basically I like the package but it's too easy to fluff it.
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*Too much paper for the amount of information collected.

*+ There is not enough room for specifics and comments.

*The check-off system makes it difficult for me to accurately document the
facts because each clients’ situation varies and does not always fit into
check points. |

+ Vocational counselling is a complicated process and a “fill in the blanks”
approach simply doesn't work.

+ This form is too easy to minimize information.

A review of the comments suggests counsellors in general feel the newly
developed package is an improvement over the initial assessment package.
There were at least 17 comments on Questionnaire A which suggested
counsellors had concerns with the initial package. There were 23 comments on
Questionnaire B that could be interpreted as positive regarding the new
package, and 11 comments made specifically indicating the second
assessment package was an improvement or preferred. A more specific
breakdown of the open ended responses, respondent by respondent, can be

found in Appendix 1.

Summary
It appears the vocational counsellors with the Employment Development

Centre generally prefer the second newly developed package over the initial
package. Quantitative results indicate significant preference based on the
fifteen statements on Questionnaires A and B. Qualitatively, counsellors

comments also seem to support a preference for the new assessment package.
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Not surprisingly, responses did vary with some counsellors reporting
overwhelmingly that the new instrument was more useful, and other counsellors
reporting a preference for the first package. This can be attributed to differences
in individual stytes and perceptions. As noted by some of the counsellors
comments, further direction and clarification around process and the use of the
assessment package may be required, and further development of the package

explored.
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CHAPTER FIVE
DISCUSSION AND RECOMMENDATIONS

This study was initially exploratory in nature, designed to gather
information that might suggest ways to improve on the employability
assessment package used by vocational counsellors in the Employment
Development Centre. Once gathered, this information was used to assist in the
actual development of a new employability assessment package. One major
step in the vocational rehabilitation process is to assess or define an
individual’s strengths and barriers to employment. Without a clear
understanding of which areas will need a counsellor's assistance, an undue
expenditure of time and resources can take place, which resuits in an
inadequate level of service being provided. To create a successful plan, a
counsellor will need to define the areas of concern, and those strengths which
can be used to enhance the rehabilitation process (Western Occupational

Resource Consultants, 1991).
This section is based on the questionnaire resuits comparing the two
assessment packages. The following discussion will be directed at the

objectives specified in the evaluation chapter.

Vocational Counsellors Satisfaction with the Initial Assessment Package

In relation to the first objective, vocational counsellors satisfaction with
the initial assessment package, the perceptions of the vocational counsellors

were extremely varied. While 61.29% responded that the initial assessment
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package was sulfficient for their use, responses to further statements on the
questionnaire revealed counsellors had a number of concerns with the
package. As counsellors responses to the further statements were reviewed, it
became clear which dimensions of the package were responsible for
dissatisfaction. In this regard, the vocational counsellors identified several key
issues and/or concerns relating to the initial assessment package. These
included concerns around the process of data collection, where 100% of the
vocational counsellors responded that, on the initial assessment package, the
quality of information depended upon the ability of staff to write consistent
reports over time. Additionally, 87.10% responded that compiling reports long
hand was time-consuming, and 77.42% agreed with the statement that it was
difficult to complete the assessment package in a consistent, time effective

manner.

Another identified area of concern was with the type and amount of
information gathered in the initial assessment package. Here 83.87% of
vocational counsellors agreed that the degree of specificity of information varied
in the initial package. Further, over half, 51.61%, of counsellors agreed with the
statement that the initial assessment instrument did not provide information in

many areas.

A final group of concerns were identified around standardization of
information collected and reported. Eighty-seven and one-tenth% of vocational
counsellors felt the assessment package should be standardized, while 74.19%

agreed with the statement that no clear directions were provided around report
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writing with the use of the initial instrument.
The above statistical information, in combination with written feedback
from the vocational counsellors, made it clear they felt the initial assessment

package required improvements.

Determining How the Initial Assessment Package Could Be Improved,

and Development of a New Employability Assessment Package

A second objective was to determine how the initial assessment package
could be improved upon or redeveloped to better meet the needs of the
Employment Development Centre vocational counsellors. An examination of
the counseliors’ responses to the fifteen statements on Questionnaire A and a
review of the comments provided clear direction for the development of a new
assessment package. The vocational counsellors’ responses basically
supported findings by the Prairie Research Associates, as well as Mmanagement

who initiated the process.

In relation to the process of data collection, several variables were
considered. It was clear the vocational counsellors wanted a package which
would ensure quality of information gathered, yet not be dependent on the
ability of staff to be consistent in reportingfrecording this information. A format
where possible answers to questions asked in assessment were already
recorded made it possible for counsellors to capture information simply by
circling or highlighting the appropriate statements. This, in turn, made

compiling information less time-consuming, by eliminating the need to write
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each response long hand. Of course, a comments section was made available
with every variableffactor, so that additional information not provided for on the
assessment instrument could be recorded and not be lost. This also addressed
the concern with the initial assessment package that it was difficult to complete
in a consistent, time efficient manner. The provision of possible responses to
each question asked regarding an employability factor ensured at least a level
of consistency amongst counsellors, as well as made a move towards time

efficiency.

In relation to the type and amount of information gathered, again several
variables were considered. The vocational counsellors appeared t0 have
conflicting opinions on how much information should be gathered, however the
majority agreed with the statement that too little information was requested with
the initial assessment package. Additionally, the majority of counseliors agreed
with the statement that important employability factors or cafegories of
information were missing entirely. The new assessment package provided an
additional fourteen employability factors not considered in the initial
assessment package. Counsellors comments in informal interviews,
recommendations on employability assessments (Prairie Research Associates,
1992), a review of the literature and of other assessment instruments were
considered in the development of additional employability factors. Finally, the
vocational counsellors appeared o feel that, on the initial assessment package,
the degree of specificity of information varied. The newly developed
assessment instrument attempted to ensure each employability factor was given

equal consideration and all possible responses included. Again, informal
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interviews with the counsellors and numerous meetings with management
provided direction in this area. A system of circling or highlighting possible
responses tried to ensure consistency of information not available with tong

hand report writing.

Lastly, concerns around standardization of information gathered and
recorded were addressed in the development of the new assessment package.
The package must now be used on intake, and a file cannot be opened without
the completed employability assessment package. This ensures that each
vocational counsellor is at least conducting a basic assessment, and ensures
Employment Development Centre counsellors throughout the provinces are
obtaining similar information. This information could eventually be coded and
computerized, and a data bank be developed. Finally, clear directions were
provided with regards to expectations for completion and reporting of
information collected when using the newly developed employability

assessment package.

As previously stated, the concerns the vocational counsellors had with
the initial assessment package were considered in the development of the new
assessment package, and an attempt was made to directly address these
issues. The assessment package was developed over a period of many
months and proved to be a monumental undertaking. Developing an
assessment component is not simple, but its inclusion in a comprehensive
employment program is essential. The benefits of a well-designed assessment

that can be integrated with other parts of the welfare-employment system can be
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substantial, both to the program in terms of developing staff capabilities in case
management and client assignment, and to the client in terms of establishing

realistic personal goals (Nightengale, 1986).

Vocational Counsellors Satisfaction with the New Assessment Package

The third objective was to determine the Employment Development
Centre vocational counsellors’ satisfaction with the new employability
assessment package. Seventy-six percent of vocational counsellors agreed
with the statement that the new assessment package was sufficient for their use,
an increase of 14.71% when compared to the same statement related to the

initiai assessment package.

A comparison of mean scores showed the vocational counsellors felt
there was at least some improvement, with regard to every statement in the new
assessment package. It appears the concerns were all addressed to some
degree, however the strongest improvements were realized with respect to the
process of data collection and standardization of information. Vocational
counsellors found the new tool less difficult to complete in a consistent, time
efficient manner, and that the quality of information collected was less
dependent on the ability of staff to be consistent in reporting. Improvements
were also noted in that the new assessment package provided for information
that was quantifiable, and direction was provided for reporting and recording of
information. Additionally, overall written comments were positive with respect to

the second assessment package.
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By virtue of the responses gleaned from the statistical data and the
vocational counsellors comments (that is, both quantitative and qualitative
data), it can be said that the vocational counsellors prefer the newly developed
assessment package. Management have given their approval, and the
instrument having been well received overall, is still in use at the Employment

Development Centre.

Recommendations

In general, the employability assessment package meets many of the
needs of the vocational counsellors employed by the Employment Development
Centre. Continual work towards expanding the assessment package to
address remaining concerns would strengthen the assessment process, and
further improve the efficiency of this stage of the vocational counselling process.
Having a mechanism, such as an assessment committee with strong
leadership, would greatly enhance development and ensure further attention is

given to this task.

The recommendations are based on the feedback provided by the

vocational counseliors and managers of the Employment Development Centre.

1. To form a group or committee to continue to address issues
surrounding the assessment process and methods. This
committee should function on an ongoing basis to promote further
development of the assessment package, ensure co-ordination,

review implementation concerns, and make recommendations to
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management.

That guidelines for assessment and report writing be reviewed
and specified annually, so as all staff are clear as to the

expectations for such.

That vocational counsellors roles and responsibilities in relation to
conducting assessments can be further clarified in order to
enhance co-ordination and standardization. A number of staff
have noted difficulties in terms of expectations for report writing,
time at which information should be collected, and where

information should be stored on file.

That a written guide outlining expectations for completion of the
assessment package be developed, for a reference for seasoned

staff and a guide for new staf(.

That an easily accessible data base or information system be
developed and implemented, and that the specific information
needs for this system be defined. Further, that the information be
made available directly to the vocational counseliors so they can
continually evaluate the assessment package in relation to

gathering information for the system.

That a copy of the final page of the employability assessment
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package be dupiicated, so a copy can remain on a clients’ file and

a copy be given fo the client.

7. That the assessment package on each client file be reviewed
every six months to determine if there have been any changes in
identified strengths and/or weaknesses, and to capture changes in

information.

8. That the comments section be enlarged, perhaps by using legal

sized paper.

9. That the assessment package be double-sided to reduce the

amount of paper on files.

10.  That consideration be given to determining which employability
factors are most likely to effect employability, or be most significant

in the assessment phase.

Generally, the vocational counsellors at the Employment Development
Centre seem satisfied with the overall quality of the newly developed
assessment package. The strength of the assessment package seems to be
related to the interest taken by staff in this particular stage of the vocational
counselling process. A primary result of a good assessment is that general
case management and client assignment improve. When vocational

counsellors conduct in-depth assessments, they gather a wealth of information
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and become aware of past patterns and possible shortcomings which may
interfere with vocational plans. Armed with such knowledge, they can make
more appropriate recommendations and discuss these realistically with the
client. This forms the basis of the vocational plan. The results of the
assessment can be used by the counsellor and the client together to decide
what choices or services might be appropriate (Nightengale, 1989). Efforts to
address remaining concerns by further developing and expanding the
assessment package would enhance the assessment process, a vital part of the

overall service provided by the Employment Development Centre.
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CHAPTER 6
PRACTICUM EVALUATION AND CONCLUSIONS

The summary and conclusions will be discussed in relation to the
objectives set for the practicum as put forth in the Introduction. The limitations of

the research and further recommendations for research will also be presented.

Development and Evaluation of the Employability Assessment Package

The development of an assessment instrument to provide a solid
indicator of a client’s circumstance/situation was the first objective of the
practicum. This task was monumental, involving a review of the initial
assessment package, a review of the literature pertaining to the assessment
phase of vocational counselling, comparison with similar instruments/packages
in use, and consultation with personnel involved in the vocational counselling
phase and their supervisors. Soliciting opinions from individuals regularly
using such packages proved to be valuable in pinpointing specific
elements/variables required in an effective assessment tool. This approach
also allowed counsellors to provide their views on the design and overall

development of the package.

Simitarly, a counsellor survey provided information on isolated aspects of
the initial package that were of concern, and thus areas requiring
improvements. The feedback and suggestions were useful in making

modifications to improve the day to day use of the package.
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Another objective was to evaluate the employability assessment package
from the perspective of the Employment Development Centre vocational
counsellors. Developing the instrumentation (questionnaire) proved frustrating
as upper management of the Employment Development Centre basically set
the format and questions. While this provided a good base, some of the
statements were confusing and leading. Although the vocational counseliors
were asked to comment on the questionnaire, no suggestions were made. This
may have occurred as they were aware that management had a large part to do

with its development.

The data analysis provided another challenge both in terms of the
quantitative and qualitative data. Developing some degree of competency with
computerized statistical analysis was important. However having only a
beginners knowledge, this was, at times, exasperating. The most valuable
lesson had to do with the importance of questionnaire design, and making a
decision on how to deal with the fact that only two statements on the

questionnaire were positive, while the remaining statements were negative.

The qualitative data was useful in clarifying views, but using qualitative
methods was extremely time-consuming given the magnitude of the comments,
and the fact that a good number of counsellors were not located in Winnipeg.
Finding suitable and sufficient time to meet with both counseliors and managers
was often difficult. While individuals seemed interested, time restrictions were
frequently noted. Interestingly, many staff were surprised by the individual

differences in perceptions. It became obvious that ultimately it is not possible to
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please all players involved in such an undertaking.

Another objective of this study was to provide a way of interpreting and
analyzing the informational data collected. The Employment Development
Centre does not yet have automation capabilities so this issue has not been
fully addressed. The basis has been set, however, in that the information
collected has now been standardized and is on one form, so it is consistently

available for analysis.

Outstanding in the overall process was the number of details and
decisions that needed to be made, including everything from the number of
employability factors to inciude in the assessment package to the number of
pages and page length of the assessment package. This in itself was a
valuable learning experience, as it became clear each counsellor and manager
had their own ideas of how the final product should look. Incorporating all the
suggestions was impassible for, at times, these were directly conflicting, so the
challenge was to come up with a package that inciuded the relevant

employments factors in as concise a format as possible.

The Literature Review

In respect to the literature review, there was an early realization that there
exists relatively little in the way of evaluative literature pertaining to the
effectiveness of vocational counselling and assessment services. Little has
been written in academic or even advocacy journals outlining what does and

what doesn’t work. As stated earlier, it is difficult to attribute success when there
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are several inputs responsible for an outcome, as is the case with vocational
counseliing. There are many stages in the vocational counselling process, and
often several external agencies and resources including employability training
and schooling programs involved, which makes it difficult to isolate what is
responsible for success. It is obvious, however, that a thorough assessment of
a client’s situation is essential in order to assist the client to reach his/her
vocational goal. Common sense alone would suggest that a careful
assessment of a client's employability, experience, interests and barriers is
important if a program is to help an individual find and keep a job (Nightengale,
1986).

Involving the counsellors using the assessment package provided
credence to the perceived requirements of a solid employability assessment
package, and also acknowledged that they should have a voice in the design
and development of a package intended for their use. The knowledge and skill
possessed by professionals often gives them powerful control over persons and
things. Because of the specialized knowledge involved, the persons using the
services of the professional may not have the expertise to judge the adequacy
of the services they are receiving (Compton & Galaway, 1994). It is important
that the vocational counseliors have an assessment package that they find
useful, as the information collected with the instrument will serve as a basis to
construct a plan to alleviate client barriers or act on strengths, and effect the
outcome of the service as it is perceived by the public/community which they
serve. The purpose of assessment is to reach an understanding of problem,

client and situation so that you can construct a plan to solve or alleviate the
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problem (Compton & Galaway, 1994).

Internal vs External Input

At many points during the development process, knowledge of the
program and familiarity with it provided a basis for exploring issues and raising
questions. Being in a unique position of an “insider” through the initial stages of
the practicum and during the development of the employability assessment
instrument was a benefit in understanding the organizational structure, in
having had first-hand experience with the initial assessment package, and in
facilitating of communication. At times there was a subjective sense that
interpretation and/or recommeidations may be biased, however on several
occasions opinions of counsellors and managers were helpful in dealing with
this issue. As | was one of the individuals personally affected by program
cutbacks in 1993, | was no longer on staff once the new assessment package
was completed and implemented. Therefore, remaining counsellors were able
to rate the new assessment package without the biases that may have been

created by the mere fact that | was a co-worker.

Limitations of the Study/Suggestions for Further Study

As stated in the Introduction, the study was planned and implemented for
a specific population of staff (vocational counsellors) within a specific agency.
Because the study used a purposive sample, the findings are relevant to the
context of the program, and the resuits cannot be generalized beyond the
agency. However, findings provide useful information for agencies involved in

this area.
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A limitation of this study concerns the questionnaire or instrument used to
evaluate/compare the two assessment packages via the vocational counsellors.
It was based on statements made regarding the first assessment tool (Prairie
Research Associates, 1992) and management of the Employment Development
Centre essentially controlled the statements making up the questionnaire,
providing little latitude. Improvements could have been made by rewording the
statements so as to have an equal number of positive and negative statements.
This would aiso have ensured consistency in data analysis, eliminating the
need to reverse two of the statements on the questionnaire at that stage.
Further, a pre-test of the questionnaire would have been beneficial, to avoid any
confusion or misunderstanding with the statements, and ensure they were not
leading. However, because of the context of the practicum, there was not

complete flexibility in this regard.

While the newly implemented employability assessment package has
addressed and eliminated, or at least lessened, the concerns noted with the
initial package, further improvements can be made. It will be necessary to
continue to review the package to keep up with the changing needs of the target
group served and the labour market. It would be interesting to again survey the
vocational counsellors, after they have had an opportunity to “iron out the bugs”
in the implementation of the package and become comfortable with its use over

a period of time.

This assessment package does not specifically identify the most powerfui

employability predictors, that is, it does not attempt to rate the employability
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factors. Further research to determine the significance and validity of each
employability factor could provide the ability to weigh the different variables
considered. A scale to predict which employment strengths or barriers may
have more impact on a client's chance of success could be developed. This
scale would certainly be useful in a vocational program such as the

Employment Development Centre.

This practicum provided the opportunity to integrate theory and practice,
and to work closely with different levels within a government department. The
experience in developing an employability assessment package has been a
valuable one that has yielded many insights. This initiative was, in effect, part of
a process of translating ethereal comments on an unproven instrument, into
tangible, uéeful questions to guide counsellors in their assessment of a clients
situation. An effective assessment makes possible more effective interventions.
The new package helps counseliors help clients in a meaningfut fashion, and
provides counsellors with a basis to structure and plan their intervention

strategies.

The assessment package assists counsellors to think critically about a
client’s strengths and weaknesses as related to employability. Vocational
counsellors with the Employment Development Centre now have a package
divided into twenty-eight variables requiring consideration. This forms a basis
from which to formulate a plan of action, dependent on the number and
combination of an individual client’s strengths and weaknesses. A client

presenting with humerous employment barriers such as no child care
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arrangements, lack of stable housing, little in the way of a support system, and
poor probiem solving skills may require pre-vocational services such as life
skills programming or pre-employment workshops. A client presenting with a
low education level or lack of appropriate job skills may require upgrading or
further education/ training, while a client with few barriers and several
significant strengths (such as solid level of education, steady work history, and
high level of motivation) may require job leads and referral. Each situation is, of
course, unique and must be treated as such. However, the new assessment
package allows counseliors to gather relevant background information and
organize it in terms of employment strengths and weaknesses, which is an
integral part of the assessment process. After defining the situaiion, the
counsellors and client can identify short and long term goals, which define the
direction of the counselling and the techniques used. Then the specifics of the
vocational plan can be outlined, based on a solid understanding of the current
situation and goals. Essentially this assessment package assists counsellors to

do their entire job.

Additionally, the newly developed assessment package assists the
Employment Development Centre vocational counsellors to glean and
synthesize this background information quickly. It was obvious through the
many informal discussions with the counsellors that they feel overwheimed by
high caseload numbers, and that time is indeed a precious commodity. . The
entire process has proved to be a usefui one, resulting in a package which
continues to be utilized in day-to-day service delivery, assisting the Employment

Development Centre vocational counsellors to do their jobs more efficiently. In
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addition, other provincial government departments have expressed an interest
in the assessment package and, with some modifications, it can be used in

other programs with a vocational focus.

The Employment Development Centre counsellors, having been
involved in this process of revisiting the previous assessment package, have
been provided with the opportunity to look closely and critically at assessment
toois. The assessment package has now been refined to gather more relevant
data in a timely fashion, and counsellors clearly have noticed and appreciate
the difference. In essence, they have been provided with a new perspective or
mindset, and it is expected that they will continue to look critically at instruments
and services to continue to improve them, and continue to strive to better meet

their clients needs.

This study has reinforced the notion that it is important to look critically at
models and instruments and not simply assume they are effective. Additionally,
the need for teamwork has become increasingly clear. The importance of staff
involvement, motivation and ownership has been emphasized, and this process
has allowed the Employment Development Centre counsellors to be active
partners in assessment and program development. The need to continually
review and design tools to ultimately improve levels of service to clients is

fundamental to providing programs that are responsive and effective.
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APPENDIX A
PRINCIPLES CORNERSTONE TO THE EMPLOYMENT
DEVELOPMENT CENTRE’'S PROGRAM DELIVERY MODEL

Voluntary participation helps to provide a screening mechanism which
ensures that clients are personally motivated to make changes. (Clients

who are motivated have the best chance of success.)

Social assistance recipients require a longer term development process
which focuses on the positive growth of cfients progressing along a

continuum of improved functioning towards self-sufficiency.

Financial incentives to address financial barriers to participation, and
enhance and maintain participant motivation, are considered essential

and are included in the program.

The best “laid plans” begin with a clear grasy of the problem and the
resources that can be accessed. (If the assessment is inaccurate or

incomplete, the plan may not work.)

There should always be a contingency plan. (There is usually more than

one way to reach a goal and unforeseen obstacles can arise.)

The client is an adult who owns the problem and must be part of the
solution and implementation of any plan. The client exercises informed
choices and control. A client who doesn't participate in the solution won't

be committed to the plan.



10.

11.

12.

13.

-2.

Teach the client how to better access resources and to solve their own
problems and they will cope better in the future. (Services should

empower clients and encourage independence.)

Clients should be encouraged to pursue a realistic academic course of
attainment that will lead to employment which will offer them and their
families economic independence and comfort (i.e. better paying jobs,

future advancement possibilities, etc.)

Not all clients function effectively in a traditional educational setting.

Alternative learning styles should be accommodated.

Special training courses which adapt to and consider learning
requirements (i.e. show don't tell, provide immediate feedback, etc.) are
often best done in a supported environment - where counsellors are

available to offer support.

A flexible .and holistic approach is required to allow for personalized

planning based on individual needs.

The client's developmental needs are balanced with, but must take

priority over, work base comm»itr’rients or community employer demands.

The Employment Development Programs are inter-dependent with the

communities in which they are located. (Referrals and requests for
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15.
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service come from the communities and service is provided to the

community.)

Clients deserve to be treated with respect. (Treating clients with dignity

increases their self-esteem.)

Confidentiality is essential, being an ethical code which protects clients.
Trust in the counselling relationship is enhanced which facilitates the
ability of the counsellor to effect change in the client’s behaviour (Special

Programs Branch, 1992).



APPENDIX B

EMPLOYMENT DEVELOPMENT CENTRE PARTICIPANT FLOW CHART, PROGRAM PROCESS

Referralsto INTAKE
Employment - Determination
Develoment of Eligibility
Centre or Referral Out

v

ASSESSMENT
evaluation of work history, education,
social & personal functioning
prescribe & initiate testing
assess appropriateness of EDC service
assess services and resources required
1o assist client in achieving goal
provide a statement of employability

EVALUATION
(and termination)

- evaluation of service delivery

- ongoing service requirements

- mutual agreement of
termination of service

NOTE:
Thisis a cyclical process involving the implementation of plans on an ongoing basis following completion of initial plan.
Referral to external resources occurs at any stage of the process.

*

*

Evaluation occurs following each step.

Winnipeg Adult Education
Upgrading

{ Private Colleges

RRCC

University

Skills Training

Local High School

South Winnipeg Tech.

Manitoba Tech. Training Institute

COPE
{ HROC
Job Search
Other Employment Placement

PLANNING
problem prioritizing
intervention strategies
goal setting: personal/career goals
identification & organization of
resources
determination of financial resources
to achieve goal
funding requests: income security;
student aid

SPJAP Work Experience —

IMPLEMENTATION
(and follow-up)

- implement plan to achieve
vocational goal

- monitor progress

- provide intervention as
required
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GUIDELINES FOR INFORMATION GATHERING

This section provides a more detailed listing of potential areas of information
gathering related to employability.

1. Work History:

number of paid jobs

kind of jobs

- job skills required

- length of jobs

- times of unemployment

- location of jobs - geographic

- reason for leaving jobs: fired, quit, laid off, circumstances
- follow-up with previous employers re work habits/skills

- bestfleast liked job

- unpaid work

- the ways and means of getting jobs (job search, resumé, agency)
- did you work shift work in previous jobs?

If No Work History.
- why not? (experience, opportunities, at home, etc.)
- why are you looking now? (motivation?)

2. Education History:
- public school - level of achievement
- high/secondary school - level of achievement
- adult education - sponsorships, how many X’s
- trades training
- number of schools attended and where?
- positive/negative experience - academic/socially
- importance of education to the person
- subject areas liked/disliked/difficult.




3. Family Background:

Single parents (married, single, divorced)
- number of children in family
- general idea of family support

- financial status
Married - family support for present planning
- aspirations for the family/kids

- availability of child care services

4. Financial Circumstances:

- past/current source of income

- debts

- present living expenses

- assets and present income

- money management skills

- income from spousal maintenance
- C.S.L. in default

5. Medical/Health Concerns:

- physical/mental health problems

- periods of hospitalization and wherefwhy?

- type of medications

- use of medications (frequent/seldom)

- any ongoing medical supervision

- doctor’'s name/names person sees 7
- general idea of how person feels about health concerns
- physical aids, if any

- pregnancy



Mobility:

- is person prepared/able to relocate

- resources - financial/supportive in new community

- family support towarads relocation

- where would person want to relocate

- awareness of advantages/disadvantages of relocation
- reasons for relocation

Nature of Community/Clients Relationship to it:

- length of time in community

- support and ties to community (presence/lack of)

- reputation in the community according to community’s cultural
values/norms

Legal Involvement:

- periods of incarcertation: number of times and length of stay
- nature of offences
- pending court appearances: « what are the charges
- when is court (day/time)
* where is court
total amount owing
< when is payment due
« how much has been paid to date
- warrants outstanding: < for what charge(s)
+ when was warrant issued
* what has been done to respond to warrant
- legal issues regarding separation, divorce, common-law, adoption,
child custody, or other family related matters.

- fines outstanding:
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Extra-Curricular Activities:

-

what are they?
general satisfaction with activities
transferrable skilis from volunteer or other activities

Communications/Relating Skills:

how client expresses him/herself: - aggressive
+ assertive
* passive

ability to communicate ideas: + are statements made clearly
-+ is there a sequence to argument
+ are terms defined
level of verbal skills: « choice of words are appropriate
= pronunciation is correct
* response is congruent with question

adaptability to new social situation:  + behaviour is congruent
regardiess of setting

ability to get along with other people: « no display of hostility
+ not perzeived as isolating

grooming and personal hygiene

attending skills: + demonstrates through body language and
verbal cues that attending is occuring

Openness to discuss self: « self disclosure occurs when prompted
= appropriate self-disclosure

appropriateness of social behaviour

Peer Contact and Social Relationships:

personal satisfaction with peer contact



12.

13.

-5-

- hature of the peer group and significant social contacts:

- what social activities is client involved in

+ does client consider peer group supportive

+ have peer relationships resulted in negative social

behaviour/activities

- influence of the peer group - positive/negative:

< are group activities of a positive social nature

+ have peer activities resulted in negative social behaviour
* has client stated that peer support is negative/positive

Problem Solving and Coping Skills:

- can the client apply the problem solving process to day-to-day
problems: Workfamily/community/self

- gather facats

- define the problem

- identify alternatives

- explore consequences of each alternative

- decide on a solution

- implement a solution

- evaluate the outcome and the process
+ when things are going well, what do you do to celebrate?
+ when things get tough, what do you do?

Transportation:

valid driver’s license: - class of ficense
« driver's abstract
- access to vehicle or other modes of transportation
- reliability of transportation
- familiarity with the city transit system
- can read a bus schedule or a street map
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Accommodation:
- stability in accommodation: + how many times have you moved in
the last few years

- adequacy of present housing:
+ does client identify home as a potential problem area
+ is client identifying a need to relcoate
- are there any landlordftenant issues

- housing needs:
+ does client feel that housing is satisfactory
- does housing accommodate family size
+ is housing located too far from training/work/school

Vocational Goals:

- undefined: no vocational goal
- defined: vocational goal is stated

- areas of interest: can identify what they like/dislike in terms of
employment setting, tasks, and other characteristics

- how realistic is vocational goal: availability of fraining, education and
employment opportunities

- potential to compete in that occupational area:

+ does client fully understand the expectations of the specific
vocational field

* are there specific barriers which would lessen the client’s ability to
compete with others

- assess level of awareness of occupational areas:

 can client describe tasks involved

« is client able to describe physical setiing

* can client identify and describe various jobs within an occupational
field or setting



- motivation/personal goals:

+ what has client done to meet personal goals
< what is client willing to do to mest personal goals
+ how much time is client willing to spend to reach objectives

- aptitudes testing:

+ has client completed any aptitude tests
* s client academically able to do standard tests
* is testing necessary to check vocational goal for reality base



APPENDIX D

QUESTIONNAIRE

This questionnaire refers to the current assessment package used by HROP/
HROC/ SPJAP counsellors. Please indicate how you feel about the
assessment tool in relation to the following questions/concerns. Number 18 is
for comments. Please let us know what you think.

1) The current HROP assessment package is sufficient for my use as a
vocational counsellor.

strongly agree

agree somewhat

neither agree nor disagree

disagree somewhat

strongly disagree

2) Overall, too much information is gathered.

strongly agree

agree somewhat

neither agree nor disagree
disagree somewhat
strongly disagree

3) Overall, tco little information is gathered.

- strongly agree

_ agree somewhat

_ neither agree nor disagree
_ disagree somewhat
strongly disagree

4) The degree of specificity of information varies.

strongly agree
agree somewhat
neither agree nor disagree
disagree somewhat
_ strongly disagree



5)

6)

7)

8)

9)

-0
Certain important categories of information are missing.

____ strongly agree

_ agree somewhat

neither agree nor disagree
disagree somewhat

_ strongly disagree

The assessment package should be standardized.

strongly agree

agree somewhat

neither agree nor disagree
disagree somewhat
strongly disagree

The quality of information collected is dependent on the ability of staff to
write consistent reports over time and among individuals.

_. strongly agree

agree somewhat

_ neither agree nor disagree
disagree somewhat
strongly disagree

The process of compiling this information and reporting longhand is time-
consuming.

strongly agree
_ agree somewhat
_ neither agree nor disagree
disagree somewhat
_ strongly disagree

The information collected is quantifiable and available for further
analysis, such as for the information that an annual report might require.

strongly agree

agree somewhat

neither agree nor disagree
disagree somewhat
strongly disagree
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Program improvement is hampered by the inability to create a data bank
to assess general trends.

strongly agree
_ agree somewhat
—. heither agree nor disagree
disagree somewhat
_ strongly disagree

The form does not provide information in many areas including emotional
health, mental health, work ethic, work references, age, efc.

strongly agree
—___ agree somewhat

neither agree nor disagree
disagree somewhat
strongly disagree

More information is requested in some areas than may be needed to
assess a client's employability level.

_ strongly agree

_. agree somewhat

_ heither agree nor disagree
disagrze somewhat
strongly disagree

The topics encompass both very general and very specific areas but not
each to the same degree.

strongly agree
agree somewhat
_ neither agree nor disagree
_ disagree somewhat
strongly disagree

It is difficult to complete the form in a consistent and time-efficient manner.

_ strongly agree
agree somewhat
neither agree nor disagree
_ disagree somewhat
_ strongly disagree
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No clear directions are provided about expectations for report

preparation.

Comments:

strongly agree
agree somewhat
neither agree nor disagree

_ disagree somewhat
_ strongly disagree




APPENDIX E

EMPLOYMENT SUPPORT CENTRE
2156 Brunswick Street
Room #100
Alexandra Centre
Halifax, Nova Scotia
B3K2Y8
TELEPHONE: 421-7868

ASSESSMENT
FORM

CLIENT NAME:

DATE:

ASSESSMENT WORKER:




A) EDUCATION:
What is the highest
education level
obtained.

COMMENTS;

Employment Strengths

- Completed Post
Secondary

- Journeyman Trade
Certificate

Low Employrment
Bartiers

- Academic Grade 12
- Apprentice Level

- Some Post Secondary

Moderate Employment
Barriers

- Grade 10, 11

- Grade 12 General

- GED12
- BSTD Training

*CAAT Test

Page 1
High Employment
Barriers

Grade 0-3
Grade 9
Special Education

Alternative
School Programs

B) SKILLS:
That is, a combination
of formal skill training
and/or on-the-job
training.

- Paper qualification and
practical experience on
the job.

- Paper qualifications

NO experience or

- Short term experience

- Only on-the-job training
NO paper qualifications

Sporadic work
history in
early level work

COMMENTS:

C) WORK EXPERIENCE:

That is labour force
attachment.

COMMENTS:

- Stable employment
history; full time or

permanent part-time work.

- Has worked within last
year.

- Seasonal work:

consistent.

- Self Employed

- Contract Worker

- Has worked within last

year.

- Casual or on-call work

- Sporadic employment
history.

Never worked

Has not worked in
last 2 years or
longer.

Less than 1 year
work experience.




D)

JOB MARKET FACTOR:

That is, skills and
work experience
coincide with local
labour market
demands.

COMMENTS:

E)

COMMENTS:

F)

Employment Strengths

- Stable permanent
employment opportun-
ities available.

- Skills in demand

Low Employment
Barriers

- Seasonal employment.

- Skills are needed but

not locally, willing to
relocate.

- Skills not in demand;

willing to consider re-
training or other
occupation.

Moderate Employment
Barriers

- Employment opportunities
changing or decreasing

- Betraining necessary but
not immediately available.

- Limited employment
opportunities.

Fage 2
High Employment
Barriers

Recent industry
shut-down lay-off.

Skills not in
demand locally;
unwilling to
relocate.

Skills not in demand:
unwilling or unable
to retrain.

WORK RELATED ACTIVITY:

That is, recency of
work related activities,
skilis and habits, e.g.
training

- Work related activity
and routine within last 3
months

- Work related activity

and routine within last
3 to 6 months

- Work related activity
7 months to 1 year

No work related
activity routine
for more than 1
year

JOB SEARCH SKILLS:

- Well prepared resumé

- Verbai in interview and
high Personal sale-ability

- Has job search skills

but needs more input
ideas.

- Could benefit from

referrals

- Requires resumé

- Has limited job search
techniques

Not looking for
work or
sporadically
seeking work

Cannot complete
application



Page 3

Low Employment Moderate Employment High Employment
Employment Strengths Barriers Barriers . Barriers
F) JOB SEARCH SKILLS, continued - Has job search skills - Not aware of or

- Well developed job but needs new input cannot use job

COMMENTS:

search techniques

search techniques

Doesn’t understand
labour market

G) INCOMENEEDS:
Re: Wage expectations

COMMENTS:

conditions.
Earning potential is - Somewhat unrealistic - Requires financial Limited earning
realistic given qualifi- income expectations counselling, assistance potential impacts
cation and experience., with budgeting in financial
- Debt load is a concern motivation

Financial situation is in but currently
control manageable

Financial independence
is an important value

Awareness of community
resources, i.e, Food Banks

Willingness to accept lower
paying job or short term

- Not aware of community
resources

- Questionable if earning
potential will be a
financial benefit

Unrealistic income
expectations

Long term
dependence on
income assistance;
greater than 1 year




H) M.S.A. HISTORY

Low Employment
Employment Strengths Barriers

- First time in receipt of - MS.A. recipient 4to 6
assistance months; M.S.A.
supplernents UIC
- Length of time in receipt
of assistance 1-3 months

- M.S.A. supplements

Moderate Employment
Bartiers

- M.S.A. recipient 7
months to 1 year

- UIC exhausted

- Not eligible for UIC

Page 4
High Employment
Barriers

M.S.A. recipient
for more than 1
year

In receipt of
assistance 3
times or more

UIC or wages - Has been in receipt of
assistance in past
COMMENTS:
[} LITERACY: 1) READING:
Refers to CAAT - Functional; CAAT - Can read words but - Word recognition but Cannot recognize
levels Level C difficulties with limited vocabulary and words
comprehending CAAT comprehension CAAT
Level B Level A Cannot read
sentences
COMMENTS
) WRITING:
- Fluent writing style - Mixes upper and - Can only complete Cannot fill out

lower case letters
- Complete sentences
- Uses script and print
- Correct spelling and alternatively
grammar
- Spelling errors
- Completed application
form ~ Grammar errors

parts of application

- Answers with single
word responses

application form
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Low Employment Moderate Employment High Employment
Employment Strengths Barriers Barriers Barriers
1) LITERACY - WRITING, continued
COMMENTS:
{1} NUMERACY:
- CAATLEVELC CAAT LEVEL B’ CAAT LEVEL ‘A’ Cannot perform
basic operations
COMMENTS:
J)  AGE: - 2510 45 years old - 2110 24 years old - 19t010; 4510 - 18orunder;
54 years old over 55 years old
COMMENTS:
K) PHYSICALHEALTH: ~ Good physical health - Stable medical - Pregnancy - Chronic medical
condition problems
- Some limitation to
- Minor or short term employment due to - Unstable medical
heatth problem medical problems; condition

COMMENTS:

i.e. migraine, bad back

- Terminal illness
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COMMENTS:

MENTAL HEALTH:

Employment Strengths

- Good mental health,

i.e. good self esteem,
good coping skills, good
control of his/her life,
good understanding of

Low Employment
Barriers

- Situational short term

mental health problem
of expressing difficuity
coping with employ-
ment or family

- Recognizes problemn

and willing to actively
work with related
community resources

Moderate Employment
Barriers

- On medication

- Mental health problem
which is stable

- Willing to seek help but
unaware of resources

- Actively involved in
mental health community

Page 6

High Employment
Barriers

Chronic il health;
Unstable

Activity involved
daily/weekly with
mental heaith
community

Heavily
medicated

Denial of mental
health problem

Confused,
fragmented
thoughts and
ideas

Unable to
concentrate on
any topic

Withdrawn, over-
animated




M) SUBSTANCE ABUSE:

COMMENTS:

N)

Low Employment

Employment Strengths Bartiers

= No involvement in
substance abuse in
in last 2 years

- No involvement in
substance abuse

- Aware of resources

- Good support system

Moderate Employment
Barriers

- No involvement in
6 months to 2 years

- Actively involved in
life style change

- May need use of
community resource
periodically

Current impaired
driving charge or
repeated driving
charge

Page 7
High Empioyment
Barriers

- Denial of
substance abuse

- Active substance
abuse user

- Substance abuse
affecting:

iy Employment

iiy Family

iii) Health

iv) Law

v) Social Contacts

- Recover less than
6 months

PERSONAL RESOURCES:

- Has good family/
personal support in place

- Recently resolved
personal problems

- All conditions stable

- Child care reliable
with back-up system

- Some support systems

- Nurnber of personal
problems unstable;
i.e. family situation
relocated recently,
unaware but willing
to utilize community
resources

- Inconsistent care
of dependents

- Crisis personal
situation severe

- Family illness,
domestic
problems at crisis
level

- Unaware of or not
willing to seek
community
resources



Employment Strengths

N) PERSONAL RESOURCES, continued

COMMENTS:

Low Employment
Barriers

Moderate Employment
Barriers

- No back-up support
system for child care

Page 8
High Employment
Barriers

Dependent requires
24 hour care and no
care available

0) - HOUSING:

COMMENTS:

Permanent address

Adequate accommodation

- Has adequate housing

but seeking new
accommodations

- Planning a move in the

near future

- Half-way house, group
home setting, temporary
shelter

- Seeking better accom-
modations; rent is too
high for income level

Homeless or
unsafe living
accommodations

Pending eviction
Has had more

than 3 moves last
year

P) PHONE:

COMMENTS:

Has resident phone or
message machine

- Has phone at easy

acecess outside of
their residence

- Reliable phone number

for message

- Limited access to phone

- Noreliable phone number
for messages

No phone and no
number to leave
messages

Q) TRANSPORTATION:

COMMENTS:

One vehicle or reliable
public transit

Valid driver's licence

- Access to reliable

private transportation
system

- Infrequent public
transit system to
employment site

No accessto
public transpor-
tation and no
vehicle
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COMMENTS:

S)

COMMENTS:

LEGAL:

Employment Strengths

No record and no
involvement with the
law

Low Employment
Barriers

- Criminal record not
within 5 years

- Court or family suit
pending

Moderate Employment
Batriers

- Involved in probation
services

- Has suspended
sentence

- Owes fines

Page 9
High Employment
Barriers

Recent criminal
record

On parcle

Have charges
pending

VOCATIONAL GOALS:

Client knowing what he
wants to do (Work-
Define) (Training-
Defing) as it relates

to the labour market

Specific vocational
goals

Attainable and realistic

goals related to present

labour market

- Has specific vocational

goals but needs
training/work exper-
ience and has ability
to be retrained.

- Has some ideas of
goals but requires
clarification

- Has some developed
skills

Has no idea of
goal

Mas unrealistic
goals related to
training or
education

Has little education
or training

Indecisive
Does not have

ability to obtain
goals they want




T) WORKATTITUDES:

Observe behaviour
Assessor sees and
hears through
interview

COMMENTS:

Low Employment

Employment Strengths Barriers
Good grooming - Punctual
Maintenance of eye - Opento guidance in
contact : seeking employment

ot training
Punctual for appointment

- Openio new ideas or
suggestions from
other sources

Appropriate response
to questions

Self-directed

Moderate Employment
Barriers

- Cultural values may
conflict with employment

- Difficulty understanding
questions

- Sporadic contact

- Hesitant, unsure about
direction

- Willingness to review
suggestions is
questionable

Page 10

High Employment
Barriers

Cultural values
seriously limit
employment
opportunities.

Frequently
cancelled
appointments

No eye contact

Answers mono
syllables

Raises voice
unnecessarily

Inflexible in
employment
choices

Inappropriate
comments




Alberta

APPENDIX F

EMPLOYABILITY ASSESSMENT

* This assessment censists of two parls, pages 110 3. Please complele all pages and process as insiructed.

Employment Suppoit Services

For each faclor, please tick the box which best describes the clisnt's situstion. In cases whers more than one statement may apply,
choose the barrier which would most inkibit the client’s abifity to obtain employment.

Lar NT'na |

LT L] 1

asiiNNENENNN

Reason

F
Assessment Date Sex

| | l

Date of Binh

Age

L

r Dept.

Home/Message Phone

LI 1]

Occz}piatizlan
| |

LI

LT

applic abI?)

LLLLL LT

Trealy Indian

ICOTHT of|Ori‘gin I

Date Arriyed
LT

Alberta Resident for

Part-time or casual
employment

Unemployed for
ona year or more

yes I no [ morethanoneyear  YES [ NO O
FACTOR LOW BARRIER MODERATE BARRIER HIGH BARRIER COMMENTS
A, EDUCATICN Diplomna/Training D Grade 10 D Grade 0 - 8 E

+ highest
compleled Trade Certilicate D Grade 11 D Grade 9 I::]
education level

Post Secondary Grade 12 D Special Education D
+ accrediled
training specily

B. WORK EXPERIENCE
* labour force Stable emfoymant Spreadic I:l Never worked
attachment, history, full time D employment,
markeatability or permanent history of layoffs, Less than 1 year
reliability part-tims quitting wortk experience
employment

C. WORK REFERENCES

* reputatien in

Pesitive work

References not

References not

Oy O 4 0oao

expectations

= importance of
financial
independence

expeactations

Income
requirement
exceeds earning
polential

Reluses to accept
low paying job

Limited earning
polential impacts
metivation

D
the labour market references available or [:] favourable
available questionable
D. SKILL LEVEL ]
* combination of Skilled Semi-skilled Unskilled
formal skill training
and/or on-the-job Skills not L—_l
training recently used
E. INCOME NEEDS D Somewhat D Unrealistic incoms D
* earning potential Realistic Income unrealistic expectations
compared to expectatlions, income

O O
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FACTCOR

LOW BARRIER

MODERATE BARRIER HIGH BARRIER

COMMENTS

F. JOB MARKET
FACTORS
= skills and work
experience
coincide with

Stable,
permanent

employment
opportunities [:I

Seasonal
emplooyment I:]

Employment

Lirnfted employment
opporiunities/
skifls not in demand

L]

sought.

labour market available/skills opportunities Oiher D
demands in demand decreasing
Specify
G. CRIMINAL RECORD
= impact on typs Not applicable D Does not limit Limits job D
of empleyment job options options

H. PHYSICAL HEALTH
» well-being/
physical limitations
may restrict
type of job or

Good physical
health

Minor or short term
health problems

Pregnancy (first 2 D

Chronic physical
complaints

Unstable medical

0 [

training trimesters condition
Stable medical
condition Specily
Long term illness D
I. DRUG/ALCOHOL Suspected D
+impact on Net applicable D substance abuse Active drug/
employment/ alcchol D
lifestyle Inactive depdendence
drug/alccho
| dependence

J. PRESENTATICN

Presentation/

Presentation/

contflict with work
requirement

Accepts financial
dependence

= the interview Favourable appearance D appearance D
is the entiy into presentation/ may affect will irmpact
employment appearance employability empleyability
K. MENTAL HEALTH Shot-term E]
» psychological Good mental/ health concerns Chronie
well-being psychological psychological [:I
health Situational ill health
stresses
impacling
well-being
L. MOTIVATION/SELF Self concept/ Negative seif
IMAGE/VALUES Positive altitudes may concept/atiitudes
* includes altitudes affect employability will limit ability to
cultural values get employment
factors independence Cultural values may

M. FAMILY HEALTH
+ well-being of
dependents
and/or spouse

Mo health
problems D

Not applicable I:]

Scme medical
needs which may
interfere with work

Other D

Problems of spouse
or children inter-
feres with work

Other

Specily

Specify

O 010 O
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FACTOR

LOW BARRIER

MODERATE BARRIER HIGH BARRIER

COMMENTS

P, TRANSPORTATION
* accessibility
of work/training
sites

Vehicle/public
transport
available and
accessible

f_icense suspended D

N. CHILD CARE Reliable child care I:i Care availa bls I:] Child{ren) with
+» complexity of including back-up but no back-up special needs D
child care support support
arrangements Adequate/
« compatabilily Not applicable D Other [:l appropriate child D
of working hours care not available
refative to Specily
child care Other D

Specify

O. AGE 16-24 years D
«can be a factor 25-34 years || 35-ddyears [ |
in screening 45 or mere years D

Public fransport
impractical I:]

No accessible
public transport
and no vehcila

Q. TELEPHONE
» accessibility
of ¢lient to
potential
employers

Resident telephone D

Message system [:]

Unabla ic obtain
atelephone
{ouistanding
account, poer
credit rating)

L]

R. ACCOMMODATION
« stability of
living situation

Safe/adequate
affordable housing

L]

In need of
adequate D

housing

Housing inadequate/
unsafe

B

High rent, eviction,
transience

S. LITERACY
+ hiring Fluent English I:] Functional, can D Unable to read or
practices written and spoken) complets forms speak English D
rely on fluentlyfunable to
communication Spoken English fill out applications
skifls satisfactory, poor

written skills

T. VOCATIONAL
GOALS Realistic/ Unclear but Unrealistic/lacks
» a sense of altainable goals; D flexiblefrealistic goals; immature/ D
direction definite plan indecisive

of action

SUMMARY: Identily (by letter) major employment barriers.

Using this information, arrive at a conclusion as to the client's abilily to obtain and maintain competitive employment and identify the
support services required to rmake this transilion.
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CLIENT'S NAME

DATE & SOURCE OF REFERRAL

DATE OF INTAKE ASSESSMENT
COUNSELLOR
(circle all appropriate indicators)

APPENDIX G

19 - 20 years

{accredited training
highest completed
education level)

grade 10-11

grade 12 (business/
vocational)

GED (XH)

adult basic education
(upgraded)

education in another country

I. AGE - 25- 40 years 21- 24 years
41 - 44 years 45 - 54 years
{can be a factor 18 years or under
in screening) 55 years or older
1. EDUCATIONLEVEL - completed post-secondary some post-secondary grades 1-6
ATTAINED (highest) - journeyman trade completed Grade 12 (U.E.) grades 7-9
certificate trades training special education

alternative schoo! programs

HE

LITERACY/LANGUAGE

written work

ability to locate work/
training (i.e. read,write)
hiring practices rely

on abitity to
communicate

- fluent English (written &
spoken)

- strong spelling and
grammar skills

- knowledge of other
languages

- strong learning ability

spelling/grammar errors
can only complete parts of
application forms

limited vocabulary

difficult to understand at
times

unabie to speak English
fluently

unable to complete
applications, poor
pronunciation, cannot read
learning ability questionable




V. SKILLLEVEL - skilled (practical - paper qualifications but unskilled
(SKILLS) experiences on the job) no experience
(combination of formal - paper quglifications - only on-the-job training
skill training and/or that is short term
on-the-job training - skills not recently used

V. WORK EXPERIENCE - stable employment - seasonal work (consistent) never been employed
(employment history) (full-time or permanent - self-employment has not been employed
(labour force part-time) - contract work in last 2 years
attachment) - has worked within last - sporadic work history less than 1 year of work
(marketability) year - variety-short term jobs experience
{number & length only numerous job losses
of jobs) - casual work (on call)

- history of lay-offs/quitting
- fired

VI. WORKRELATED - extensive volunteer - work related activity and no work related activity
ACTIVITY (volunteer work routine within last three or routine
work) clubs, hobbies - work related activity and years lack of organizational
(work habits develop- routing within last three skills
ment of routine/ months
organization & recent - well organized
participation/extra-
curricular activity)

Vil JOB/LABOUR MARKET |- stable permanent - limited to seasonal and/or extremely limited or no
FACTORS (skills & employment opportunities part-time work employment opportunities
work experience available - limited/decreasing skills not in demand
coincide with labour - skills in demand employment opportunities (surplus)
market dermands) - retraining required training unavailable




VIlL.JOB SEARCH SKILLS

(and reputation in
labour market)

well prepared resumé
has references

well developed job
search techniques
personal saleability
solid knowledge of
labour market

has some job search
skills

resumé needs work
limited job search skills/
techniques

no references

not motivated to look for
work

no job search skills
cannot complete
applications

no uncerstanding of
labour market conditions
no/poor references

no resumeé

. INCOME NEEDS

{wage expectations)
(earning potential
compared to
expectations,
importance of
financial
independence, money
managing skills)

3

realistic income
expectations

financial situation in
control (good money
management) financiat
independence is
important value

willing to accept short
term or lower paying job
aware of community
resources

some problems with
budgeting in past

income requirement

exceeds earning ability,
questionable if earning
potential will be of

financlal benefit

somewhat unrealistic

income expectations
requires financial counselling/
assistance with budgeting
high debt load

Canada Student Loan default

unrealistic income
expectations

limited earning potential
impacts on financial
motivation

fong term PSA dependence
refusal to accept entry level
wages

training allowance/wage

will not meet needs

PROVINCIAL SOCIAL
ASSISTANCE (PSA
HISTORY)
(dependence/
stability patterns)

t

on P.S.A. three
months or less

first time in receipt of
P.S.A.

supplemented only by
P.S.A.

on P.8.A. less than 6 months
supplemented (ie) wages or UIC
not eligible for UIC

has been in receipt of P.S.A

. {(any assistance) in past

on P.S.A. greater than 6
months - 2 years

on P.S.A. greater than
two years

on P.S.A. greater than
2 separate times




X1. VOCATIONAL GOALS
{sense of direction,
client knowing what he
wants to do work/
training as it relates
to the labour market,
goal setting)

- specific vocational goals
(solid sense of direction)

- attainable and realistic
goals

- definite plan of action

~ good knowledge of
resources

- has undergone testing
to support vocational goals

has specific goals and
abilities but requires
retraining

needs further career/
training information (little
knowledge of resources)
has short term goals -
requires clarification
knows interests, but no
knowledge of resources

no idea of goal (undefined)
unrealistic goals related to
training or education
indecisive

immature

does not have ability to
plan or obtain goals

XH. PHYSICAL HEALTH
(well being/physical
limitations; accommo-
dation required)

- good physical health

minor or short term health
problem

stable medical condition
(controlled by medication)
some limitation or accommo-
dation to employment due

to medical problems (ie
frequent migraines, bad back)

major of long term health
problem

XILFAMILY HEALTH
CONCERNS (well
being of dependents/
spouse or close
family members,
affects commitment)

- no health problems

two or more young children
(day care or early school age)
some medical needs which
may intetfere with work

(ie children - frequent medical
appointments, asthma, etc.

family member with
disability/special needs
family member frequently
hospitalized

more than one family
member with medical
concern/need

family member requiring
24 hour care - no reliable
care available




XIV.MENTAL HEALTH
(psychological
well-being)

- good mental/
psychological health

- good coping skills, solid
self-esteem and control

situational short term
mental health problems
affect coping

recognizes problem but has
knowledge of resources
and is willing to work actively
previous hospitalization
(unstable diagnosis) on
medication

unaware of resources
situational stresses

impact well-being

involved in mental health
community

chronic ill health/unstable
heavily medicated

deniat of mental health
problem

confused, fragmented
thoughts and ideas
depressed

unable to concentrate
actively involved with
mental health (outpatient)

XV. FAMILY (BACKGROUND/
SUPPORTS)
(is there a pattern/cycle,
marital status?)

- reports/speaks of happy
childhood

- stable

- contact with one or more

family of origin members

regularly

positive family role models

+

contact with one positive

role model! from family of
origin

a number of significant
problems in family of origin
no family of origin role models
that are positive

family of origin dependent

on client

reports/speaks of
unhappy childhood
multi-problem family of
origin

second generation
welfare dependence
cut all ties with family
of origin




XVI.PERSONAL,
RESOURCES/
SOCIAL NETWORK
& SUPPORT SYSTEM
social network &

support system
(community resources,
is there support for
clients undertakings)

has good family/personal
support

all conditions stable
aware of community
resources

involved in a community
activity (clubs, hobbies)

some support systems in place
aware of soma resources
available - willing to utilize
number of personal problems
unstable with few supports
available, willing to utilize
number of personal problems
recently relocated with few
contacts

crisis: personal
situation severe
unaware of or not willing
to seek community
resources/supports
unhealthy social network

XVIL.COMMUNICATION
SKILLS
(hiring practices rely
on ability to
communicate)

solid communication skills
(verbal and written)
relates appropriately to
others (good inter-
personal skills)

relates inappropriately to
others at times
unclear statements

poor verbal and written
communication skills
consistently inappropriate
communication

oblivious to affect on others

XVII.PROBLEM SOLVING/
COPING SKILLS
{can client solve
problems that may
arise, client perception
of problem)

stable

accepts constructive
criticism and takes positive
steps

proven ability to cope
{good skills)

can define problems and
explore consequences

- inconsistent coping methods

some negative reaction to
criticism

few coping skills

little ability to problem solve
cannot define problem

does nothing about
constructive criticism or
has negative reactions
unrealistic perceptions

no problem solving skills
(immobilized) panics
unaware of consequences
of actions

XIX.PRESENTATION/
APPEARANCE
(the interview is the
entry to employment)

favourable presentation/
appearance

moderate change in presenta-
tion/appearance required
presentation/appearance may
impact on employabitity

presentation/appearance
will impact employability
negatively

poor grooming/hygiene
clothing unkept




XX. MOTIVATION/
SELF-IMAGE
(is client committed to
employment
accountability
and responsibility)

positive attitudes
strong sense of self
(self-directed)
motivated/organized
maintains eye contact
assertive

willingness to review issues/
suggestions

shy - requires some confidence
building

sporadic eye contact
hesitant/unsure about direction
self-concept may affect
employability

negative self-concept
answers mono-syllables
passive/aggressive

no eye contact

hostile or withdrawn
unmotivated

XXI.LEGAL ISSUES/
CRIMINAL RECORD
(impact on type of
employment sought)

1

no recotd
no involvement with the law

doing community work to pay
off fines (fine-option)
court/family suit pending
criminal record over 5 years

old

involved with probation services
owes fines/warrants out-
standing, has suspended
sentence

recent criminal record
previgus record of
incarceration

on parole

charges pending
custody-(of children)
removed

serious nature of offenses

XX SUBSTANCE ABUSE
(ALCOHOL/DRUGS)

lifestyle)

{impact on employment

no involvement in
substance abuse

no involvement in substance
abuse in over 2 years (inactive
sirug/aicohol dependence)
actively involved in lifestyle
change

aware of resources/support
suspected alcohol/drug use
past involvement in residential
treatment or detox

current impaired driving charge
or repeated drinking charges

1)
2}
3)

5)

active drug/alcohol
dependence

denial of known substance
abuse

substance abuse affecting
employment

family

health

law

social contact

less than six months
scobriety/recovery




XXHL.HOUSING/
ACCOMMODATION
(stability of living
situation - practicality,
length of time in
community area)

- permanent address

- safe/adequate affordable
housing

- stable (in same place over
4 years)

seeking better accommodations,
housing (rooms) too small

must move in near future

has adequate housing but
seeking new accommodations
lien on house

half-way house, group home
temporary shelter

homeless

housing inadequate or
unsafe

landlord/tenant issues
pending eviction

(forced move)

has had more than 3 moves
last year (transient)

rent is too high (for income
level)

XXIV. TELEPHONE
{accessibility of client
to potential
employers, etc.)

has residential telephone
- has answering machine

reliable phone number for
messages

phone at easy access outside
residence

limited access to telephone
(or messages)

unable to obtain a
telephone

no reliable phone number
for messages

XXV.TRANSPORTATION/
MOBILITY
(accessibility of work/
training sites - day care
mobility)

valid drivers license
reliable access to vehicle
or public transit

prepared to relocate

license not applied for

access to private transport-
ation system

no reliable private transportation
public transportation available
but inconvenient or impractical

no access to public
transportation and no
vehicle

unfamitiar with transport-
ation system

license suspended




XXVI.CHILD CARE
(complexity of child
care arrangements)
(compatibility of
working hours relative
to child care)

none required (not
applicable)

reliable affordable child
care

reliable back-up
arrangements

reliable/affordable care
available but no back-up
support

only private care available
{costly)

works shifts

children with special needs
child under 1 year old

no adequate/appropriate
child care

five or more children under 12

XXVILOTHER AGENCY
INVOLVEMENT
(and past involvement,
knowledge of resources)

aware of resources but
not in need

working with employment
related agencies (ie,
registered)

working with employment
services (longer than a year)
unaware of employment
agencies support

second HROP involvement

completely unaware of
community/agencies and
resources

involved with: probation
services or child and family
services, etc. for over 2
years re: serious ongoing
issues

XXVIIELWORK ATTITUDES/
VALUES
cultural barriers
(includes attitudes,
observe behaviour,
assessor sees and
hears through
interview)

values independence
punctual

good groorming
appropriate responses to
questions

seeks feedback
responsible
flexible/adaptable

open to guidance in seeking
employment or training
open to new ideas or
suggestions from other
sources

cultural values may conflict
with work requirements
difficulty understanding
questions

willingness to review
suggestions is questionable

accepts financial
dependence

cultural values seriously
limit ernployment
opportunities
irresponsible

inflexible in employment
choices

raises voice unnecessatrily
disruptive

inappropriate comments/
inflexible




CLIENT'S NAME

EMPLOYABILITY ASSESSMENT INDEX

PART | - ASSESSMENT

DATE & SOURCE OF REFERRAL

(circle all appropriate indicators)

DATE OF INTAKE ASSESSMENT.
COUNSELLOR

APPENDIX H

1. AGE

(can be a factor
in screening)

- 25-40years

21- 24 years

- 41-44 years

19 - 20 years
45 - 54 years
18 years or under
55 years or older

2. EDUCATIONLEVEL
ATTAINED (highest)

(accredited training
highest completed
education level)

- completed post-secondary
- journeyman trade
certificate

some post-secondary
completed Grade 12 (U.E.)
trades training

grade 10-11 .

grade 12 (business/
vocational)

GED (XIn

adult basic education
{upgraded)

education in another country

grades 1-6

grades 7-9

special education
alternative school programs

3. LITERACY/LANGUAGE

written work

ability to locate work/
training (i.e. read,write)
- hiring practices rely
on ability to
communicate

- fluent English - written

- fluent English - spoken

- strong spelling and
grammar skills

- knowledge of other
languages

- strong learning ability

spelling/grammar errors
can only complete parts of
application forms

limited vocabulary

- difficult to understand at

times

unable to speak English
fluently

unable to complete
applications, poor
pronunciation, cannot read
learning ability questionable




SKILL LEVEL
(SKILLS)
(combination of format
skill training and/or
on-the-job training

- skilled {practical
expetiences on the job)
- paper qualifications

- paper qualifications but
no expetrience

- only on-the-job training
that is short term

- skills not recently used

unskilled

WORK EXPERIENCE
{employment history)
{labour force
attachment)

- stable employment history
{fult-time or permanent
part-time)

has worked within last

- seasonal work (consistent)
- self-employment

~ contract work

- sporadic work history

never been employed
has not been employed
in last 2 vears

less than 1 year of work

{marketability) year - variety-short term jobs experience
(number & length only numerous job losses
of jobs) - casual work {on call)
‘ - history of lay-offs/quitting
- fired
WORK RELATED - extensive volunteer - work related activity and no work related activity
ACTIVITY (volunteer work routine within last three or routine

work) clubs, hobbies
(work habits develop-
ment of routine/
organization & recent
participation/extra-
curricutar activity)

work related activity and
routine within fast three
months

- well organized

years

lack of organizational
skills

JOB/AABOUR MARKET
FACTORS (skills &

work experience
coincide with local labour
market demands)

- stable permanent
employment opportunities
available

~ skills in demand

- limited to seasonal and/or
part-time work

- limited/decreasing
employment opportunities

- retraining required

extremely limited or no
employment opportunities
skills not in demand
(surplus)

fraining unavailable




stability patterns)

not on social assistance

on P.S.A./Municipal greater

than 6 months - 2 years

8. JOBSEARCH SKILLS - well prepared resumé has some job search not motivated to ook for
(and reputation in - has references skills work
labour market) - well developed job resume needs work no job search skills
search techniques limited job search skills/ cannot complete
(interview experience) techniques applications.
- personal saleability poor references no understanding of
- solid knowledge of labour market conditions
labour market no personal marketing skills
no resumeé
no references
9. INCOME NEEDS - realistic income some problems with unrealistic income
(wage expectations) expectations budgeting in past expectations
(earning potential - financial situation in income requirement fimited earning potential
compared to control (good money axceeds earning ability, impacts on financial
expectations, management) financial questionable if earning motivation
importance of independence is potential will be of fong term PSA dependence
financial important value financial benefit refusal to accept entry level
independence, money - willing to accept short somewhat unrealistic wages
managing skills) term or lower paying job income expectations training allowance/wage
- aware of community requires financial counselling/ will not meet needs
resources assistance with budgeting
high debt load
Canada Student Loan in default
10. PROVINCIAL SOCIAL - on P.S.A. (Municipal) on P.S.A./Municipal less on P.S.A./Municipal greater
ASSISTANCE (PSA three months or less than 6 months than two years
HISTORY} - first time in receipt of supplemented (ie) wages or UIC on P.S.A./Municipal greater
{(MUNICIPAL P.S.A./Municipal not eligible for UIC than 2 separate times
ASSISTANCE) - supplemented only by has been in receipt of P.8.A
(dependence/ P.S.A./Municipal . (any assistance) in past




11. VOCATIONAL GOALS
{sense of direction,
client knowing what he
wants to do work/
training as it relates
to the labour market,
goal setting)

- specific vocational goals
{solid sense of direction)

- attainable and realistic
goals

- definite plan of action

- good knowledge of
resources

- has undergone testing
to support vocational goals

has specific goals & abilities
but requires retraining
needs further career/
training information (little
knowledge of resources)
has short term goals

has some idea of goals -
requires clarification

knows interests, but no
knowledge of resources

no idea of goal (undefined)
unrealistic goals related to
training or education
indecisive

immature

does not have ability to
plan or cbtain goals

12. PHYSICAL HEALTH
{(well being/physical
limitations;
accommodation
required)

- good physical health

minor or short term health
problem

stable medical condition
(controlled by medication)
some limitation or accommo-
dation to employment due

to medical problems (ie
frequent migraines, bad back)

major or long term health
problem

13. FAMILY HEALTH
CONCERNS (well
being of dependents/
spouse or close
family members,
affects commitment)

- no health problems

two or more young children
(day care or early school age)
some medical needs which
may interfere with work

(ie children - frequent medical
appointments, asthma, etc.

family member with
disability/special needs
family member frequently
hospitalized

more than one family
member with medical
concern/need

family member requiring
24 hour care - no reliable
care available




14. MENTALHEALTH
(psychological
well-being)

- gaod mental/
psychological health

- good coping skills

- demonstrates positive
self-esteem and control

situational short term
mental health problems
affect coping

recognizes problem but has
knowledge of resources
and is willing to work actively
previous hospitalization
(unstable diagnosis), on
medication

unaware of resources
situational stresses impact
well-being

involved in mental health
community

chronic ill health/unstable
heavily medicated

denial of mental health
problem

confused, fragmented
thoughts and ideas
depressed

unable to concentrate
actively involved with
mental health (outpatient)

15. FAMILY (BACKGROUND/
SUPPORTS)
(is there a pattern/cycle,
marital status?)

- reportsfspeaks of happy
childhood

- stable

- contact with one or more
family of origin members
regularly

- positive family role models

- positive family suppott

contact with one positive
role mode! from family of
orlgin

a number of significant
problems in family of origin
no family of origin role models
that are positive

family of origin dependent

on client

reports/speaks of
unhappy childhood
multi-problem family of
origin

second generation

welfare dependence

cut all ties with tamily

of origin

family responds negatively
to change




16. PERSONAL
RESQURCES/
SOCIALNETWORK
& SUPPORT SYSTEM
social network &
support system
(community resources,
is there support for
clients undertakings?)

has good family/personal
support

all conditions stable
aware of community
resources

involved in a community
activity (clubs, hobbies)

some support systems in place
aware of some resources
available - willing to utifize
number of personal problems
unstable with few supports
available, willing to utilize
number of personal problems
recently relocated with few
contacts

crisis: personal situation
severe

unaware of or not willing
to seek community
resources/supports
unhealthy social network

17. COMMUNICATION
SKILLS

(hiring practices rely
on ability to
communicate)

1

effective verbal
communication skills
effective written
communication skills
relates appropriately to
others (good inter-
personal skilis)

relates inappropriately to
others at times
unclear statements

poor verbal cormunication
skills

poor written communication
skills

consistently inappropriate
communication

oblivious to affect on others

18. PROBLEM SOLVING/
COPING SKILLS
(can client solve
problems that may
arise, client perception
of problem)

stable

accepts constructive
criticism and takes positive
steps

proven ability to cope
{good skills)

can define problems and
explore consequences

inconsistent coping methods
some negative reaction to
criticism

few coping skills

little ability to problem solve
cannot define problems

does nothing about
constructive criticism or
has negative reactions
unrealistic perceptions

nao problem solving skills
(immobilized), panics
unaware of consequences
of actions




19.

PRESENTATION/
APPEARANCE

(the interview is the
entry to employment)

favourable presentation/
appearance

- moderate changes in
presentation/
appearance required

- presentation/appearance
may impact on
employability

presentation/appearance
will impact employability
negatively

poor grooming/hygiene
clothing unkept

20.

MOTIVATION/
SELF-IMAGE

(is client committed to
employment
accountability

and responsibility)

positive attitudes
strong sense of self
(self-directed)
motivated

asserts self in a positive
mannet

organized

]

shy - requires some
confidence building

sporadic eye contact
hesitant/unsure about
direction but has a willingness
to review issues/suggestions
seif-concept may affect
employability

negative self-concept
answers mono-syllables
passive

no eye contact

hostile or withdrawn
unmotivated
aggressive

21,

LEGAL ISSUES/
CRIMINAL RECORD
(impact on type of
employment sought)

no record
no involvement with
the law

doing community work to pay
off fines (fine-option)
court/family suit pending
criminal record over 5 years

old

involved with probation services
owes fines/warrants out-
standing, has suspended
sentence

recent ¢riminal record
previous record of
incarceration

on parole

charges pending

custedy (of children)
removed

serlous nature of offenses




22.

SUBSTANCE ABUSE
(ALCOHOL/DRUGS)
(impact on employment/
lifestyle)

- no involvement in
substance abuse

no involvement in substance
abuse in over 2 years (inactive
drug/alcohol dependence)
actively involved in lifestyle
gnange

aware of resources/suppott
suspected alcohol/drug use
past involvement in residential
treatment or detox

current impaired driving charge
or repeated drinking charges

active drug/alcohol
dependence

denial of known substance
abuse

substance abuse affecting
1) employment

2) farily

3) health

4} law

5) social contact

less than six months

employers, etc.)

residence
limited access to telephone
(or messages)

sobriety/recovery
23. HOUSING/ - permanent address seeking better accommodations, homeless
ACCOMMODATION - safe/adequate affordable housing (rooms) too small housing inadequate or
(stability of living housing must move in near future unsafe
situation - practicality, - stable {in same place over has adequate housing but landlord/tenant issues
length of time in 4 years) seeking new accommodations pending eviction
community area) lien on house (forced move)
half-way house, group home has had more than 3 moves
temporary shelter last year (transient)
rent is too high (for income
level)
24, TELEPHONE - has residential telephone reliable phone number for unable to obtain a
(accessibility of client - has answeting machine messages telephone
to potential phone at easy access outside no reliable phone number

for messages




25, TRANSPORTATION/
MOBILITY
(accessibility of work/
training sites - day care
mobility)

valid drivers license
reliable access to vehicle
or public transit

prepared to relocate

license not applied for

access to private transport-
ation system

public transportation availavie
but inconvenient or impractical

no access to public transport-
ation and no vehicle

unfamiliar with transport-

ation system

license suspended

no reliable public transportation

26. CHILDCARE
(complexity of child
care arrangements)
{compatibility of
working hours relative
to child care)

5

none required (not
applicable)

reliable affordable child
care

reliable back-up
arrangements

rgiable/affordable care
available but no back-up
support

only private care available
(costly)

works shifts

children with special needs
child under 1 year old

no adeguate/appropriate
child care

five or more children under 12

27. OTHERAGENCY
INVOLVEMENT
(and past involvement,
knowledge of resources)

aware of resources but
notin need

working with employment
related agencies (ie,
registered)

working with employment
services (longer than a year)
unaware of employment
agencies supports

second HROP involvement

highly dependent on
community agencies
completely unaware of
community/agencies

and resoursces

involved with: probation
services or child and family
services, etc. for over 2
years re: serious ongoing
issues
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28. WORK ATTITUDES/
VALUES
cultural barriers
(includes attitudes,
observe behaviour,
assessor sees and
hears through
interview)

- values independence

- punctual

- good grooming

- appropriate responses to
questions

- seeks feedback

- responsible flexible/
adaptable

open to guidance in seeking
employment or training
open to new ideas or
suggestions from other
sources

cultural values may conflict
with wortk requirements
difficulty understanding
questions

willingness to review
suggestions is questionable

accepts financial
dependence

cultural values seriously
limit employment
opportunities
irresponsible

inflexible in employment
choices

raises voice unnecessarily
disruptive

inappropriate comments/
inflexible




EMPLOYMENT FACTORS
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Strengths

Low-Moderate

High Batrriers

Age

Education Level Attained

Literacy/lLanguage

Skills Level

Work Experience

Work Related Activity

JobfLabour Market Factors

Job Search Skills

income Needs

P.S.A. History

Vocational Goals

Physical Health

Family Health Concerns

Mental Health

Family Supports

Personal Resources/Social Network

Communication Skills

Problem Solving/Coping Skills

Presentation/Appearance

Motivation/Self-image

Legal Issues

Substance Abuse

Housing/Accommodations

Telephone

Transportation/Mobility

Child Care

Other Agency involvement

Work Attitudes/Values




PART Hl - SUMMARY OF FINDINGS AND RECOMMENDATIONS

Strength Factors:

Barriers:

Counsellor Recommendations/Plan:

Comments:



APPENDIX |

COUNSELLORS OPEN ENDED RESPONSES TO EACH QUESTIONNAIRE

- RESPONDENT BY RESPONDENT

Responses (Comments) on Questionnaire A

Respondent 1

Respondent 2

Respondent 3

Respondent 4

Respondent 5

Respondent 6

Respondent 7

Respondent 8

* Although the current package does not provide information

in some areas (i.e. emotional health, mental health, work
ethic, work references, age, etc.), it still can be included by
the counselior.

Certain important categories of information are
inappropriately addressed.

Reports (file notes) vary now as each counsellor reports to a
different degree on different areas.

Compiling information for files is not a problem, but
reporting it is.

A written outline regarding expectations for report writing
was never completed, and direction from the 1991
counsellor training session never provided/implemented.

The existing package needs fine tuning. There is too much
detail to use when actually with a client.

A standardized approach should have ‘yes/no’ and ‘ill in
the blank’ areas, as well as a narrative section.

More objective and concrete criteria should be established
to support or deny specific vocational plans. Measurable
criteria to support a counsellors judgement is necessary.

A format which quickly focuses on the following should be
developed: 1) hard data (name, SIN, birth date,
dependents, SAMIN#, etc.), 2) current data (address,
phone, education, work history, etc.), and 3) eligibiiity
criteria - for certain programs (gender, age, aboriginal
status, residing in province, C.L.S. status, etc.)

A standardized assessment format is necessary (for all
regions). One should be developed and all counsellors
trained in its use.

Our client group as a whole has changed since the current
assessment package was developed. We now need an



Respondent 11

Respondent 12

Respondent 13

Respondent 14

espondent 15

Respondent 16

Respondent 17

Respondent 18

Respondent 19

Respondent 20

-2.

assessment guide to help the higher functioning clients
determine feasible goals (i.e. geared to academics, etc.)

Specific information should be easier to locate (on file) than
our present system allows.

A data bank would be useful, however the danger is data
can be manipulated and taken out of context. Social
sciences cannot be measured totally accurately by
statistics, unlike other sciences.

Statistical data should be compiled that would give us
insights into our effectiveness in different areas.

A data bank is necessary as a base for future planning and
change.

The current process of compiling information long-hand is
time-consuming, but saves time in the long run (in
vocational planning).

The current assessment package should be reviewed.
Categories of information are missing, reporting long-hand
on intake is time-consuming, and the package is not used
consistently by all HROP counsellors.

A thorough assessment should review all possible
factors/areas.

A standardized package that enables us to quantify
information gathered is necessary and should be
developed.

A standardized form should be used across the province.
The current package allows counsellors to “write a book” if
they want to.

Our package should not be standardized at the expense of
losing it as a sound assessment tool.

| thought our current assessment package was already
standard-ized.

A form that enables us to capture and to locate relevant
data quickly (and uniformly) is required. Narrative can
always be added as necessary.
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Respondent 21« Any comprehensive assessment takes time and should be
allocated sufficient time if a viable program is to be run.

- Personally | find the form to be adequate because it's not
the only documentation being done. Consistent file
recordings are being kept through time, with new
information recorded as it becomes available. | see no
need to change the format.

Respondent 22 - Srhort-cutting on information gathering will leave clients at
risk of having some barriers remain unidentified.

Respondent 23+ Some barriers are not easy to measure or quantify.

Respondent 24+ The current assessment package is sufficient and there is
no need to change it.

Respondent 25 + Anything can be improved on.

Respondent 26 - Is our current package not standardized, and used by
everyone now?
* The assessment package works as well as those who are
using it.



Respondent 9

Respondent 10

Respondent 11

Respondent 13

Respondent 14

Respondent 16

-

-5-

The new assessment {ool is a great improvement. | really
like the fact that | can pick up a co-workers file when
covering, and find what | need to know quickly. | can also
read it, which helps when co-workers' notes aren’t legible.
The assessment package used consistently shouid guide
counsellors through the task of client assessment in less
time, with more accuracy and, at the same time, assist with
selection of the most appropriate clients for our program.

Too much paper for the amount of information collected.
To reduce paper, the assessment tool could be
photocopied double sided.

The check-off system makes it difficult for me to accurately
document the facts because each clients’ situation varies
and does not always fit into check points.

Does a good job of covering a great majority of
employability factors. It will be useful for more accurate
recording and it will be easy to reference.

The new assessment too! is a sincere effort to establish
some methodology in the system. The concept of a uniform
approach by counsellors in the assessment process has
merit in that statistics/ results will be more meaningful
considering all counseliors are asking the same questions.
This observation is to be qualitied to the extent that the
perceptions/biases of individuai counseliors must be taken
into account. These perceptions/biases will have some
effect on the way in which the assessment tool is utilized.

| like the new assessment package and find it easier to use.
It eliminates the need to write long transfer summaries
when transferring a file to another counsellor.

The proposed method of data coliection, with some fine-
tuning, can be quantified, coded and computerized to
provide reliable data for program improvements in the
future and offer a timely response to the constantly
changing demands in the labour market.

Overall | feel the new assessment package is a more
effective and descriptive tool than the previous format
All factors receive equal consideration, which is an
improvement over the last assessment index.



Respondent 17

Respondent 19

Respondent 20

Respondent 21

Respondent 22

Respondent 23
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The quality of information collected no longer depends on
the ability of staff to write consistent long-hand reports. This
assessment tool can save time and help identify clients
most effectively served in the Winnipeg office and those
who are more appropriately referred to other agencies for
service.

This tool should save a lot of time taken with lengthy write-
ups and give us universality in assessments. | really like
the back page which gives us a “quick scan” of client
strengths and weaknesses without pouring through pages
of write-ups.

+ | didn’t see anything wrong with the old assessment

package until | had a chance to use this new format. it's
quick and easy to follow, and generally | prefer it.

The new package gets at more information that our old
assessment package, and is easier to use. It is, therefore,
an improvement in my mind.

Circling statements is a great idea. | can obtain the
information | need much more quickly with the new
assessment tool, and it allows me to go back and write
long-hand notes later if I'm too busy at the time.

This is a good assessment tool. The fact that it is required
to be on every file that is opened will ensure counsellors
don’t skip over aspects of this crucial vocetional process.

I liked the old assessment tool, but like this package even
better.

There is not enough room for specifics and comments.

Assessments are the foundation of vocational counselling
and information gathered during employability assessment
has to produce consistent and reliable resuits.

This package has unlimited possibilities for the purpose of
follow-up, feedback, or program evaluation. it will allow us
to measure and compare individuals progress, plotting
client progress, and record removal of employment barriers.
| like the last page where there is room for a written
summary of a clients’ strengths and weaknesses and, most
importantly, a plan of action.
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Respondent 24 - It is difficult to describe client characteristics with the new
package.
« The comments section may not be large enough to
accommaodate counsellors' notes.

Respondent 25 - The assessment tool offers an improved method of arriving
at statistical results. Moreover, it should create a greater
consistency in assessment practices and in the
determination of a client's vocational barriers.

» Much improved over the initial assessment method.





