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ABSTRACT

This pract¡cum focuses on the development of a standardized

employability assessment package for use within the Employment Development

Centre, Department of Education and Training, Man¡toba.

An external evaluation of the Centre determined the existing assessment

package was insutficient and feedback provided by the staff of the Centres

across the province indicated agreement that the assessmênt package required

redevelopment. A new standardized employability assessment package was

developed and field tested by the Employment Development Centre

counsellors, and the¡r impressions of the new package evaluated.

The approach was etfective in pinpoiniing specific aspects of the

package requiring corrective act¡on, in order to enhance overall serv¡ce

delìvery.

Generally, the new assessment package was rated as an improvement.

The results demonstrated the des¡re for the new standardized employability

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

lncreasing numbers of people are participating in vocat¡onal counselling

and training programs due in large part to a siructural change within the

Canadian labour market. Although there ¡s government support at all levels for

these employment initiat¡ves, l¡ttle is known in Canada about the etfectiveness

of vocational counselling services (Mason, 1985).

What is known, however, is that one ot 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 rearistic, individualized vocat¡onal plan (Pra¡rie Research

Associates, 1992). The assessment phase provides the vocational counsellor

and the client the opportunity to collect data, set ¡nitial 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 rssessment is conducted, there is generally no

major deviation in the plan that has been established, that is, there should be

"no surprises" (Pra¡rie Research Associates, 1992). ln 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 serv¡ce 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.



- z-

Employability assessments are likely to be as diverse as the statf who conduct

them and the individuals requesting serv¡ces, but that diversity does not

preclude consistency in process to ensure the qual¡ty and appropr¡ateness of

service to ind¡viduals (Prairie Research Associates, 1992). W¡thout an

adequate base from which to work, needs cannot be identified and

rehabilitation is hampered.

The Employment Development Centre (tormerly 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 d¡fficulty in obta¡ning or sustaining

employment to acquire skills/training necessary to prevent financial

dependency on assistance.

b) to develop employnent opportunities for persons unable to function

independently in the labour market.

c) to develop serv¡ce delivery systems which will ensure that

comprehensive vocat¡onal rehabilitation services are available equally

throughout the prov¡nce.

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 to an
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individual's employability. The program offered employment clunselling 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 situat¡on, ¡dentify a client's strengths and potential barriers to

employment, and to develop a real¡stic vocational plan. An evaluation of the

Employment Development Centre was conducted in the early 1990's by the

department's Policy and Planning Branch a¡ld the Prairie Research Associates

lnc. One of thefind¡ngs indicated the assessment package used bythe

vocational counsellors had several l¡mitations, and the recommendation was

that a new index be developed.

Statement of Problem

ln a report discussing the employability assessment process (Prairie

Research Associates, 1992), the assessment package was found to be weak in

several areas, ¡ncluding:

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 wr¡tten assessmenvrecommendations.

4) No clear directions were provided about expectations for report

preparation.
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5) The degree of specific¡ty of information varied.

6) The quality of the information cpllected was dependent on the ability of

statf to wr¡te consistent reports over time and among individuals.

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

8) The information collected 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 d¡d not provide information in many areas including emotional

health, mental health, work ethic, work reterenc€s, age, etc. (Prairie

Research Associates, 1992).

The conclusion reached was that ¡t was difficult to complete the form ¡n 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 employabil¡ty level.

ln addition, as a whole the vocat¡onal counsellors and the managers of

the Employment Development Centre seemed to feel the assessment index

needed improvement for these very same reasons. Essentially the

recommendat¡on was that a new assessment tool be developed, one that could

be standard¡zed and eventually codified. The assessment index used was not

considered etfective, and further, a new assessment instrument was hoped to

form the basis for a management information system, desperately needed
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with¡n the Employment Development Centre.

Program managers stated that there was a dire need for a management

intormation 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. lt standardized information was collected, a

management information system could be developed and used to balance

counsellor workloads and to priorize and allocate serv¡ces to clients.

It was clear more in-depth information was requ¡red, however there were

no formal facilities for a computerized model. Therefore, a package which

would be more objective than descr¡ptive, provide standardized response

categories, prov¡de non-computerized scoring, be completed ¡n a time efficient

manner, and be relatively simple to both use and interpret needed to be

developed.

Statement of Purpose or lntent

Taking into account the needs and recommendations of the Employment

Development Centre, I developed a new "employability inde{' or assessment

package to assess cl¡ent 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 ot 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

retr¡eved for analysis.

I believe this was a valuable exercise which has been of benef¡t to the

Employment Development Centre by improving service del¡very and statistical

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

Essentially there were two sets of object¡ves for this Practicum.

Obiect¡ves for Proqram Development:

1) To develop an assessment instrument which is a more effective in.Jicator

of a client's circumstance/situation.

2) To develop an assessment instrument to collect data and information in

order to assess various aspects of the actual serv¡ce.

3) To evaluate the new index via the Employment Development Centre

. vocationalcounsellors.

4) To ult¡mately provide a way of ¡nterpreting and analyzing the data and

results (MlS).

5) To introduce 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 torth recommendations that would strengthen

policy and improve service.

Learninq Obiect¡ves:

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 effect¡vely 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 ot Terms

Throughout thie study a number of major concepts will be discussed. ln

order to prov¡de 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).
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scoÞe of serv¡ce - the range of options provided within a program, or the type ot

serv¡ce provided (Davidson & Adams, 1989).

e)dent of service - the degree to which programs provide services, usually

reflected by data or number of clients served, amount of money spent on

services, or adequacy of sêrvices in meeting needs (Davidson & Adams,

1989).

emplovment - work or duties undertaken under a written or oral agreement

between an employer and a person employed whereby the person

agree$ to render agreed upon serv¡c€s.

emplovabilitv - ability to find and maintain employment.

emþlovab¡litv cont¡nuußt - employability is not a state, but a continuum of

learned ab¡l¡ties leiìding onê towards becoming "more employable". 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 cl¡ent, rapport is established, background and current

information is gathered, relevant forms are completed, and problems are

ident¡fied. Eligibility ¡s established and inappropriate referrals are

directed appropr¡ately.
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assessment - the entire process by which ev¡dence 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 ¡nterests and aptitudes are identified as well as

perceptions or problems.

vocational Þlan - plan for achieving vocational goal. lncludes determination of

needs and identification of resources, value clarification, decision

making, and sett¡ng of short and long term goals.

partic¡pant or client - an ,ndividual engaged in the process of vocational

counselling.

validity - the e)dent to which a course or program satisfies its vocational

purpose.

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

Orqanizat¡on 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

lntroduction 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 rev¡ew of the

literature w¡th respect to the etfect¡veness 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,

lim¡tations, 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 summar¡ze the literature in

this area, and discusses a variety of factors which have an impact on the

vocat¡ona¡ 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 gather¡ng 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

serv¡ces. This stage is the foundation on which the ent¡re vocational plan is

built.

Vocational counselling is considered to be a subset of the broad general

counselling profession. Generally, vocational counsell¡ng, education and

training services are designed to provide assistance to individuals seeking

opportunities for employment. The assistance that is provided var¡es according

to the needs of the client. Many vocational counselling and training programs

combine several approaches from simply job matching to instruct¡on in process

skills such as academic preparation, interviewing, confidence building, and

mot¡vation. The spec¡fic counselling measures undertaken are intended to train

and educate indiv¡duals for productive lives in the labour force (Mason, 1985),

Thus, the ¡ntended long-term outcome consists of converting the unemployed,

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

Participation ín vocat¡onal counselling usually starts with a screening or

select¡on process, which referred individuals must go through before being

formally accepted into the program. The first stage usually involves the in¡tial

application procedure, wh¡ch may cons¡st of simply completing one form to

completing standardized interviews or questionnaires. lt is here that intormation

on psychological attributes, vocat¡onal interests and basic academic

preparation is gathered. The next stage may include an or¡entation, or an

assignment to a specific program activ¡ty. Actual program enrolment by the

individual is the last stage in the selection process.

One of the basic activities in vocational counselling is assessmènt of

psychological attributes, which may include self-esteem, motivation, discipline,

etc. Assisting an individual to focus on personal skills early in the assessment

phase prov¡des both the vocational counsellor and the client with a srlid

understanding of a client's attr¡butes and behaviours which may pos¡tively or

negatively effect employment. ln some cases, a client may not have yet

acquired simple habits required to function in the labour force such as

punctuality and regular attendance. ldentifying these habits early in the process

can save considerable time and etfort fof both the client and the counsellor, and

can frame the init¡al 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 plan for work force

participation.

Vocational counselling may involve a process of sequential interactions,

particularly when beginning with clients who have a long pattern of receiving

soc¡al ass¡stance. Cl¡ents may move from acquiring self-esteem to improv¡ng

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

ïraditionally, vocational counselling was d¡rected at students and adults

preparing for long range career goals. lncreasingly, w¡th the erosion of many

families and high numbers of high school drop-outs, a large proportic,n of

society fails to rece¡ve such counselling (prairie Research Associates, 19g2).

However, with the ever increasing number of adult clients whose career plans

are thwarted by socio-economic factors, the cÐntemporary field of employment

counselling is characterized by a diverse range of clients in need of more variecl

assistance. Now there is a need to recognize that non-traditional adult clients

include those previously labelled as minorities, disenfranchised,

disadvantaged, and culturally different (Giroux, 1983). lt is essential that

contemporary vocational counsellors both identify and recognize the problems

specif¡c to members of disadvantaged groups (Giroux, 1983; Baugher, 1981).

Often these problems stem from "inadequate education and low levels of

l¡teracy; unstable family and personal relationships; ¡nadequate 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-



esteem" (Yellen & Frith, 1989, p.35).

The goals of many employment programs and services include

enhancing client social sk¡lls, strengthening partic¡pants self-esteem, prov¡ding

academic upgrading or specialized education, job skill development and on-

the-job training. For these ¡nterventions 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 part¡cular set of problems or c¡rcumstances presented by

the client" (Mackett, 1985, p.61).

According to Baugher (1981), one ot the most sign¡ficant flaws ¡n

contemporary vocational counselling programs for the disadvantaged is the

absence of any "guiding theoretical or conceptual framework". The specific

needs ef the participants must first be identified before vocational planning

begins. lt is ¡n 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.

Emplovment Development Centre Programmino

The Employment Development Centre was developed to assist

Manitobans who experience part¡cular difficulty in obtaining or susta¡ning

employment, to acqu¡re the social and technical skills necessary to allev¡ate or

elim¡nate their dependence on social assistance (prair¡e Research Associates,
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1992). lndividuals in receipt of, or l¡kely to be in neecj 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 Allowance regulations requ¡re that

recipients accept reasonable employment or vocat¡onal 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 prov¡ncial and federal

governments, it is the sole respons¡b¡lity of the prov¡nce to ensure linkages

between income secrrrity programs and employment and train¡ng measures.

The Employment Deve'opment Centre is a program which ensures such a

linkage, as the major¡ty of referrals received come d¡recily from lncome Security.

lncome Security or the social allowances program's legislated purpose is to

provide for the bas¡c requirements of Man¡tobans in need.

Experience has shown that job creation, economic development, industry

incentives, and retra¡ning programs, while helpful to some, do litile to benefit the

severely employment disadvantaged unless other supports are provided as

well (Special Programs Branch, 1992).
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The operating pr¡nciples conta¡ned 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 ¡n Appendix A.

Emplovment Development Centre Client Group

The number of singl+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 ot lone parent families in Canada grew by 190 percent between 1966

and 1986, which w¡.rs three t¡mes greater than that of two-parent families

(National Welfare Grants, 1995). The great major¡ty of this growing number of

families are headed by women. Of all single-parent families in 1992, B2o/o were

headed by a mother (Oderkirk & Lochhead, 1992). tn the early to mid 1900's

the death of a spouse due to lvar, lower life expectancies and greater risks in

childbirth contr¡buted to single-f,rarenthood. Now, marital breakdown and

never-married women raising children on their own contr¡bute to the r¡se 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. ln 1989, however, more lone fathers (71%) than

lone mothers (57"/o) had earnings as the¡r major source of income (Oderkirk &

Lochhead, 1992). The ditference 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 ¡s

not surprising. Dur¡ng the late 1980's, over one-half (52%) ol 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 910,000 and 929,000 a year (Oderkirk &

Lochhead, 1992).

Additionally, female single parents are less likely to be employed than

married women with ch¡ldren. lr¡ 1992, 49% of female lone parents w¡th

children under the age of si)deen were employed, while 64% of comparable

married women were employed (Statistics Canada, 1993). As well, the

percentage of female lone parents employed in 1992 (49%) was five

percentage points lower than it was in 1981 (S4%) (Statistics Canada, 1999).

This ¡s contrary to a trend for women in genenl.

One variable which appears to have a significant impact on the

employment of single parents is the age of children at home. ln 1gg2,27o/" of

female lone parents whose youngest child was less than age three were

unemployed, wh¡le the figure was 44/o for those whose youngest child was

aged three to five, and 611"'lot those whose youngest child was aged six to

t¡fteen 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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ditficult for a single parent to ma¡ntain 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 ¡s one way in which women can balance the heavy dual

roles of work and home. The proportion of employed female lone parents w¡th

part-time jobs rose from 14% in 1981 to 19% in 1992 (Ghalam, 1999). lt 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. ln 1g92, 27% of lone parent

women w¡th children under three years of age worked part-time, 22% of those

whose youngest child was aged three to five worked part-time, and 17o/o o1

those whose youngest child was aged six to fifteen worked part-time (Statist¡cs

Canada, 1993).

Most women, both single and married, w¡th or w¡thout children, continue

to work in trad¡tionally female-dominated areas. ln 1991 , 71 yo 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 l¡kely to

be found in white collar jobs, and are more likely to have blue collar jobs

(Mulroy, 1988), Many lone parent women hold unstable jobs offering poor

wages, poor hours and shifts, l¡ttle in the way of benefits, and no room for

advancement.
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Lack of formal education is l¡kely one factor contr¡buting 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 s¡ngle parenthood limit many parents' abil¡ty to pursue higher levels of

education and ultimately their employment opportunities.

ln 1989, 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, 56o/o of lone mothers with children under age

eighteen, were living with incomes below Statistics Canada's low income cut-

offs (Oderkirk & Lochhead, 1992). tn 1991, the average ¡nccme of s¡ngle parent

mothers was under 60% of the poverty-line, requiring an add¡tional $9,O5O.OO

annually just to bring their income up to the povertyline (Canadian lnstitute of

Child Health, 1994). The fact that many single parent families relying on social

ass¡stance live below the poverty line ¡s alarming. Many single women with

children are forced on to ass¡stance as a last resort, because they are ur¡lble to

access employment that pays enough to support their families. yet, on

ass¡stance, 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, educat¡on and train¡ng

opportunities, material rewards and soc¡al networks are influenced by the

availability of financial resources (Manitoba Adv¡sory 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. lt should be noted that this in itself makes it diificult
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for single parents to f¡nd work of any kind, as they do not have the finances to

cover job search costs (National Welfare Grants, 199S). 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

rece¡ve social assistance are more likely to sutfer from physical health

probtems, psychiatric disorders, poor school performance, poor self-esteem,

etc., than those who live in families where the income comes trom wages,

salaries or other sources (Canadian lnstitute of Child Health, 1994). Thus, not

only are these families denied many mater¡al advantages, they are at a

disadvantage in many respecls. A child with low self-esteem, poor health and a

low level of formal educat¡on is more apt to repeat the cycle of poverty and lack

of employment in adulthood than a child exposed to opportunities such as

educat¡onal and train¡ng programs.

Many of the characteristics of single parent famil¡es 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). Still the majority (83.7%) of singte 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 w¡ll continue, it is crucial that we acknowledge the issues
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faced by lone parent families.

ln light of the fact that the number of single-parent families are on the

increase, it ¡s apparent that programs and services designed to assist this

population must be able to ¡dentify and address the baniers thls group has to

face ¡n order to ultimately prov¡de 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 c¡rcumstances is required.

While vocational counsellors must be conscious of all factors common to the

ger¡eral 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.
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CHAPTERTWO

EFFECTIVENESS OF VOCATIONAL COUNSELLING

AND ASSESSMENT SERVICES

This literature rev¡ew attempts to identify and summar¡ze the literature

relating to the effectiveness of voætional counselling and assessment serv¡ces.

This review will provide a framework to assist the reader in understanding the

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

Vocational Counsellinq Process

EffÈctive vocational rehabil¡tation 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 sucressful rehabilitation plan is built, lt is

impossible to facilitate a person's movement along the employment continuum

without a thorough kn(wledge of his strengths, weaknesses and needs.

Vocat¡onal plans cannot be appropriately established without subjective and

object¡ve information. Subjective information is data obtained from an

individual's personal perspective. Th¡s type of information can be obtained from

a variety of sources including intake interviews, intervlews with family and

triends, interv¡ews with teachers, employers, etc, This data is extremely

valuable, as it provides the counsellor with an insight into how the individual,

and significant others, v¡ew behaviours and personal experiences which will

etfect employment. What an indiv¡dual perceives to be true can be as ¡mportant

in the rehabilitation process as verif ied 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 (1.e. aptitude tests and ¡nterest inventories, work evaluations, neuro-

psychological tests, etc.). ln 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 spec¡fic

barriers to employment and successful integration into the main stream of

society. A thorough assessment should include as much ¡nformation 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

pfocess.

After defin¡ng the present situation or current reality, the counsellor

makes a determination of long-term or end-point goals. These are statements

concerning the outcomes from the vocational rehab¡litation process. The goals

define the direction of the counsell¡ng and the techniques used. By clearly

identifying behaviours, attitudes and actions which will enhance the indlvidual's

employability, ¡t will provide a common direct¡on to everyone ¡nvolved in the
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process. The more spec¡fic and well defined the outcome, the greater the

likelihood of achiev¡ng success (western occupational Resource consultants,

1991).

The next stage is developing the vocat¡onal rehabilitation plan. ln this

step the counsellor outlines all of the spec¡fics of the vocational rehab¡litation

plan. The plan sets out parameters including which actions will be undertaken

with the cl¡ent, who is responsible for carry¡ng out the act¡ons of the plan, thê

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 constructed, yet

flexible enough to meet the changing and ongoing needs of the ind¡v¡dual.

As well, an effective system needs to be put into place to determine the

individual's movement towards the def¡ned goals. By monitoring the

effect¡veness of the vocational rehabil¡tation plan, the counsellor ¡s in position to

modify the plan to meet the needs of the client, to modify the procedures to

enhance the qual¡ty 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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unreal¡stic goais. This degree of flexibility is required in all plans as indivicjuals

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

Monitoring progress and providing support will assist ¡n sett¡ng and

achiev¡ng movement towards employability, and ensure the client is

comfortable and clear at all stages in the process.

The final step ¡s follow-up. This phase of the process determ¡nes if the

goals set out in the or¡ginal vocational rehabilitation plan were achleved. The

ind¡v¡dual's movement along the employabil¡ty continuum is examined to

determine the overall effectiveness of the plan and ult¡mately the process. From

this information, more etfective systems, materials and resources can be

developed to provide a higher quality of programming to the client group. Not

all welfare programs conduct e¡ther a complete assessment of clients or an

assessment of all clients, reflecting differences in their overall designs.

"Programs that otfer clients a wide choice of activlties, w¡ihout strict rules

regarding the sequenc€s in which they may be entered, tend to conduct a full

assessment upon entry to the program." (Doolittle & Riccio, 199i, p.2g).

Assessment and Emplovabil¡tv

Much research has been conducted on welfare-employment policy,

including evaluations of program effectiveness, analysis of the determ¡nants 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 serv¡ce
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delivery characteristics that ditferentiate programs considered to be effective or

high performing and those considered inettective 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 cl¡ent's employability, experience, interests, and

barriers ¡s 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, 1gg9)

From the point of v¡ew of the client and the counsellor, assessment fulf¡lls

two main functions. First, it offers feedback of a formative kind so that the client

is better informed about his or her strengths and weaknesses and can take

practical steps to improve performance. lt encourages clients to look at

themselves critically. second, it provides a basis or ev¡dence for a plan which

contributes to the formal assessment process.

This second purpose is referred to as a summative assessmetìt. lt 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, 19g4).

By identifying and risting the important erements in the assessment of an

ind¡vidual'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

identify¡ng 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 bas¡c premise behind

current literature in the education field on creative problem solving (Mccluskey,

Mcoluskey, Tretfinger and lsaksen, 1994). fo formulate a plan, a solid

understanding of the current real¡ty ¡s required. A counsellor can only then

begin to fac¡l¡tate or guide an individual to reach the desired goals or outcomes.

A wide array of factors exist which may pos¡tively or negatively affect an

inoividuals 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. lt 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 the¡r career and vocational interests and goals. The assessment is

used to ¡solate vocational strengths and needs, determine work behaviours and

training or job readiness, and identity training and employment potential

(Leconte, 1985).

ïhe key to successful vocational rehabilitation seems to be the abil¡ty to

define the areas of need, develop a solid and effective plan of action, and

deliver a high quality, effect¡ve service. The last of these steps, delivery of
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seryice, usually receives the most attent¡on. unfortunately, this can result in the

failure to achieve long-term posit¡ve 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 d¡rect¡ng the rehabilitation process.

(Evans, 1993).

Emplovabilitv Continuum

Normalization is the use of culturally normative and optimally even

culturally valued means to enable societally devalued persons to achiêve and

ma¡ntain valued social roles. (wolfensberger, 197g). supportive resources

and the rehabilitation process affirms the process of moving the cllent towards

those roles in our society that are valued.

The philosophical basis for this is that the rewards from soc¡ety (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. ln

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 (c) when these perceived significant ditferences are

valued negatively by the society or the norm-sett¡ng segment,'. (wolfensberger,

1978). The consequences of this perceived dev¡ancy are many, and may
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include rejection, d¡stancing, congregation, segregation, involuntary poverty,

and impoverishment of experiences.

Normalization implies a person is v¡ewed 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 ¡s 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 result in d¡m¡n¡shed self-worth, adjustment and growth.

Th¡s affects self-image and ultimately the way one will behave. A person

perce¡ved as deviant is expected to act in a deviant manner and will often do so,

essentially a $elÊfulf¡lling 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. lf a person is already perceived as deviant, any

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

ldeally, a change irr the values of the norm-setting segment of society

would be of the greatest benefit to these cl¡ents. 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. lf an ¡nd¡vidual 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 vocat¡onal rehabilitation process reflects this philosophy. All

mater¡als, resources, and delivery systems provide as culturally normative an

environment as ¡s possible to enhance the individual's rehabil¡tation process.

Expectat¡ons, freedom of choice and consequences approach what is the norm

in society. Knowledge of generic resourc€s and commun¡ty employment

placement are examples of normal-¡zation principles. cl¡ents are exposed to

acceptable environments. with the continuous use of normalization techniques

and the promotion of culturally normative roles, the individual can direcfly

benefit with employment, increased education, financial security, etc. (western

Occupational Consultants, i991). Applied behaviour analysts have always

placed great stock in the quant¡tative assessment of behaviour change but have

only recently begun to recognize the importance of qualitative measures of

change. (Sechrest & yeaton, 1981).

Employab¡lity can be defined as the ability to find and maintain

employment. Employability is not a state however, but a continuum of learned

skills and abil¡ties which teads individuals to increased levels of employability.

Adding knowledge in any area increases an ind¡vidual'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 employab¡rity cont¡nuum extends from those individuars who have

few or even no marketable skills to those who are highly qualified and

experienced. suitability for specific k¡nds 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 sk¡lls.

The job of the vocational counsellor is to assist cl¡ents in identif¡cat¡on of

current sk¡lls, and those which may yet be required to reach a particular

vocational goal. The distinction between vocat¡onal 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

fac¡litates the acquisition of vocational skills and thus the movement along the

employability continuum, to make an individual market-able.

ln order to become emproyabre, a person requires marketabre skíils and

job maintenance skills. Continual mon¡toring, support and follow_up by a

vocational counsellor helps ensure an individual develops appropr¡ate skills to

enter the labour force and maintain employment.

Effegtiveness of Vocational Counsellino 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 assert¡veness according to one,s own standards of

appearance and communication style. The danger ¡s that the vocational

counsellor æn set himself up as the archetype of employability, and the clients

must meet that standard. Another danger is, vocationar counsellors are, by
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nature, compassionate and car¡ng people and, therefore, may tend to accept

actions and behaviours from clients that would not be acceptable 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 goal 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 rehabilitat¡on process.

There exists very little in the way of evaluative l¡teratufe 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 litfle has been wr¡tten in academic or even advocacy

journals 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 qìunselling where

there are several inputs responsible for an outeÆme. An employment program's

success rate is difficult to judge as it cannot be removed from the success rate of

the var¡ety of programs ¡t refers clients to, such as educational institut¡ons or

training and work s¡tes, or current labour market factors.

Essentially then, in assessing the effectiveness of vocational counselling

serv¡ces, 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 counseiling hours are
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compared to outputs such as successf ul completion of specific programs or job

holding for a specific length of time.

A second approach would be assessing or anafyzing the specific stages

and activ¡ties of the vocat¡onal counselling process, such as intake/assessment.

planning/ counself¡ng, training and employment, and follow-up/evaluation.

lntake/assessment could be evaluated to determine it clients were accurately

assessed and problems consistently and appropriately ¡dentlfied.

Planning/counselling could be evaluated to determine if appropriate needs

were identif ied, decisions made, and real¡stic goals set. Training and

employment could be evaluated to assess if appropriate placements in schools

and services were facil¡tated, and if clients achieved their educational pursuits.

Finally, follow-up/evaluation could be assessed by determining if ongoing

progress was consistently and accurately monitored.

specify¡ng both the inputs and outcomes requires carefur consids.ation.

lf the inputs and outcomes are not specif¡c 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 barr¡ers

individuals may face. Vocational counselling is more than simply job

placement, as it involves moving an individual along the employment

continuum. lt is often a planned series of steps geared at assisting a client to

become more employable by increasing motivation, self -contidence, 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 determ¡ne the impact programming has had on participant

employment patterns. ln contrast, sociological and psycholog¡cal assessments

of participant self-esteem, status attainment, and personal satisfaction prov¡de

ent¡rely different measurements of vocational counselling effectiveness (Mason,

19e5).

It is often difficult to assess the influence of vocational programs due to

the variety of factors that can etfect success. The refenal process and variables

influencing selection of program participants can both positively and negatively

impact on the overall success of the program. lf only individuals with an

educational level of grade ten or higher are targeted for a program, the

outcomes might be quite d¡fferent than ¡f the program accepted indiv¡duals who

had l¡ttle or no formal education. when participants complete a particular

employment program and are then succ€ssful in securing employment, it is

usrrally concluded that the training process was effective. yet, ¡t 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 evaruating the overalr effective-

ness of vocational counselling services is to determine whether participants

raised their employment and earning levels ,,soon', after partic¡pating in a

vocational counselling program (Hahn & Lerman, 199S, Ol¡ver & Spokane,

1988). lf 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 itsetf failed (Baugher, 1 981). 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 hablts 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. lt also does not cons¡der the variety of factors influencing

the success or failure of an individual and the part¡cular vocational plan. lt may

be that indiv¡duals setected for the program already possessed the necessary

education levels, experience and the work ethic to rapidly increase their

employment and earning levels, and presented w¡th many employment

strengths. lt does not recognize the influence of pre-existing employment

barriers such as lack of reliable transportation or child care, health concerns,

etc. Additionally, th¡s model does not account tor individuals who do not

complete the program, who may have been either successful or unsuccessful in

raising employment and earning levels. Further, this approach may incorrectly

assume that a d¡r.ìct casual relation between program intervention and client

success can be established without any c€ntrols. lntervent¡on may have only

had a slight impact on trainee success (Baugher, 1991).

When evaluating vocational counselling programs, it is essential to

recognize that vocational goals vary from individual to ind¡v¡dual, as do time

frames for reaching these goals. one client may set a goal of increasing their

educational level and ultimately their employab¡lity, but the time requ¡red to do

so may be four years. Another client, already possess¡ng the desired

education, may set a goal of securing employment in a chosen field within s¡x
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months, and further maintaining that employ-ment for a year. lf the vocational

counsell¡ng program was evaluated simply by the number of ind¡viduals 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 cons¡stent with their vocational goal. Evaluating the

program strictly on job attainment, however, would conclude success was

achieved.

The desired vocarional goals must be cons¡dered, and realistic follow-up

periods must be identified as this can dramatically effect evaluation outcomes.

An example of the influence of time on the evaluation process ¡s demonstrated

by Lah, Wolf, Kelly, Chr¡stian and cood in a study completed in 1996. Lah, et al

(1986) conducted follow-up evaluaiions of two youth pre-employment programs

¡n the un¡ted states - 70,ooo1 Ltd. arìd Jobs for yourh. These programs both

focus on economically disadvantaged, high school drop-outs between sixteen

and twenty-one years of age. These pre-employment programs, both which

emphasized the development of short-term read¡ness skills as opposed to

extended skills development, were evaluated at nine and fourteen months post_

intake (Lah, et ar, 1986). Resurts reveared both programs had posit¡ve etfects

on the participants. Many of the individuals gained employment as soon as

they completed the program. Additionar foilow-up assessments, however, at

twenty-four to forty months after intake, ¡ndicated that the influence of these
programs on participant emproyment revers 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 employment

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 ¡mpact (prairie Research

Associates, 1992).

These findings do not support the notion that vocat¡onal 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 results. lf the attainment of vocational goals and not necessarily rapid

job attainment is evaluated, the need to conduct thorough assessments and

develop appropriate and realist¡c 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 var¡ety of variables can be

considered when evaluating the etfectiveness of vocational counselling

programs. lt has been identified that outcomes of employment counselling can

be measured by includ¡ng client character¡stics and the types of intervent¡ons

used (Busque and Sarrazin, 1983). Here a var¡ety of variables can be

considered including client and counsellor personalities and styles, physical

and social sett¡ngs, and specific counselling technlques 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 (prair¡e Research Associates,

1992). Countless other variables could be analyzed, including the age, sex,

race and experience of the vocational counsellors.

The advantage in this type of evaluat¡on approach is that the counselling

process is separated from the entire program. The identificat¡on of the various

elements in each stage is an even further breakdown. lt must be recognized,

however, that effectiveness in one element may ¡mpact on etfectiveness in

another, and ultimately on the entire process.

Effectiveness of vocationar counseiling programs can arso be anaryzed

using qualitative techniques, such as subjective assessments of participant self-

contidence and personal satisfact¡on. eualitative measures allor¡¡ for

identification of individual changes and grolvth that may have occurred due to

involvement in the program. They are useful for determin¡ng just how a

program influences and impacts on a client, and can provide a more descr¡pt¡ve

picture of movement along the employability continuum.

As with quantitative methods, however, there are problems associated

with qual¡tative measures. Direct measures of the quality of vocat¡onal

counsefling effectiveness are "d¡ff¡cult to obtain at the best of c¡rcumstance,,

while the length of time usually associated with the measurement of qualitative
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changes may rate poorly on measures of cost benefit (Baugher, 19g1). Usually

large samples of longitudinal data are required. Additionally, clients who have

developed a posit¡ve relat¡onship with their vocational counsellor and achieved

the¡r goals are more l¡kely 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 ot both

quant¡tative and qualitative approaches is most practical when evaluating the

effect¡veness 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 counsell¡ng serv¡ces. Most of the

literature on vocational evaluation deals with school counselling and the

educational system, and little research appears to have been completecj on

vocational counselling programs such as the Employment Development ùentre.

As merits can be found in both quantitative and qualitative techniques, a

cûmbination 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 etfective as it

could be. ln this agency, at least one stage or component of the vocational

counselling process appears to have serious lim¡tat¡ons. lt has been ¡dentified
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that, to serve the cl¡ents better and to mon¡tor 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 "employabilit/, and overall situation. The intake

evaluation/assessment can be most useful to the treating counsellor if it

represents a thoughtful formulation of the cl¡ent and his or her problem

(including dynamics, diagnosis, prognosis, treatment recommendations,

counsellors personal reactions, and so on) and transcends a simple descr¡ption

of the problem situation (Gelso & prince, 19g5). The development of a new

assessment package would assist the Employment Development Centre,s

vocational counsellors to take careful note of an individuals circumstar.ìces 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 vocat¡onal plans. providing a

solid foundation from which to form vocational plans would ult¡mately establish

Èreater program accountability.
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CHAPTER THREE

EVALUATION METHODS, PROCEDURES AND DESIGN

The Practicum Conte)d

The site for this Practicum was the Employment Development Centre

(formerly The Human Resources Opportunity program) at 1S0O 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 compet¡t¡ve

labour market. Targeted individuals âre those people on or eligible for

provincial social assistance. Serv¡cês provided are vocat¡onal in nature, and

include cl¡ent assessments, client câreer planning, case managemênt,

counselling, and referrals to training and job opportun¡ties.

The Enployment Development Centre has been described as a develop-

mental process crncerned w¡th the total needs Õf the individual (Sp€cial

Programs Branch, 1992). lt is therêfÒre understandable that the Employment

Development Centre had developed a comprêhensive service del¡very system

to facilitate and prov¡de the vocational rehabil¡tation services and supports

required by dis-advantaged adults to overcome barriers to employment, The

Winnipeg Employment Development Centre drew on the resources of, and

prov¡ded essential linkages with other government departments and programs,

as well as the pr¡vate sector and community resourc€s. The vocational

counsellors, acting as case managers, wer6 responsible for tailoring services to

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

ïhe 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 th¡s 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 activ¡ties of implement¡ng the¡r 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 with¡n 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 succ€ss. By otfering or ensuring access to a variety of continuum of

developmental programming, flexibility in target group selection could be

maintained. Developmental or sequent¡al train¡ng programs could

accommodate a client who required pre-employment training such as life sk¡lls,

or familiar¡ty with basic work habits, or a client who required academic

upgrading or on-the-job tra¡ning, as well as a client who required job search

sk¡lls 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 proc€ss ¡s located in Appendix B.

Voluntary participation at the Employment Development Centre ensured

client mot¡vation, while flexibility through individualized cl¡ent plans increased

commitment and likel¡hood of success. ln 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 informat¡on, counselling, support and referral to

appropriate resources as required. The case management function facilitated

the client's pursu¡t of a develop- mental plan. Counsellors regular liaison with

the commun¡ty helped maintain an accurate and upto-date fam¡liarity with the

range of community resources and service delivery systems, which clients might

require.

The Employment Development Centre, in summary, provided a

vocational assessment, counsellìng, referral, placement, and follow-up service

which responded to individual client's ne€ds. The case management funcrtion

ensured a c!-ordinated approach to the effective utilization of community

resources to meet client objectives. As prev¡ously stated, the majority of

partic¡pants in the Employment Development Centre were single parents on

social assistance. The vast majority of these were women. An understanding of

the target group and trends surrounding this group is of utmost importanc€, and
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an awareness of the labour market and histc'ry of the programming and s¡ngle

parents as a whole was relevant.

The lnception of the Emplovment Development Centre/Historv

wh¡le the Emproyment Deveropment centre has undergone a variety of
program and name changes since its inception, it was essentially established

almost forty years ago. ln the late 1950's the Government of Manitoba was

concerned w¡th assisting those persons disadvantaged as a result of

environmental, cultural or occupational handicaps. lnterventions were initially

developed through the sanatorium Board of Man¡toba, with the primary focus

on persons affected with tuberculosis who were attempt¡ng to return to

commun¡ties and re-enter the work force. ln the early 1g60's, a study of the

"Native situation" in Man¡toba was commissioned and, as a result of the study,

a commun¡ty Development service was set up. This service was developed to

help the socially and economically disadvantaç¡ed communities ¡dentity their
problems and needs. one outcome of this init¡ative was an ident¡ficatlon of the

need for vocational rehabilitation counsellors to work with indiv¡duals toward

developing vocational training and employment goals to assist in the¡r 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. lt had been recognized that there were a number

of individuals who, arthough physicaily and mentaily capabre, were unable to

secure or hold employment due to cÐmplex environmental, cultural, social,

family or personal problems. The program's emphasis changed from the

restoration of the disabled to the rehabilitat¡on of the d¡sadvantaged.
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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 comb¡nation of vocational planning services.

ln the early 1970's, the separation of counselling and administration of

social assistance began. social workers provided personal counselling and

the lncome Security Division evolved w¡th 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 Poveñt'', and the government's pol¡cy objectives as stated in

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

directorate of Employment Serv¡ces was establ¡shed to provide program

direction and operational linkages with other government dep¿ìrtments and the

private sector through a central ottice.

ln the late 1970's, discussions and planning occurred toward the

development of group programming for single parents. ln the early 19g0's the

Employment skills Program was approved, pracing 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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ln 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 Trainìng, and was renamed The Employment Development

Centre. Further program changes are anticipated.

The Employment Development Centre has a diverse hlstory. lt has

evolved from a program originally designed to serve status lndians 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 des¡gned to serye either people on social

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

Administrative Arranqements

services are provided to single parents on or eligible for income security,

or to the spouses of individuals receiving soc¡al assistance as a result oi a long

term disability. There are currenily 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

adm¡n¡strative secretary, and one other clerical position assigned in winnipeg.

(lt should be noted that all vocational counsellors employed by the Employment

Development centres across the province part¡c¡pated in this study.) At this

time there are approx¡mately twenty{ive vocational counsellors throughout

Man¡toba, and six regional co-ordinators.
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once a referral is received, it is distribuied by the regional co-ord¡nator to

a vocational counsellor according to geographic location. The vocational

counsellor is responsible for confirming eligibility. Referrals are received ma¡nly

by the provlncial department of Family serv¡ces - lncome security counsellors,

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

Taroet 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 Ass¡stance plan - part

one - eligibility is defined as a person "in need or likely to be in need,, of v/elfare

services. Likelihood of need relates to income level. cAp prescribes income

levels by family size that define eligibility. lf income is at or below the point

defined by cAP for the relevant family s¡ze, then the client is considered likely to

be in need.

ln addition, the Employment Development centre required that clients

participate voluntarily, indicate mot¡vation to change, and be able and available

to partic¡pate in programming.

Service Components

The services the Employment Development Centre offered to assist

cl¡ents to overcome barriers to employment and reduce social ass¡stance

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

experiencing or likely to experience exceptional difficulty in securing

employment or training opportunities. lt includes interpreting the program

to clients, gathering of intormation, identificat¡on of problems, and referral

of ineligible persons to more appropr¡ate services.

AssessmenvAnalvsis - This stage includes the analysis and interpretation

of relevant data, testing, determination of individual attitudes, aptitudes,

skills, education, social funct¡oning, mobility, etc., and identification of the

individuals perceptions of the problems.

Planninq/Counselling - This stage includes development of individual

vocational and social plans, and helps ¡n implementing these plans.

Needs are determined, values are clar¡fied, decisions are made, goals

are sei and resources are identified. Supports are established and

appropriate action is initiated. Support¡ve counselling is provided

throughout.

Traininq and Emplovment - placements ¡nto schools, universities,

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

departments are fac¡litated 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.

2)

4)

s)
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6. lncidental services - lncluded in incidental services are single contact

counsell¡ng, problem-solving, referr¡ng to appropriate agencies, re_

referral, etc.

Evaluation Mechanisms

A formal evaluation of the program was conducted in 1992, and

recommend-ations followed regard¡ng 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 informat¡on is collected manually.

Three and six-month follow-up occurs for clients who have obta¡ned

employment.

Program Promotion

The program ¡s not formally promoted in the community and many

individuals seem to learn about ¡t through lncome security and other referral

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

A pamphlet is avaitable and is usually provided to ind¡viduals 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 lmprove/rev¡se the

assessment package used by the vocat¡onal counsellors at the

Employment Development Centre.

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

Employment Development Centre and ultimately improve serv¡ce

delivery.

Obiectives:

To determine the vocational counsellors actual user satisfaction w¡th the

in¡tial 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.



-3t -

Evaluation Procedures

ln January of 1993 a number of discussions took ptace with the

vocational counsellors, regional coordinators, and the d¡rector of the

Employment Development centre, all of whom agreed that a new assessment

package would likely benef¡t the Centres.

The original assessment package (located in Appendix C) _ Assessment

of Client Employabil¡ty: Guidelines for lnformat¡on Gathering, February, 1991,

was reviewed for strengths and weaknesses. lnformation 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 w¡thin the Employment Development centre,

and verbal comments from the Employment Development centre vocational

cpunsellors who were actually using the assessment package in their day-to-

day work.

ln February of 1993 a questionnaire was distributed to the Employment

Development centre vocational cûunsellors across the province (located in

Appendix D). This quest¡onnaire was based on comments in a report on

employability assessments (prairie Research Associates, 1992) and asked the

vocational counsellors to agree or d¡sagree with fifteen basic statements

refening to the assessment package.. A section for comments was included at

the end of the questionnaire. A response t¡me 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 statf, as a whole, felt the package required improvements.

Other assessment scales and packages were reviewed, including those

in use in other prov¡nces (Nova scotia and Alberta). These are located in

Appendices E and F. lnformation as to improvements was gathered w¡th

¡nformal ¡nterv¡ews with staff at the Employment Development centre, as well as

at several formal meet¡ngs with the regional coord¡nators and director. These

interviews and meetings took place from February to June of 19gg. Following a

report to those partic¡pating 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 wiilrin the

Employability Development Centre was developed (located in Appendix G). ln

June of 1993 the new assessment package was formally presented at a

meeting of the Employment Development centre regional co-ordinators. Their

comments were sol¡cited, and they were instructed on the use of the index. ln

addition, the assessment ¡ndex was forwarded to all Employment Development

centre vocational counsellors, and they were given the opportunity to make

suggestions and further comments. Their feedback was requested ¡n writing by

September, lgg3.
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ln September of 1993, the assessment package was presented at an

Employability Development centre staff meeting, and again ¡nstruct¡ons for ¡ts

use were reviewed. lssues 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 submltted for opening were required to have the

completed assessment index attached.

ln November ot 1993, another staff meeting was held so counsellors

could provide feedback on the assessment package after hav¡ng 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, 1g9ij and

were asked to continue ¡ts use until Dec€mber g1 , 1ggg, to provide for a field

testing period of three months. (This new assessment package was generally

considered an improvement however, and the Employment Development

Gentre decided to adopt its use permanenfly. lt is still the formal assessment

instrument of the Employment Development Centre, and thus has been in

continual use since October, 1993.)

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

assessment ¡ndex was again forwarded to all the Employment Development
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centre vocational counsellors. 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

quest¡onnaires were returned and the responses tabulated in March of 1gg4.

The final product, the new employability assessment package, was

reviewed by all personnel within the Employment Development centres ¡n

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 f rom the vocational counsellors and various

government administrators.

Research Desiqn and lnstrumentation

The basic research design of the study was a survey distr¡buted (at two

different points in time) to all vocational counsellors employed by the

Eiìployment Develop-ment centre. This questionnaire intended to generate

data that would provide information on the assessment packages from persons

directly responsible for the¡r use. All measures were self-reports based on

one's perception or experience using the assessment packages. There were

opportunities for the vocational counsellors to comment or provide suggestions

on the questionnaire, although admittedly management had the final say with

regards to the final fifteen statements.

Assessment Questionnaire

As previously indicated, the three page quest¡onnaire is located ¡n
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Appendix D. lt was intended to generate information from the vocational

counsellors who use the assessment packages, as to their sat¡sfaction w¡th 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 f¡ndings.

Management ultimately decided on the fifteen statements they wanted on the

questionnaire, ¡n some cases rewording statements (prairie Research

Associates, 1992) for clar¡ty, or adding statements to gain even f urther

information. The questionnaire was theiefore designed to meet their needs,

however a section for general comments was included.

Statf were asked to respond to fÍfteen statements by either strongly

agreeing, agreeing somewhat, ne¡ther agree¡ng or d¡sagreeing, disagreeing

somewhat, or strongly disagreeing. The items were,based on three categories

ot assessment informat¡on. Questions 1, 7, g and 14 related to the process of

data collection, and measured the vocational counsellors perceptions on the

spec¡fic¡ty of information and manner collected. euestions 2, g, 4, 5,1 1 , 12 and

13 related to the type and amount of information gathered, and questions 6, g,

10 and 15 related to standard¡zation of the Employment Development centre

assessment package.

The questionnaire was first administered in February, 1999, 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

counsellors in February, 1994. However they were then asked to complete the
quest¡onnaire based on the sècond assessment package which had been in

use for f¡ve months.

Proqram Assessment packaqe 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

to the vocationar counsellors and managers at the Employment Development

centre, based on the¡r ¡nformal verbal comments and responses to the first
quest¡onnaire. 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 standard¡zed.

By their own adm¡ssion, vocational counsellors at the Employment

Development centre.often skipped sections in the initial assessment package

as it was extremely time-consuming to wr¡te the reports on information

longhand. counseilors interpreted the items differentry, and thus the type and

amount of information collected and ultimately recorded was counsellor

dependent,

The new package can be compteted by simply highlighting or circling a
statement or statements ne)id 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.

lf a client has only one barrier to employnent (e.g. child care), that is not as

serlous a problem as having multiple problems (e.g. child cate, plus drug

problems, plus facing eviction, plus a hostile attitude) (Nightengale, 1986), The

potential exists to develop a rating scale w¡th the new employability assessment

package.

3. There was a lack of cûmpatibirity between the poricy statement and the

suggested outline for wr¡tten assessments/recommendations.

The policy statement suggests all assessments should be completed in

depth, and located on individual files. counsellors assessments varied from

po¡nt form notes to longhand assessments, as no real clear direction was

provided for written assessments w¡th the initial assessment package.

Recommendations were not always easy to access on the files.

The new assessment package, assuming it was correcily completed,

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

recommendations section, and counsellors were adv¡sed how to complete ¡t.

4. No clear directions were provided about expectations for report

preparat¡on.

As previously mentioned, wr¡tten reports were previously very

counsellor-dependent. The new index has statements incorporated w¡thin 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, 1gg4).

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.

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 wr¡te lengthy reports and ensures all vocational

counsellors collect the same basic ¡nformation.

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. lt is set up so appropriate informat¡on/responses to questions can

simply be circled or h¡ghlighted. lt shourd be noted a comments sect¡on is

provided, and use of the new assessment package would not prevent a

counsellor from writing a long hand report if des¡red.

8' The information collected was not quantifiable nor available for further

analysis, such as for the ¡nformation that an annual report might require.

Due to the fact that a number of factorsfuariables were not addressed

w¡th the use (.J the original assessment package, and addit¡onally information

collected was inconsistent amongst counsellors, the above concern appeared

valid. The revised assessment instrument requ¡res each counsellor to obtain

basically the same informat¡on, ¡nformation which would be part ot each client

file and thus available for analysis.

Program improvement was hampered by inability to create a data bank

to assess general trends.

As per concern number B, data was not collected consistenily with the

assessment package. lt is much more difficult to collect data from long

9.

initial
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hand reports in files than from one standardized form, thus the new assessmenl

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 include<j 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 att¡tudes, values and references. The new employability

assessment package is comprised of twenty-eight factors or var¡ables, as

opposed to fourteen considered ¡n the initial assessment package.

The extra barriers were added in order to get a better overall picture of a

clients situation or circumstance. 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 ¡dentifying 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 deal¡ng w¡th

single parents and employability in general assisted ¡n the identification of

these addit¡onal variables.
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wh¡le the in¡tial assessment package provided information on education

and work history of clients, skill level was not specitically 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 vocat¡onal programs (Nasta, .1994).

Additionally, factors or variables were added concerning cl¡ents work

attitudes, values and vocational goals. These factors are also extremely

important ones not included in the first assessment ¡nstrument. They enable the

vocational counsellor to better determine a clients needs, wants and

expectations, and get a rea¡ under-standing of where the cl¡ent is coming from.

lf counsellors have accurate perceptions of the kinds of job character¡stics 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 realist¡c expectations about potential job

rewards (Davis, Giles & Field, 1985).

AIso, employment variables were added which pertained to a var¡ety of
personal needs or barriers a client may experience such as family health

concerns and ch¡ld 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. ldentification of social service needs is important to identify
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whether or not a iack of specific services will bar a client from direct entry ¡nto

employment. (Nightengate, 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

Figure 2.1 Adapted from Creative problem Solving
(Iretfinger & lsaksen, 1992)

- age
- level of education
- literacy/language
- skill level
- work experience
- work related act¡v¡ty
- job¡abour market factors
- job search skills
- welfare dependency
- income needs

Barriers to Employment

- physical health
- mental health
- family health concerns
- fam¡ly supports
- personal resources
- commun¡cat¡on skills
- problem solving/coping skills
- mot¡vation
- sell image
- presentation/appearance

- legal issues
- substance abuse
- housing/accommodtion
- telephone access
- lrânsportât¡on/mobil¡ty
- child care
- other agency involvement
- work attitudes
- values
- goals
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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 ¡nformat¡on

by way of interv¡ews and involvement in staff meetings, as well as completion of

questionnaires. Thirty{ive questionnaires were distributed in February, 1g93,

for counsellors responses to statements based on their satisfact¡on w¡th the

initial assessment package. Th¡rty-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 wh¡ch took place in March,

1993. Twenty-five caunsellors responded, for a response rate of gg.g%.

Data Analvsis

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. lt is more

informative than the median, and allowed for more powerful statistical tests (Rea

& Parker, 1992; Steel and Torrie, 19BO). The ma¡n advantage of using the

mean is that it could discriminate between the two versions of the test

¡nstrument to determine which package was preferred. open ended comments

were analyzed us¡ng qualitat¡ve methods, by rating the comments as positive,

negative or neutral.
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Summarv of Dissemination of Results

As prev¡ously discussed, the information on the results and

recommendations was handled in a variety of ways:

1. All regional co-ordinators and vocational counseilors 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 adv¡sed in writing of the responses (including

all comments made) to the first questionnaire.

3' All regional coordinators and vocational counsellors at the Employment

Development Centres were provided with the new assessment package

three months prior to the implementation of ¡ts use, and g¡ven 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 sol¡cit 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 cwments.

6. A formal staff meet¡ng was held after the index had been field tested for
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six weeks. Staff Suggestions were incorporated, the index was revised,

and statf were provided with the new employabil¡ty assessment package.

Vocational counsellors were adv¡sed at a staff meeting of the responses

to the second questionnaire.

Responses and a general summary were shared with management, who

made a decision to cont¡nue use of the employability assessment index.

All statf were advised by management that the employability assessment

package would be permanenfly adopted as the formal assessmellt

instrument of the Employment Development Centre, based on their

feedback.

ln summary, the new employability assessment package was designed

to address concerns identified with the initial assessment package, and to assist

vocåtional counsellors to obtain as much relevant ¡nformat¡on as possible. The

identification of a clients strengths and weaknesses assists the counsellor in

working with a cl¡ent to develop an appropriate vocational plan. Assessment is

not conducted for the express purpose of understanding the client, although this

is nec€ssary to the extent that ¡t relates to the problem, because you cannot

help with a problem unless you understand it. Thus the ultimate purpose of

assessment ¡s to contribute under-standing necessary for appropr¡ate planning

(Compton & Galaway, 1g94). The new assessment package was designed to

ident¡fy areas of strength and also potent¡al barriers to employment. only then,
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w¡th a basis from which to work, can an appropriate vocational plan be

developed. counsellors can bu¡ld on strengths and work towards reducing or

eliminating baniers to assist a client to reach a meaningful vocational goal.
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CHAPTER FOUR

STAFF PERSPECTIVES ON THE EMPLOYMENT DEVELOPMENT

CENTRE ASSESSMENT PACKAGES (RESULTS)

The aims of the practicum were to determine staff sat¡sfaction w¡th 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 l¡terature 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' Survev

This survey or ouestionnaire, distributed for responses on the in¡tial

assessment package (February, 1gg3) and once again on the newly developed

assessment package (February, 1gg4) 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 w¡ll be reviewed in succession later in the

chapter.

As previousry 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 in¡tial 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 satisf¡ed 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 satisf¡ed w¡th that aspect of the assessment

package.

ln order to be consistent, the data obtained on questions number one

and nine was reversed. Therefore, when interpreting the data, statements one

and n¡ne were adjusted or rephrased, so that all fifteen statements on the

questionnaires are negative statements.

Profile of Vocational Counsellors

As stated earrier, thirty-one vocationar clunseilors compreted the first
questionnaire (A), and twenty{ive vocational counsellors completed the second

questionnaire (B). These vocational counsellors were employed 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 counseilors 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 ge.7% on the respondents to the first

questionnaire distr¡bution, and 44o/o of the responses to the second distribut¡on

of the questionnaire.

Procedures and lmplementat¡on Etf orts

Employment Deveropment centre vocat¡onar counseilors were asked to

ind¡cate on a five point scale (5, strongly agree; 4, agree somewhat; g, neither

agree or disagree; 2, disagree súmewhat; 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

the¡r statf of vocational counsellors.

The questionnaire administered in February, 1999 pertained to the in¡tial

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,

1993 to December 31 , 1993. During this time the new assessment package

was used 163 times, that is 163 f¡les were opened by vocational counsellors

employed by the Employment Develop-ment centre. This was consistent w¡th

data on file openings obtained for the three month per¡od pr¡or to field test¡ng,
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as 149 f ¡les 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 ¡n 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 - euestionnaire A - applying

to the initial assessment package.

As shown in Table 9.1 , 29.09% of respondents agreed with statement

one. As previously noted, the question was reversed for consistency. Thus,

39.03% agreed w¡th the statement that the initial assessment package was

insuff icient for their use. However , 61.29% responded in disagreement,

indicating a good number of counsellors rated the instrument as sutficient.

lnterestingly, the responses to many of the other fourteen statements ¡ndicated

that the counsellors felt many areas of the assessment package required

¡mprovement.

Of note are responses to statements number 4, 6, 7, g, 10, 19, and 15.

On statement number 4, gg.g7% of respondents agreed that the degree

of information on the initial assessment package varied, while no respondents

disagreed. Thus, the vast major¡ty 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 certa¡n employment factors,
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but only basic information could be obtained on others whèn using this

assessment package.

Statement

Table 3.1
Percentâqe of Respondents Aqreeino. D¡saoreeinq. or

Reactino Neutrallv to Each Statement on Quest¡onnaire A

I a, I nsreeo l*rru"' lo'..n,,u*
| | (5&4) | (3) l(2&1)

1. The assessment package is not sufficient. 29.03 9_68 61.29

2. Too much informat¡on is gathered, 31 29.03 29.03 41 .94

3. Too little informat¡on is gathered, 31 22.54 '1 6.13 61.29

4. The degree of specificity of information varies. 3l 83,87 16. 13 Ø

5. lmportant categories of ¡nformation are missing. 31 41 .94 22.58 35.48

6. The ass€ssment package should be standardized. 31 87.10 9.68 3.22

7. Quality of ¡nformat¡on dep€nds on ability of staff
to be consistent in report¡ng. 31 100.00 Ø Ø

8. Comp¡ling information ¡s time consuming 31 87.10 9.68 3.22

9. lnformat¡on collected is not quant¡fiable. 31 61.29 12.90 25.81

'10. Program ¡mprovement is hampered by
inabil¡ty to create a data bank. 31 74.20 19.35 6.45

1 1 . The assessment does not provide ¡nformation
in many areas. 31 51.61 16.13 32.26

12. More informat¡on is requested in some areas
than necessâry. 31 51.61 25.81 22.58

13. Toplcs encompass both general and specific
areas but not to the same degree. 31 67 .74 22.58 9.68

1 4. lt is ditficult to complete the form in a
consistent l¡me etficient manner. 31 77 .42 6.45 16.13

1 5. No clear d¡rections are prov¡ded around
repon wr¡ting. 31 74.19 16.1 3 9.68
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On statement number 6,87JO% of respondents agreed that the

assessment package should be standardized, while only 0.22% disagreed.

This indicates that, by far, the major¡ty of vocational counsellors felt the

assessment package was not standardized, and information gathered varied

between counsellors.

On statement number 7, afull lOO% of respondents felt the quality of

¡nformation collected in the initial assessment package was dependent on the

ability of staff to wr¡te consistent reports over time and among individuals. ln

other words, all counsellors felt the information collected with the assessment

package could be recorded or interpreted differenfly depending on which

counsellor obtained the information. Thus the assessments were counsellor-

dependent and inconsistent.

On statement number B, 87.1O% agreed the process of compiling and

recording the information in the initial assessment package was time_

consuming, while only 3.22v" disa$eed. That is, a large majority ot vocational

counsellors felt that completing an assessment with this package took

considerable time.

On statement number 10,74.20y" of respondents felt that program

improvement was hampered by the ¡nability to create a data bank to assess

general trends, while only 6.45% disagreed. Thus, almost three-quarters of the

stafi 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, 6Z .74y. of counsellors agreed that the topics in

the initial assessment package encgmpassed both very general and very

spec¡tic areas, but not each to the same degree. Only 9.69% disagreed with

this statement. Well over halt of the counsellors, then, felt the ¡nformation

collected with the assessment package was not consistent bewveen 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 major¡ty 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 w¡th each of the fifteen statements on

the questionnaire administered in February, 1994 - euestionnaire B - applying

to the newly developed assessment package.

As shown in Table 3.2, i6% of respondents agreed with statement one,

that the assessment package was insutficient for their use. This represents a

drop of 13% when compared to responses on euestionnaire A, rating the initial

assessment package. Seventy-six percent were in disagreement, thus 76% (a

rise ot 14.71y") felt 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 g.

Statement numbers 2 and 3 pertained to the amount of information

gathered in the new assessment package. Eighty{our percent of respondents

disagreed with the statement that too much information was gathered, and 72o/o

of respondents disagreed with the statement that too little information was

gathered on the newly developed package. rhis suggests counsellors felt there

was an overall improvement in amount of information collected w¡th the new

assessment index.

On statements number 6,22/. of respondents agreed the assessment

package required standardization. When compared to the responses on

Questionnaire A, a drop of 1S.10% is noticed, suggest¡ng the new package is

more standardizr¡d than the initial assessment package.

on statement number 7, 68% agreed with the statement that the quarity of

information collected with the new assessment package was dependent on the

ability of statf to wr¡te consistent reports over time and among individuals. when

respond¡ng to the same statement with the initial assessment package, a full

100% of respondents agreed with the statement. ln effect, 320/o telTthere was

improvement in the second package, suggesting the new assessment package

allowed for more consistency and etficiency.
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Statement

Table 3.2
Percentaqe of Respondents Aoree¡nq. Disâqree¡no. or

Reactino Neulrallv to Each Statement on euesl¡onnaire B

I a, I ng,""o lN"rtd lo¡os,"",
| | (s&4) | (3) l(zar)

1. The assessment packaqe is not sufficient. 25 16 I 76

2. Too much information is gathered. 25 I I 84

3. Too little information is qathered 25 20 I 72

4. The degÌee of spec¡fic¡ty of infornìation varies 25 64 16 20

5. lmportant categories of information are missing. 25 44 12 44

6. The assessment packaqe should be standardize¡ 25 72 12 16

7. Quality of information depends on ability of staff
to be consistent in reporling. 25 68 20 12

8. Compil¡ng information is time consum¡ng. 25 64 2A I
9. lnJormation collected is not quant¡fiable 25 24 64

I 0. Program improvemenl is hampered by
inability to create adata bank. 25 60 20 20

1 1 . The assessment does not p'ovide ¡nformation
in many are€s. 25 36 4 60

12. More information is requested in some ateas
than necessary. 25 40 I 52

13. Top¡cs encompass bolh general and specific
areas but not to the same degree. 25 56 16 2A

14. lt is ditficult 1o complete the form in a
consistent time effic¡ent manner. 25 24 16 60

15. No clear directions are provided around
report writing. 25 52 20 28
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On statement number g, only 24yo oÍ 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 half of the

vocational counsellors felt the information collected w¡th 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 counsellors

disagreement with the statemeilts, and thus the greater their overall satisfact¡on

w¡th the assessment package.

As is shown ¡n Table g.g, the mean ratings of counsellors was lower for

every question in Questionnaire B. lt appears, then, that counsellors perce¡ve

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 condit¡on. The difference was found to be significant for th¡rteen of the

f¡fteen statements (all but items three and five). These data are presented

graphically ¡n 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 Dev¡at¡ons for Counsellors

ResÞonseg to Each Statements on Queslionnaires A & B

Stalement

Queslionnaire/ | Quesl¡onnaire/
lnstrument A I lnslrument B

I

Mean ¡ s.p. lU*ot s.p.

L The assessment package is nol
sutfic¡ênt. 2.58 1.2642527 1 .92 1.2936769

2. Too much informat¡on was gathered 2.77 1.2367582 1.88 0.8634813

3. Too little information is galhered. 2.30 'I .1414069 2.20 1.26491 1 1

4. The degree of specificity of informat¡on varies. 4.16 0.6766516 3.56 1 .267 4384

5. lmporiant categories of ¡nformat¡on are missin( 3.10 1 . 1621 86 2.80 1.4696938

6. The assessment package should be
standârdized. 4.35 0.7848725 3.88 1.2432216

7. Quality of information depends on ability of
staff to be cons¡slent in report¡ng. 4.61 0.487086 3.80 1.058300s

8. Compil¡ng informalion ¡s time consuming. 4.58 0.7940989 3.e2 0.9765244

9. lnformat¡on collected ¡s not quantiflable. 3.48 1.1033955 2.36 1.3821722

10. Program improvement is hampered by the
inability to create a data bank. 4.00 0.8798826 3.68 1 .190630 1

'I 1 . The assessment does nol prov¡de information
in many areas. 3.23 1 .1 276489 2.56 1.4444376

12. More information ¡s requesled ¡n some areas
than others. 3.32 0.9634312 2.76 1.3937001

13. Top¡cs encompass both goneral and specific
areas but not the same degree. 3.71 0.8109551 3.36 1 .2924396

14. lt is d¡fiicult to complete the form In a
consistent t¡me eificiênt manner. 4.00 1 .2181424 2.44 'l .2õ7 43A4

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

Tabte 3.4
Summarv of t- Results Comoarino the Means for Counsellors

ResDonses to Each Statement on eueslionnaires A & B

5

4
M

?e"

a2

n1

0

ffi""ir".A&;l

2-3'4 5 6'7'8'9'10'11

luestion
{umber

lnstru ment A
Mean St. Dev. N1

lnstrument B
Mean St. Dev. N2 t

Prob. t
one-tailed

Q1
Q2
Q3
Q4
Q5
Q6
Q7
Q8
Q9
Q10
Q11
Q12
Q13
Q14
Q15

2.58 1.26425 3
2.77 1.23679 3'2.29 1.14141 3
4.16 0.67665 3
3.06 1.16219 3
4.35 0.78487 3
4.61 0.48709 3
4.58 0.79410 3
3.48 1.10340 3
4.00 0.87988 3
3.23 1.12765 3
3.32 0.96343 3
3.71 0.81096 3
4.00 1.21814 3
4.10 0.99531 3.

1 .92 1 .29368 25
1.88 0.86348 25
2.20 1 .26491 25
3.56 1.26744 25
2.80 1.46969 25
3.88 1.24322 25
3.80 1.05830 25
3.92 0.97652 25
2.36 1.38217 25
3.68 1.19063 25
2.56 1 .44444 25
2.76 1.39370 25
3.36 1.29244 25
2.44 1.26744 25
3.32 1.28748 25

1.92395
3.06076
0.28051
2.27317
0.75243
1 .7 4124
3.81 126
2.79926
3.38513
1.15617
1.93783
1 .78224
1.23595
4.67 904
2.54713

0.02982'
0.00172'.
0.39008
0.01351 .
0.22753
0.04367-
0.00018-''
0.00360'-
0.00067-.'
0.12635
0.02894-
0.04017-
0.1 1091
0.00001.-'
0.00687'.

(. p <.05, '. p<.01, '.' p <.001)
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Table 3.5 breaks the statements on the quest¡onnalres 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: euestions 1 and g were reversed

when calculat¡ng means, for consistency.

Process of Data Collection

Four statements on the quest¡onnaire refer to the process of information

gathering. These slatements were numbers 1 , 7, g, and 14, and read as

follows:

7.

The current assessment package is sufficient for my use as a vocational

counsellor.

The quality of information collected is dependent on the abllity of staff to

wr¡te consistent reports over time and among individuals.

The process of compiling this informat¡on and reporting longhand is time_

consum ing.

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

Twe and Amount of lnformation Gathered

Seven statements on the questionna¡re refer to the type and amount of

informat¡on gathered. These statements were numbered Z, g, 4, 5,1 1 , 1 2, and

13, and read as follows:

Overall, too much information is gathered

Overall, too little information is gathered.

8.

14.

2.

3.
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4. The degree of specificity of information var¡es.

5. Certain important categor¡es of information are missing.

1 1. The form does not provide informat¡on in many areas including emotional

health, mental health, work ethic, work references, age, etc.

12. More information is requested in some areas than may be needed to

assess a client's employability level.

13. The topics encompass both very generar and very specific areas, but not

each to the same degree.

Standardization of lnformation Gathered and Recorded

Four statements on the questionnaire refer to the standardization of the

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

and 15 and read as follows:

6. The assessment package should be standardized.

9. The information collected is quantifiable and available for further

analysis, such as for the information that an annual report might require.

10. Program improvement is hampered by the inability to create a data bank

to assess general trends.

15. No clear directions are provided about expectations for report

preparation.

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

which, in turn, suggests greater satisfaction w¡th the assessment package. The

magn¡tude of the d¡fference is hightighted on Table 3.5.
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Table 3.S
Means for Counsellors Responses to Three Cateqories

of Statements on Questionna¡res A and B

Categories
of Statements

Questionnaire A
Mean

Questionnaire B
Mean

Cluster 1

Process of
Data Collection 3.9425 3.02

Cluster 2
Type and amount of
lnformation Gathered 3.2214 2.7314

Cluster 3
Siandardizat¡on 3.985 3.31

As shown in Table 3.S, again the means were lower in each category, for

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

perceive the secono newly-developed assessment package (as per

Questionnaire B) as being the more useful tool.

These data are otfered in schematic form in Figure G.2.
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Figure 3.2
Means of Counsellors Responses to Three Categories

of Statements on Questionnaires A and B
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ïhe mean response for each of the three clustefs is lower for

Questionnaire B than QuestioFnaire 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 óf

the comments made directly by the vocat¡onal counsellors on the two

questionnaires. This direct input in the¡r own words highlights their opinions on

the ¡nitial assessment package (cÐmments on euestionnaire A), and their

opinions on the newly developed assessment package (comments on

Questionnaire B). Very compelling, albeit more subjective data, can be gleaned

f rom these open-ended comments.
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Counsellors Comments on euest¡onnaire A

- Comments suggest¡ng counsellors felt improvements were

requlred on the initiaf assessment package:

' certain important categories of information are inappropriately addressed.

' Reports (file notes) vary now as each counsellor reports to a different degree

on difterent areas.

. A written outline regarding expectations for report writing was never

completed, and direction from the 1gg1 counsellor tra¡n¡ng session never

provided/ implemented.

' specific information should be easier to locate (on file) than our present

system allows.

' statistical data should be compired that would give us insights into our

etfectiveness in different areas.

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

. Compiling information for files is not a proDlem, but reporting ¡t is.

' A standardized approach shourd have 'yes/no'and 'fiil in the brank'areas,

as well as a narrative section.

. The current assessment package should be reviewed. Categories of

information are missing, reporting longhand on intake is t¡me-clnsuming,

and the package is not used consistently by all HROp counsellors.

' The existing package needs fine tuning. There is too much detair to use

when actually with a cl¡ent.

' A standardized package that enables us to quant¡fy 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 ',wr¡te a book', if they want to.

. Our cl¡ent 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,

etc )

' 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 specif ic 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 ¡nformation in some areas

(¡e. emot¡onal health, mental health, work ethic, work references, age, etc.),

it still can be included by the counsellor.

. 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, unl¡ke other sc¡ences.

' The current process of compiling informat¡on rong hand ¡s time-consum¡ng,

but saves time ¡n the long run (in vocational planning).
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' A format wh¡ch quickry focuses on the foilowing shourd be deveroped: 1)

hard data (name, SlN, birth date, dependents, SAMTN#, etc.), 2) current data

(address, phone, education, work history, etc.), and B) eliqib¡titv 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 ¡s to be run.

' short-cutting on information gathering wiil leave clients at risk of having

some barriers remaining unidentified.

. Some barriers are not easy to measure or quantify.

. ls our current package noT standardized, and used by everyone now?

' comments suggesting counseilors were satisfied with the rnitiar

assessment package:

' our package shourd not be standardized at the expense of rosing 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 arready standardized.
. The assessment package works as well as those who are using it.
. Personally I find the form to be adequate because it's not the only

documentat¡on being done. Consistent file recordings are being kept

through time, w¡th new information recorded as ¡t becomes available. I see

no need to change the format.
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Counsellors Comments on Quest¡onnaire 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. lmplemented w¡th clear direction, it

promises to provide client information more consistently and organized in

the same location on file.

' The quality of informat¡on collected no longer depends on the abil¡ty of staff

to wr¡te consistent long hand reports. This assessment tool can save time

and help identify clients most etfectively served in the Wlnnlpeg office and

those who are more appropriately referred to other agenc¡es 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 select¡on of the most appropriate clients for our

program.

This package has unlimited possibilities for the purpose of follow-up,

feedback or program evaluation. It will allow us to measure and compare

ind¡viduals progress, plotting client progress, and record removal of

employment baniers.

The assessment tool will be very useful in ,,quantify¡ng" baniers and

strengths and in establishing trends in clients, character¡stics.

The assessment toor offers an improved method of arriving at statisticar

results. Moreover, it should create a greater consistency in assessment

practices and in the determinat¡on of a client's vocat¡onal baniers.



-87 -

. I didn't see anything wrong with the old assessment package until I had a

chance to use this new format. lt's quick and easy to follow, and generaily I

preter it.

' The new assessment tool is a great improvement. I really like the fact that I

can pick up a co-workers file when covering, and find what I need to know

quickly. I can also read it, which helps when co_workers' notes aren,t

leg¡ble.

. I prefer the second assessment package. lt is easy to use and all the

questions I need to ask on assessment are presented clear¡y.

' circling statements is a great idea. I can obtain the information I need much

more quickly with the new assessment tool, and it allows me to go back and

write long hand notes later ¡f I'm too busy at the time.

' I like the new assessment package and find it easier to use. lt eliminates the

need to wr¡te long transfer summaries when transferring a file to another

counsellor.

. Looks good - much improved package.

. Much improved over the initial assessment method.

' Does a good job of cover¡ng a great majority of emproyabirity factors. rt w¡il

be useful for more accurate recþrding and it will be easy to reference.

' This is a good assessment tool. The fact that it is requ¡red 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. I find it very helpful in

determining focus.

' I like the last page where there ¡s room for a wr¡tten summary of a cr¡ents,
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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. lt is, therefore, an improvement in my mind.

This tool should save a lot of time taken w¡th lengthy write-ups and g¡ve us

universality in assessments. I 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 wr¡ting

while interviewing. I am glad, however, that this was presented in such a

manner so as we know ¡t's not intended to change how we conduct

assessments, but to standardize the approach and type of infotmat¡on

collected.

All factors receive equal consideration, which is an improvement over the

Iast assessment index.

The assessment tool is a marked ¡mprovement over the "old,' client

assessment process. lt definitely is a move in the direction of more

cons¡stency 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 s¡gnificant.

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

Overall I feel the new assessment package is a more effect¡ve and

descriptive tool than the previous tormat.

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 ¡n the

assessment process has merit in that statistics/resu¡ts will be more

meaningful consider¡ng 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 ¡nto account. These perceptions/

biases will have some effect on the way ¡n which the assessment tool is

utilized.

Assessments are the foundation of vocational counsefling and information

gathered during employability assessment has to produce consistent and

reliable results.

The proposed method of data collection, with some fine-tuning, can be

quantified, coded and computer¡zed to prov¡de reliable data for program

improvements in the future and offer a timely response to the constanfly

changing demands in the labour market.

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

I would 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

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

Comments suggesting counseilors 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 w¡th 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.

. ïhere is not enough room for specifics and comments.

. The check-otf system makes it ditficult for me to accurately document the

facts because each clients' s¡tuation varies and does not always fit ¡nto

check points.

. Vocational counselling is a complicated process and a ,,f¡ll in the blanks"

approach simply doesn't work.

. Th¡s 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 in¡tial assessment package.

There were at least 17 clmments on euestionnaire A which suggested

counsellors had concerns with the in¡tial package. There were 29 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 l.

Summarv

It appears the vocational counsellors with the Employment Development

centre generally prefer the second newly developed package over the initial

package. Quantitative results indicate signif¡cant preference based on the

fifteen statements on Questionnaires A and B. eual¡tatively, counsellors

comments also seem to support a preference for the new assessment package.



-91 -

Not surprisingly, responses did vary w¡th some counsellors report¡ng

overwhelmingly that the new instrument was more useful, and other counsellors

reporting a preference for the first package. This can be attr¡buted to differences

in individual styles and perceptions. As noted by some of the counsellors

comments, further direction and clar¡fication 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 ¡n nature, designed to gather

informat¡on that mlght suggest ways to improve on the employability

assessment package used by vocailonal counsellors in the Employment

Development centre. once gathered, this informat¡on was used to assist ¡n the

actual development of a new employability assessment package. One major

step in the vocational rehabilitation process is to assess or def¡ne an

¡nd¡vidual's strengths and barriers to employment. Without a clear

understand¡ng of which areas will need a counsellor's assistance, an undue

expenditure of t¡me and resources can take place, which results in an

inadequate level of service being provided. To create a successful plan, a

counseflor will need to def¡ne the areas of concern, and those strengths which

can be used to enhance the rehabilitation process (western occupational

Resource Consultants, 1 991 ).

This section is based on the questionnaire results comparing the two

assessment packages. The following discussion will be directed at the

objectives specified in the evaluation chapter.

vocational counsellors satisfaction w¡th the lnitial Assessment packaoe

ln relation to the first objective, vocational counsellors sat¡sfaction with

the ¡nitial assessment package, the percept¡ons of the vocational counsellors

were extremely varied. while 61.29% responded that the initial assessment
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package was suff¡c¡ent for their use, responses to further statements on the

questionna¡re revealed counsellors had a number of concerns with the

package. As counsellors fesponses 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 ¡nitial 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 wr¡te consistent

reports over time. Additionally, 97.10% responded that comp¡ling reports long

hand was t¡me-consuming, and77.42% agreed w¡th the siatement that it was

d¡fficult to complete the assessment package ¡n a consistent, time etfective

manner.

Another identified area of concern was w¡th the type and amount of

information gathered ¡n the initial assessment package. Here g3.g7% of

vocational counsellors agreed that the degree of specific¡ty of information varied

in the initial package. Further, over half, s1 .61%, of counsellors agreed with the

statement that the initial assessment instrument did not provide informat¡on 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, while74.1g/o

agreed with the statement that no clear directions were provided around report
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writing with the use of the in¡tial instrument.

The above statist¡cal information, in combination with wr¡tten feedback

from the vocational counsellors, made it clear they felt the ¡nitial assessment

package required improvements.

Determinino How the lnitial Assessment packaqe Could Be lmproved,

and Development of a New Emplovabilitv Assessment package

A second objective was to determine how the ¡n¡tiar assessment package

could be improved upon or redeveloped to better meet the needs of the

Employment Development centre vocational counsellors. An examination of

the counsellors' responses to the f¡tteen statements on euestionnaire A and a

review of the comments provided clear direction for the development of a new

assessment package. The vocational counsellors' responses bas¡cally

supported findings by the Prairie Research Associates, as well as rnanagement

who initiated the process.

ln relation to the proc€ss of data collection, several variables were

considered. lt was clear the vocational counsellors \¡vanted a package which

would ensure quality of information gathered, yet not be dependent on the

abil¡ty of staff to be consistent in reporting/recÐrding this ¡nformat¡on. 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 h¡ghlighting 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

w¡th every variable/factor, so that additional information not prov¡ded for on the

assessment instrument could be recorded and not be lost. This also addressed

the concern with the initial assessment package that ¡t was difficult to complete

in a consistent, time efiicient 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

efticiency.

ln relation to the type and amount of ¡nformation gathered, again several

variables were considered. The vocational counsellors appeared to have

conflicting opinions on how much ¡nformation should be gathered, however the

majority agreed w¡th the statement that too l¡tile information was requested with

the init¡al assessment package. Add¡tionally, the major¡ty of counsellors agreed

w¡th the statement that important employability factors or categories of

information were missing entirely. The new assessment package provided an

add¡tional fourteen employability factors not considered in the initial

assessment package. Counsellors comments in informal interviews,

recommendations on employability assessments (prair¡e Research Associates,

1992), a review of the literature and of other assessment instruments were

consldered in the development of additional employability factors. Finally, the

vocat¡onal counsellors appeared to feel that, on the initial assessment package,

the degree of specificity of intormat¡on varied. The newly developed

assessment instrument attempted to ensure each employability factor was given

equal consideration and all possible responses included. Aga¡n, ¡nformal
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interviews w¡th the counsellors and numerous meet¡ngs w¡th management

provided direction in this area. A system of circling or highlight¡ng possible

responses tried to ensure consistency of information not available with long

hand report writing.

Lastly, concerns around standardization of information gathered and

recÐrded were addressed in the development of the new assessment package.

The package must now be used on intake, and a file cannot be opened w¡thout

the completed employabil¡ty 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

computer¡zed, and a data bank be developed. Finally, clear direct¡ons were

provided with regards to expectations for completion and report¡ng of

informaiion collecled when using the newly developed employability

assessmÉrnt 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 dlrectly 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 benef¡ts 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 ¡n terms of developing staft capabilities in case

management and client assignment, and to the client in terms of establishing

realistic personal goals (Nightengale, 1986).

Vocational Counsellors Satisfact¡on with the New Assessment packaqe

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 o1 14.710/" when compared to the same statement related to the

initial a$sessment 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. lt 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 ditficult to complete in a consistent, .time

etficient manner, and that the qual¡ty of ¡nformation collected was less

dependent on the ability ot staft to be consistent in report¡ng. lmprovements

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 wr¡tten comments were positive w¡th respect to

the second assessment package.



-98-

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

ln general, the employabil¡ty assessment package meets many of the

needs of the vocational counsellors employed by the Employment Development

Centre. Continual ,ryork towards expanding the assessment package to

address remaining concerns would strengthen the assessment process, and

further improve the effic¡ency of this stage of the vocational counsell¡ng process.

Having a mechanism, such as an assessment clmmittee with strong

leadership, would greatly enhance development and ensure further attention is

given to th¡s task.

The recommendations are based on the feedback provided by the

vocational counsellors and managers of the Employment Development centre.

1. To form a group or committee to continue to address ¡ssues

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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2.

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 responsib¡l¡ties in relation to

conducting assessments can be further clarified in order to

enhance co-ordination and standardization. A number of statf

have noted d¡fficulties ¡n terms of expectations for report writing,

time at which informatlon should be collected, and where

information should be stored on file.

That a written guide outlining expectat¡ons 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 counsellors so they can

continually evaluate the assessment package ¡n relation to

gathering information for the system.

ïhat a copy of the final page of the employability assessment
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package be duplicated, so a copy can remain on a clients'file and

a copy be given to the client.

That the assessment package on each client file be rev¡ewed

every six months to determine ¡f there have been any changes in

identified strengths and/or weaknesses, and to capture changes in

information.

That the comments section be enlarged, perhaps by using legal

sized paper.

That the assessment package be double-sided to reduce the

amount of paper on files.

That consideration be given to determinìng which employability

faclors are most likely to etfect employabiiihT, or be most s¡gnificant

¡n the assessment phase.

Generally, the vocational counsellors at the Employment Development

Centre seem satisf¡ed 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 generaf

case management and cl¡ent assignment improve. When vocational

counsellors conduct in-depth assessments, they gather a wealth of information

7.

8.

9.

10
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and become aware of past patterns and possible shortcomings which may

¡nterfere w¡th vocational plans. Armed w¡th 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 (Nightengate, 1989). Efforts to

address remaining concerns by further developing and expand¡ng 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 lntroduction. The limitations of

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

Development and Evaluation of the Emplovabilitv Assessment packaqe

The development of an assessment instrument to provide a solid

indicator of a client's circumstance/s¡tuation was the f¡rst objective of the

practicum. This task was monumental, ¡nvolving 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 w¡th personnel involved in the vocational counselling

phase and their supervisors. Soliciting opinions from indivicfuals regularly

using such packages proved to be valuable in pinpointing specific

elements/Variables required in an etfective assessment tool. This approach

also allowed counsellors to provide their views on the des¡gn and overall

development of the package.

Similarly, a counsellor survey provided information on isolated aspects of

the initial package that were of concern, and thus areas requiring

¡mprovements. The feedback and suggestions were useful in mak¡ng

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 Ëmployment Development centre basically set

the format and questions. While this prov¡ded a good base, some of the

statements were confusing and leading. Although the vocational counsellors

were asked to comment on the questionnaire, no suggestions were made. This

may have occufred as they were aware that management had a large part to do

w¡th its development.

The data analysis provided another challenge both in terms of the

quantitative and qualitative data. Developing some degree of competency with

computerized stat¡stical 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 irow to deal with the fact that only two statements on the

questionnaire were positive, while the remaining statements were negat¡ve.

The qualitative data was usefur in craritying v¡ews, but using quaritative

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 sutficient time to meet with both counsellors and managers

was often difficult. while individuals seemed interested, time restrictions were

frequently noted. lnterestingry, many staff were surprised by the individual

differences in perceptions. lt became obvious that ult¡mately ¡t 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 th¡s ¡ssue 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 ¡t is consistenily

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 include 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 f¡nal product should look. lncorporating all the

suggestions was impossible for, at times, these were directly conflicting, so the

challenge was to come up w¡th a package that included the relevant

employments factors in as concise a format as possible.

The Literature Review

ln respect to the l¡terature review, there was an early realizat¡on that there

exists relatively little in the way of evaluative l¡terature pertaining to the

effectiveness of vocat¡onal counsell¡ng and assessment services. Little has

been wr¡tten in academic or even advocacy journals ouilining what does and

what doesn't work. As stated earl¡er, it is difficult to attribute success when there
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are several irrputs responsible for an outcome, as is the case with vocational

counselling. 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 ditficult to isolate what is

responsible for success. lt is obvious, however, that a thorough assessment of

a client's situation is essential ¡n 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, ¡nterests and barriers is

important if a program is to help an individual find and keep a job (Nightengale,

1e86).

lnvolving the counsellors using the assessment package prov¡ded

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 olien gives them powerful control over persons and

th¡ngs. Because of the specialized knowledge involved, the persons using the

serv¡ces of the professional may not have the expertise to judge the adequacy

of the services they are receiving (compton & Galaway, 1994). li is ¡mportant

that the vocational counsellors have an assessment package that they find

useful, as the information collected with the ¡nstrument will serve as a basis to

construct a plan to alleviate client barriers or act on strengths, and etfect the

outcome of the serv¡ce as ¡t is perceived by the public/community which they

serve. The purpose of assessment is to reach an understanding of problem,

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

lnternal vs E)dernal lnput

At many po¡nts dur¡ng the development process, knowledge of the

program and familiarity with it provided a basis for exploring issues and raising

questions. Being in a unique pos¡tion of an "insider" through the initial stages of

the pract¡cum and during the development of the employability assessment

¡nstrument was a benefit in understanding the organizational structure, in

having had first-hand exper¡ence with the initial assessment package, and in

fac¡litating of communication. At times there was a subject¡ve sense that

interpretation and/or recommeiìdations may be biased, however on several

occasions opin¡ons of counsellors and managers were helpful in dealing with

this ¡ssue. As I was one of the individuals personally atfected by program

cutbacks in 1993, I 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 w¡thout the biases that may have been

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

Limitations of the Studv/Sugqestions for Further Studv

As stated in the lntroduction, the study was planned and implemented for

a specific population of statf (vocational counsellors) within a specific agency.

Because the study used a purposive sample, the findings are relevant to the

conte)d of the program, and the results cannot be generalized beyond the

agency. However, findings provide useful ¡nformation 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 v¡a the vocat¡onal 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 questionna¡re,

providing little latitude. lmprovements could have been made by rewording the

statements so as to have an equal number of positive and negaiive statements.

This would also have ensured consistency in data analysis, elim¡nat¡ng the

need to reverse two of the statements on the quest¡onnaire 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 pracUcum, there was not

complete f lexibility in this regard.

While the newly implemented employability assessment package has

addressed and elim¡nated, or at least lessened, the cancerns notecl w¡th the

initial package, further improvements can be made. lt 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. lt would be interest¡ng to again survey the

vocational counsellors, after they have had an opportun¡ty to "iron out the bugs"

in the ¡mplementation of the package and become comfortable with its use over

a period of time.

This assessment package does not specificaily ident¡fy the most powerful

employability predictors, that is, it does not attempt to rate the employability
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factors. Further research to determine the signif¡cance 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 praclicum provided the opportun¡ty to integrate theory and practice,

and to work closely with different levels within a government department. The

exper¡ence in developing an employability assessment package has been a

valuable one that has yielded many insights. This initiative was, in etfect, part of

a process of translating ethereal comments on an unproven ¡nstrument, into

tangible, useful questions to guide counsellors in their assessment of a cl¡ents

situation. An effective assessment makes possible more effect¡ve interventions.

The new package helps counsellors help clients ¡n a meaningful fashion, and

provides counsellors with a basis to structure and plan the¡r intcrvention

strategies.

The assessment package assists counsellors to th¡nk 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 requ¡ring consideration. This forms a basis

from which to formulate a plan of action, dependent on the number and

comb¡nation of an individual client's strengths and weaknesses. A client

presenting with numerous 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 problem solving skills may require pre-vocational sery¡ces 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 upgrad¡ng or

further education/ train¡ng, 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 situat¡on is, of

course, unique and must be treated as such. However, the new assessment

package allows counsellors 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 s¡tuaiion, 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

s¡tuation and goals. Essentially this assessment package assists counsellors to

do their entire ¡ob.

Additionally, the newly developed assessment package assists the

Employment Development Centre vocational counsellors to glean and

synthesize this background information quickly. lt was obvious through the

many informal d¡scussions with the counsellors that they feel overwhelmed by

high caseload numbers, and that time is indeed a precious commodity. The

entire process has proved to be a useful 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 effic¡ently. ln
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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 rev¡s¡ting the previous assessment package, have

been provided with the opportunity to look closely and critically at assessment

tools. 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. ln essence, they have been provided with a new perspective or

mindset, and it is expected that they will continue to look crit¡cally 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 ¡s ¡mportant to look cr¡tically at

modelå 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 prov¡ding programs that are responsive and effective,
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APPENDIX A

PRINCIPLES CORNERSTONE TO THE EMPLOYMENT

DEVELOPMENT CENTRE'S PROGRAM DELIVERY MODEL

Voluntary partic¡pation helps to prov¡de a screen¡ng 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 posit¡ve growth of clients progressing along a

continuum of improved functioning towards self-sutf iciency.

Financial incent¡ves to address financial barriers to partic¡pat¡on, and

enhance and maintain participant mot¡vation, are considered essential

and are included in the program.

The best "la¡d plans" begin with a clear gras¡r of the problem and the

resources that can be acressed. (lf the assessment ¡s inaccurate or

incomplete, the plan may not work.)

There should always be a contingency plan. Clhere 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

solut¡on 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.
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7. 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.)

8. 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 possibil¡ties, etc.)

9. Not all clients funciion etfectively in a traditional educational setting.

Alternative learning styles should be accommodated.

10. 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.

11. A flexible and hol¡st¡c approach is requ¡red to allow for personalized

planning based on individual needs.

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

pr¡or¡ty over, work base commitments or commun¡ty employer demands.

13. The Employment Development programs are inter-dependent w¡th the

communities in which they are located. (Referrals and requests for
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serv¡ce come from the commun¡tles and serv¡ce is provided to the

community.)

14. Clients deserve to be treated with respect. (Treat¡ng clients with d¡gnity

increases their self-esteem.)

15. Contidentiality is essential, being an ethical code which protects clients.

Trust in the counselling relationship is enhanced which tacilitates the

ability of the counsellor to etfect change in the client's behaviour (Special

Programs Branch, 1992).
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EMPLOYMENT DEVELOPMENT CENTRE PARTICIPAN-T FLOWCHAHT. PROGRAM PROCESS.

social & personal lunctioning
- prescribe & initiate test¡ng
- assess appropr¡ateness of EDc service
- assess services and resources requ¡red

10 assist client in achiev¡ng goal
- provide a statement of employability

of work history, education,

NOTE
' This is a cyclical process involving the implementation of plans on an ongoing bas¡s following completion of init¡al plan.. Referral to e)dernal resources occurs at any stage of the process.. Evaluation occurs following each step.

Wnnipeg Adult Education
Upgrading
Private Colleges
BRCC
Univers¡ty
Skills Training
Local High School
Souih Winnipeg Tech.
Manitoba Tech. Training lnstitute
SPJAP Work Experience
COPE
HROC
Job Search

_----->

PLANNING
- problem prioritizing
- intervention strategies
- goal setting: personal/career goals
- identification & organization of

resources
- determinat¡on of financial resources

to achieve goal
- funding requests: income security;

student aid

Other Emplovment Placement

<__

IMPLEMENTATION
(and follow-up)

- implement plan to achieve
vocational goal

- monitor progress
- provide intervention as

required
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ASSESSMENT OF CLIENT EMPLOYABILITY

GUIDELINES FOR INFORMATION GATHERING
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GUIDELINES FOR INFORMATION GATHERING

This section prov¡des a more detailed listing of potential areas of information
gathering related to employability.

1. Work Historv:

- 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
- best/least liked job

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

lf No Work Historv.

- why not? (experience, opportunities, at home, etc.)
- why are you looking now? (motivâtion?)

2, Education Historv:

- 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.
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3. Familv Backqround:

Single - parents (manied, s¡ngle, d¡vorced)
- number of children in family
- general idea of family support
- financial status

Married - family support for present planning

- aspirations for the familylkids
- availability of child care services

4. Financial Circumstances:

- pasVcurrent source of income

- debts

- present living expenses
- assets and present income

- money management skills
- ¡ncome from spousal maintenance
- C.S.L. in default

5. Medical/Health Concerns:

- physical/mental health problems

- periods of hospitalizat¡on and whereÁivhy?

- type of medications

- use of medications (f requenVseldom)

- any ongoing medical supervision
- doctor's name/names person sees

- general idea of how person feels about health concerns
- physical aids, if any
- pregnancy
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6. Mobilitv:

- is person prepared/able to relocate

- resources - f inancial/supportive in new community
- family support towarads relocation
- where would person want to relocate

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

7. Nature of Communitv/Clients Relationship to ¡t:

- length of time in community
- support and ties to community (presence/lack of)
- reputation in the community accord¡ng to community's cultural

values/norms

8. Leqal lnvolvement:

- periods of incarcertat¡on: number of times and length of stay
- nature of offences

- pending court appearances: . what are the charges
. when is court (dayltime)
. where is court

- fines outstanding: . 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 fam¡ly related matters.



9. Extra-Curricular Activities:

- what are they?

- general sat¡sfact¡on w¡th act¡vities
- transferrable skills from volunteer or other activities

10. Communications/RelatinqSkills:

- how client expresses him/herself: . aggressive. assertive. passive

- abil¡ty to communicate ideas: . are statements made clearly. is there a sequence to argument. are terms def¡ned

- level of verbal skills: . choice of words are appropr¡ate. pronunciation is correct. response is congruent with question

- adaptabil¡ty to new social situat¡on: . behaviour is congruent
regardless of sett¡ng

- ability to get along with other people: . no display of hostility. not perce¡ved as ¡solating

- 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. appropr¡ateself-disclosure

- appropriateness of social behaviour

11. Peer Contact and Social Relat¡onships:

- personal satisfaction with peer contact
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- nature of the peer group and significant social contacts:

. what social activ¡ties is client involved in. does client consider peer group supportive. have peer relationships resulted in negative social
behav¡our/act¡v¡t¡es

- influence of the peer group - positive/negat¡ve:

. are group activities of a positive social nature. have peer activ¡ties resulted in negative social behaviour. has client stated that peer support is negat¡ve/positive

12. Problem Solvinq and Copinq Skills:

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

- gather facats

- define the problem

- identifyalternatives

- 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?

'13. Transportation:

- valid dr¡ver's license: . class of license
. 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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14. 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 landlord/tenant issues

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

15. Vocational Goals:

- undefined: no vocational goal

- defined: vocat¡onal goal is stated

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

- how realistic is vocat¡onal goal: availability of training, education and
employment opportunities

- potential to compete in that occupational area:

. does client fully understand the expectations of the specific
vocational field. are there spec¡fic barriers which would lessen the client's ability to
compete w¡th others

- assess level of awareness of occupational areas:

. can client describe tasks involved. is client able to describe physical setting. can client identify and describe various jobs w¡thin an occupational
field or setting
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- motivation/personal goals:

. what has client done to meet personal goals. what is client willing to do to meet personal goals. how much time ¡s client willing to spend to reach objectives

- aptitudes testing:

. has client completed any apt¡tude tests. is client academically able to do standard tests. is testing necessary to check vocational goal for reality base
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OUESTIONNAIRE

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 follow¡ng questions/concerns. Number 16 is
for comments. Please let us know what you think.

1) The current HROP assessment package ¡s 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
aoree somewhat

-- neither agree nor disagree

-- disagree somewhat
__ strongly disagree

3) Overall, tao little information is gathered.

4) The degree of specificity of information varies.

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

strongly agree
agree somewhat
neither agree nor disagree
disagree somewhat
strongly d¡sagree
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6)

7)

8)

s)
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Certain important categories of information are missing.

stronolv aoree
agree somewhat
neither agree nor d¡sagree
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 abil¡ty of staff to
wr¡te consistent reports over time and among indiv¡duals.

strongly agree
agree somewhat

-= i:*Ji3"' 3ä'YJ 

d i s as ree

The process of compil¡ng this information and reporting longhand is time-
consum ing.

strongly agree

=- 
xå[?r';;ähi*'*""
strongly disagree

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

stronolv aoree

- 
agree somewhat

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

strongly agree
agree somewhat
neither agree nor d¡sagree
disagree somewhat
strongly disagree

11)

12)

13)

14)

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

strongly agree
agree somewhat
neither agree nor disagree

_ __ 3i:,l,YJff.ì3ä?iJ"

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

strongly agree
agree somewhat

-_ tË:ii:åff;#il'*""
strongly" disagree

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

strongly agree

- ;3i;i:,':i:äixl disasree
___ disagree somewhat

strongly disagree

It is d¡fficult to complete the form in a consistent and time-etficient manner.

stronolv aoree
_ agree somewhat

- 
neither agree nor disagree

___ disagree somewhat
___ strongly disagree
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15) No clear directions are prov¡ded about expectations for report
preparation.

stronolv aoree
__ agree somewhat

-_ neither agree nor disagree
___ disagree somewhat

stronolv disaoree

16) Comments:
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EMPLOYMENTSUPPOBT CENTRE
2156 Brunsw¡ck Street

Room #100
AlÐ€ndra Centre

Hafifax, Nova Scot¡a
B3K 2Y8

TELEPHONE: 421.7868

ASSESSMENT
FOBM

CLIENT NAME:

DATE:

ASSESSMENT WOBKER:



A) EDUCATION:
Vvhat is the h¡ghesl
education level
obtained.

COMMENTS:

B) SKILLS:

Emolovment Strenqths

- C,ompleted Post
Secondary

- Journeyman Trade
Certif¡cate

That ìs, a combination
of forma¡ sk¡ll training
and/or on-the-job
training.

COMMENTS:

C) WOBK EXPERIENCE:
That is laþour force
attachment.

Low Employrnent
Barriers

Academic Grade 12

Apprentice Level

Some Post Secondary

Paper qualificat¡on and
pnct¡cal experience on
the job.

COMMENTS:

Moderate Employment
Barriers

- Grade 10, l1

- Grade 12 General

- GED 12
- BSTDTraining

-CAAT Test

Stable employment
history; full time or
permanent Þart-time work.

Paper qualif¡cations
NO experience or

Short term experience

Has worked wïhin last
year

Page 1

High Employrnent
Barriers

Grade 0-3

Grade 9

Spec¡al Education
Alternative
School Programs

Seasonal work:
consistent.

Self Employed

Contract Worker

Has worked within last
yeat -

Only on-the-job train¡ng
NO paper qualif¡cat¡ons

Casual or onrall work

Sporadic employment
history.

- Sporadic work
history in
early level work

Never worked

Has not worked ¡n

last 2 years or
fonger.

Less than 1 year
work experience.



D) JOB MARKET FACTOR:
That ¡s, skills and
work experience
coincide w¡th local
labour market
demands.

EmÞlovment Strenoths

- Stable permanent
employment opportun-
ities available.

- Sk¡lls in demand

COMMENTS

E) WORK RELATED ACTIVITY:
That is, recency of - Work related activíty
work related activ¡t¡es, and rout¡ne within last g
skills and hab¡ts, e.g. months
tra¡ning

Low Employment
Barriers

- Seasonal employment.

- Skills are needed but
not locally, will¡ng to
relocate.

- Skills not ¡n dernand;
willing to consider re-
tra¡ning or other
occuPat¡on.

COMMENTS

F) JOB SEABCH SK¡LLS:

Moderate Employrnent
Barriers

- Employment opportun¡ties
chang¡ng or decreasing

- Retra¡n¡ng necessary but
not immed¡ately ava¡lable.

- L¡mited employment
opÞortunities.

- Well prepared resumé

- Verbal¡n interview and
h¡gh Personal sale-abitity

Work related activity
and rout¡ne within last
3 to 6 months

Page 2
High Emptoyrnent

Barr¡ers

- Recent industry
shutdown lay-off.

- Skills not in
demand locally;
unw¡lling to
relocate.

- Skills not in demand;
unw¡¡ling or unable
to retrain.

Has job search sk¡lls
but needs more input
ideas.

Could benef¡t from
refeffals

Work related act¡vity
7 months to 1 year

- Requires resumé

- Has limited joþ search
techn¡ques

- No work related
activ¡ty routine
for more than 1

year

Not look¡ng for
work or
sporad¡cally
seeking work

Cannot complete
application



EmDlovment Strenoths

F) JOB SEARCH SKILLS, continued
Well developed job
search techniques

CO[/MENTS:

G) INCOME NEEDS:
Be: Wage expectat¡ons

Low Employment
Barr¡ers

- Has job search skills
but needs new input

Earning potential is
real¡stic g¡vên qual¡f i-
cation and experience.

Financlal situation is ¡n
contrOl

Financial independence
is an ¡mportant value

Awareness of community
resources, ¡.e. Food Banks

VMllingness to accept lower
paying iob or short term

COMMENTS:

Moderate Employment
Barriers

Somewhat unrealistic
¡ncome expectations

Debt load ¡s a concern
but currently
manageable

Page 3
High Employnent

Barriers

- Not aware of or
cannot use job
search techn¡ques

- Doesn't understand
labour market
cond¡t¡ons.

Bequires f¡nancial
counsell¡ng, assistance
with budgeting

Not aware of community
resources

Ouestionable ¡f earning
potential will þe a
financial benef¡t

Limited earn¡ng
potentlal impacts
¡n f¡nancia¡
motivation

Unrealistic income
expectations

Long term
dependence on
¡ncome assistance;
greater than 1 year



H) M.S.A. HTSTOFY

COMMENTS:

EmÞlovment Strenqlhs

- Fírst t¡me in receipt of
assistance

- Length of t¡me in rece¡pt
of ass¡stance 1-3 months

- M.S.A. supplements
UlCorwages

I) LITERACY:
Befers to CAAT
levels

COMMENTS

Low Employrnent
Barriers

- M.S.A. rec¡pient 4 to 6
months; M.S.A.
supplements UIC

I) READING:
- Functional;CAAï

Level C

Moderate Employment
Barr¡ers

- M.S.A. rec¡p¡ent 7
months to 1 year

- UIC exhausted

- Not eligible for UIC

- Has been in rece¡pt of
assistance in past

[) wRrTrNG:
- Fluent witing style

- Complête sentences

- Correct spelling and
grammar

- Completedapplication
fo¡m

- Can read words but
difficulties w¡th
comprehending CAAT
Level B

Page 4
High Employnìent

Ban¡ers

M.S.A. rec¡pient
for more than 1

yeaf

ln receipt of
assistance 3
times or more

M¡xes upper and
lower case letters

Uses script and pr¡nt
alternat¡vely

Spelling errors

Glammar errors

Word recognition but
l¡mited vocabulary and
comprehension CAAT
Level A

Can only complete
parts of applicat¡on

Answers with single
word responses

Cannot recogn¡ze
words

Cannot read
sentences

Cannot fill out
application form



l) LITEBACY - WRlTlNc, continued

COMMENTS:

Emplovment Strenoths

COMMENTS:

J) AGE

COMMENTS

It) NUMEBACY:
.CAATLEVEL'C'

Low Employmerìt
Barriers

K) PHYSICAL HEALTH

- 25 to 45 yeaß old

COMMENTS

Moderate Employmer
Barriers

CAAT LEVEL 'B'

" Good phys¡cal health

- 21 to 24 years old

CAAT LEVEL'A'

Page 5
High Employment

Barriers

- Stable medical
condit¡on

- Minor or shorl term
health problem

-19to10;áâto
54 years old

Cannot peform
basic operations

- Pregnancy

- Some l¡mitation to
employment due to
medical problems;
i.e. migraine, bad back

- lS or under;
over 55 years old

- Chronic med¡cal
Problems

- Unstable med¡cal
cond¡tion

- Terminal illness



L) MENTALHEALTH:

EmÞlovment Strenoths

- Good mental health,
i.e. good self esteem,
good coping skills, good
control of his/her l¡fe,
good undêrstanding of

Low Employment
Baniers

Situational short term
mental health problem
or express¡ng difficulty
coping with employ-
ment or tamily

Recognizes problem
and w¡lling to actively
work with related
community resources

COMMENTS

Moderate Employment
Barr¡ers

- On med¡caÌion

- Mental health problem
wlìich ¡s stable

- Wlling to seek help but
unaware of resources

- Act¡vely involved in
rnental health commun¡ty

Page 6
H¡gh Employnpnt

Barriers

- Chronic ill health:
Unstable

- Activily involved
daily/weekly w¡th
mental health
commun¡ty

- Heav¡ly
medicated

- Denialof mêntal
health problem

- Confused,
fragmented
thoughts and
ideas

- Unableto
concentrate on
any topic

- Wthdrawn, oveÊ
animated



lvl) SUBSTANCEABUSEj

EmDlovment Strenqths

- No ¡nvolvement ¡n

substance abuse

CO¡/MENTS:

N) PEHS'NAL RES.UR.ES: 
- Has good famiry/

personal support

All conditions stable

Low Employnìent
Barriers

No involvement in
substance abuse in
in last 2 years

Aware of resources

Good support system

Moderate Employment
Barr¡ers

- No involvement ¡n

6 months to 2 years

- Actively involved ¡n

l¡fe style change

- May need use of
community resource
period¡cally

- Current impaìred
driving charge or
repeated dr¡ving
charge

PageT
High Employnìent

Barriers

- Den¡alof
substance abuse

- Act¡ve substance
abuse user

- Substance abuse
affecting:

¡) Employment
¡¡) Family
i¡¡) Health
¡v) Law
v) Social Contacts

- Recover less than
6 months

Some support systems
¡n place

Recently resolved
personal problems

Ch¡ld care reliable
with back-up system

Number of personal
problems unstaþle;
i.e. family situation
relocated recently,
unaware but willing
to utilize commun¡ty
resources

lncons¡slent care
of dependents

Cris¡s personal
s¡tuat¡on severe

Fam¡ly illness,
domestic
problems at cr¡sis
level

Unaware of or not
willing to seek
community
Ìesources



EmÞlovment Strenoths

N) PERSONAL RESOURCES, conr¡nûed

COMN/ENTS:

o) HousrNG

COMMENTS

P) PHONE:

Permanent address - Has adequate hous¡ng
but seeking new

Adequate accommodation accommodat¡ons

- Planning a move ¡n the
near future

Low Employmenl
Barriers

COMMENTS:

Q) TRANSPOHTATION:

CO|\ilMENTS

Has resident phone or
message machine

Moderate Employment
Barriers

- No back-up support
system for child care

One vehicle or reliable
public transit

Valid driver's licence

- Half-way house, group
home sett¡ng, temporary
shelter

- Seek¡ng better accom-
modations; rent ¡s too
h¡gh for income level

Has phone at easy
access outs¡de of
their res¡dence

Reliable phone number
for message

Page I
High Employrnent

Barrlers

Dependent requires
24 hour care and no
care available

Access to reliable
private transportation
system

Lim¡ted access to phone

No reliable phone number
lor messages

- Homeless or
unsafe l¡ving
accommodations

- Pend¡ng eviction

- Has had more
than 3 moves lasl
year

lnfrequent pub¡ic
transit system to
employment s¡te

No phone and no
numberto leave
messages

- No access to
publ¡c transpor-
tation and no
vehicle



R) LEGAL:

COMMENTS

s) vocATroNAL GoALS
Cl¡enl know¡ng what he
wants to do (Work-
Def¡ne) (Tra¡ning-
Def¡ne) as it relates
to the labour market

Emplovment Strenoths

- No record and no
¡nvolvement with the
hw

Low Employment
Barriers

Criminal record nol
w¡thin 5 years

Court or family suit
pending

Spec¡f¡c vocat¡onal
goals

Attainable and realist¡c
goals related to presenl
laþour market

COMMENTS:

Moderate Employment
Barriers

- lnvolved in probation
serv¡ces

- Has suspended
sentence

- Owes fines

Has specific vocational
goals but needs
ùain¡ng/work exper
¡ence and has ab¡lity
to be retra¡ned.

Page g

H¡gh Employment
Barriers

Recent criminal
record

On parole

Have charges
pend¡ng

Has some ideas of
goals but requ¡res
clarif ¡cat¡on

Has some developed
skills

- Has no idea of
goal

- Has unrealistic
goals related to
training or
educat¡on

- Has little education
or train¡ng

- ¡ndec¡sive

- Does not have
abil¡ty to obtain
goals they want



T) WOBKATTITUDES
Observe behaviour
Assessor sees and
hears through
inlerview

Emplovment Strenoths

- Good grooming

- Maintenanc€ of eye
contact

- Punctual for appointment

- Approp¡¡ate response
to questions

- Selfdirected

Low Employment
Barr¡ers

- Punctual

- Open to gu¡dance in
seeking employment
or tra¡ning

- Open to new ¡deas or
suggest¡ons from
other sources

COMMENTS

Moderate Employment
Barrìers

- Cultural values may
conf lict with employmenl

- D¡fficulty understanding
questions

- Sporadic contact

- Hesitant, unsure about
direction

- Willingness to review
suggest¡ons is
quest¡onable

Page 1 0

High Employrnênt
Barr¡ers

- Culturalvalues
seriously limit
employment
opportunities.

- Frequently
cancelled
aPPointments

- No eye contact

- Answers mono
syllables

- Ba¡ses voice
unnecessari¡y

- lnflexible in
emp¡oyment
choices

- lnappropr¡ate
comments



APPENDIX FAlberlo EMPLOyABtLtTy ASSESSMENT
. Thls assossrnenr consisrs ol two pârts, påges 1 ro s. pteâse ôo¡nplêl€ arr p"g"" ,no pro""STfiloymenl 

Support Services

' For 6ach laclo¡, pl€asê lick lhe box which besl dêscribês the cli6ni's sÍtLration. l¡ casés whe¡e more thâh o¡e statemenl may apply,
choos€ lhe bâr er which would mosl inhibit th€ cli€nt's abiìily lo oblain emptoyment.

"l'l-"r r r r r rT"l"T lTl ÍT "'l"']. I I I r I r r r r I r r I

Reasontt ni"ì"'i*f*i 
I '* Dals ol Birlhllrt ti Ë Depl. I HomdMessaoe Phonêllrl||-t lllIl

"î"'i"T"r I I r I lï'T"ot r"i"To1o'ï"lo""i ItllItlllltI
Trsâty Indian I

vesn ¡ro El f"T",i "ro'
o1'" 

1"ï"0 |

AlÞerla Hesidenl lor

nþrslhanonêyeù YEs E ¡lo E

FACTO R LOW BARRIER MODEFATE BABRIÊR HIGH BARRIER COMMENTS

q, EOUCATION
. highêsl
comp'eled
education ¡evel

. accrediled
lraining

Diploma,rTraining U

T¡ade Certilicate !

Po"t secondary E

speûfy

6ru6" 19 E
Grade I I E

crade lz E

Gradeo-g U

ora¿" g E
Special Edncalìon fl

], WORK EXPERIENCE
.lâbour lorc€
ållâchment,
markstability
reliabilily

Slable 6mloyment
hlslory, lull lime |--_ l

orpermanenl u
padlim€

employmenl

sproadic f]
employmênt,

hislory of lâyolls,
quilting

Part-t¡me or casual E
employmênt

Never worked E

L€ss than 1 yêâr fJ

Unemployed lo¡ E
onê yearor mote

), WORK REFERENCE
. reputâtion in
lh6 lâbour mãrket

Posilive work T-1

available

Refgrences nol F- Relere¡ces not n

]. SKILL LEVEL
. combination ol
folmal skill lraiñing
ând/or on.the-job
lrâining

tl
Skillsd

tl
Semlskilled

Skills not n
recsnlly used

Unskilled E

E. INCII¡E NEEDS
. earning potential
compatêd lo
exp6clâtions

'impolanc6 of
linancial
indep€nd6ncê

Bealistic lncome D
Some!'Jhãt 

-unrealistic U

€xp€clat¡ons

lncômê r-1
requirement U

exc6sds êarning

,n¡eal¡slic incoms
ãxpeclaliotìs

ìeluses lo accept
low payingjob

Limilêd earning
pol6nliâl impacts

tl
E

tl

Pâge 1 of 3



FACTOR LOW BARRIER MODERATE BARRIER HIGH BARRIEF COMMENTS

F. JOB MARKET
FAC-rORS
. skills ând rvork
€xperi€nê€
coincidê rvilh
labour market

Stablê,
p€rmanenl

employrnênl f---l
oppo¡tunhi6s !

availâble/skills
ìn demand

smplooymsnl LJ
EmÞlovrnenl

oppà ;niries E
decreasing

Limil6d êmployment 

-opporlunilies/ L-J
skills nol in dêmand

olher E

G. CRIMINAL RECOBD

of emp'oymenl
sought.

Nol applicable I Does not limir t_--¡
iob o¡lions L--.1

Limils iob r--1
oÞlions L-l

H, PHYSICAL HEALTH
. wellb€ing/
physlcal limÍtalions
may teslr¡ct
typ6 of job or
lrâining

Good physical r----t
l,aâlrh L-l

Mino¡ or shorl lerm Ì--1
heallh problems Ll

Pregnancy (lirsl 2 f---l
tr¡mêsters L--.1

Stâb'e medicãl '-
con¿;r¡on L I

Chroric physical f----1
comPlainls [J

Unslabls medicâl r""1
condilion Ll

Sp"dty

Long term illoess I
I. DBUG/ALCOHOL

'impact on
€mploym6nt/
lil€style

Not applicable !
Suspected r--r

subslanc6 abusâ LJ
lnactive

drus/atcoho -l

Aclivs druo/
â|.ôhôl I I

LI

. PRESENTATION

is th6 enlry into
Favourablê 

-.pr€senlat¡on/ L-J

Pr6sentation/
appêâranc6 J----l

may âffecl LJ
6mployabilily

Pres6nlâliorV
âppearâncê f--l

w¡ll impact U
employâbjlity

K. MENTAL HEALTH

' psychological
well.being

Good rn€nlây
psycholosicat l-l

heallh

Sho¡l{erm l_
health concerns LJ

Situalional
slrêssâs ¡-1

impacring LJ
w6llbeing

Chronic 
-psychotogicat L-l

illheállh

. MOTIVATIOI.YSËLF
IMAGË/VALUES
. includ€s
cuhutal
laclors

Positive
åll¡ludes r""i

values LJ
ind€pendenc€

Self conc6pV
atliludês mâv f--l

llecr employabitiiy u

:ullu¡âlvalues mav
conlfict with wôrk I I

r€qutrcment

Negaliv€ sell
conceDUauirud6s l---l
willli;ít âbitity to lJ
gel employment

Accepls linanciâl t---1
dependence L-J

M, FAMILY HEAL'IH
. well.being ot
d6pend€nts
and/or spous€

No heallh 

-problems L-l
Not âpplicable n

Soms rnedicâl
needs which mav l--l

Olher I-1
L--J

- 
Sp""ly

)¡oblems ol sÞous6
o¡ children inre¡. f-'l
lelas wìlh wõ¡k

Olher E
Specifv

Pêge 2 ol3



FACTOR LOW BARRIER MODEBATE BARRIER HIGH BARRIER COMMENTS

. complexity ol

arfâ¡gemenls
. compatâbilily
ol working hours
rêlâlive lo
child car€

lelrâbl6 ch¡Ìd carê r-
including back.up L-

support

Nol applicãble fl

uât€ âvala Þte t""'l
but no back-up LJ

supporì

other f
sp""ily

chrld(ren) $r¡lh Ì-----.r

special n€6ds LJ

app¡op,iat6 child T-l

orher f

). AGE
. can bÉ a faclor
in scr6eni¡g

25-3a years I 35-44 years E
16.2a years n

45 or mor6 years fl
, TRANSPORTATION
. accsssibil¡ly
ol wo¡lllraining

Veh¡cle/oublic 

-r'a'ìspo'.r L-J
avaìlabl6 ând

accessibl6

icense suspendedI

Publìc Uansport f-_1
imprâclicalLJ

public transpon !
and no vehc¡16

I. TELEPHONE
. âc¿êssibilily
ol cli€nl lo
potentìâl
€mPloYers

Residenl l6lephonê n Message system I a t€l€phone Ì--l
(oulslanding L-l

c16djl ¡âtin9)

L ACCOIVII¡ODATION
. stabilily ol
living silualion

Sale/adeoualê 
-affordable housing L-J adequate L-J

housing

oLrsing inadsquale/ f-
unsalê L-

High renl, eviction, t-
r¡ansience l-

;. LITERACY

'hiing
praclices
rely on
communicalion
skills

Fluênl English r---'t
vrilten and spoken) L-J

Functional. can 

-comptete ftrms L-J

SDok€n Enolish
sarillacrory, ioor fl

wrillen skills

Unâbls to ¡eâd or
sp3âk English F__-1

fluenlly/unâbl6 to LJ
lillout epplicãlions

. VOCATIONAL
GOALS

direction

Real'slic/ 
-âltainabl6 goãls: L

definilê plân

Unclear but r-l
llexibl€/rêâlistic LJ

Unrealislic/lâcks
goals;immature/ !

ihdecìsiv6

SUI¡MARY: ldênlily (by lett6r) mâjor employmenl baÛiers,

Using lhis intormalion, ar¡ive al â conclusion as lo the client's âbjlily to obta¡n ând mainlain compotiliv6 €lnployment and identily th6
suppo¡l selvic€s rêquired to makê lhis transilion.
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CLIENT'S NAME

DATE & SOURCE OF REFERRAL

DATE OF INTAKE ASSESSMENT

COUNSELLOR

(circle all appropriate indicators)

I, AGE

(can be a factor
in screen¡ng)

I. EDUCATIONLEVEL
ATTAINED (highest)

(accredited tra¡ning
highest completed
education level)

- 25 - 40 yeârs

III. LITEFACY/LANGUAGE

M¡tten work
ab¡lity to locate wÞrk/
tra¡ning (i.e. read,wr¡te)
hiring practices rely
on abillty to
communicate

completed post-secondary
journeyman trade
certificate

- 2'l -24years
- 41 - 44yeaß

- some post-secondary
- completed Grade l2 (U.E.)
- trades tÌain¡ng
- grade 10-11
- grade 12 (þusiness/

vocational)
- GED (XrD
- adult basic education

(upgraded)
- education ln another country

fluent English (written &
spoken)
strong spell¡ng and
grammarskills
knowledge of other
languages
strong learning ability

APPENDIX G

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

,hrlq:li:i:iii:i:::iiii:
gNS,'B?hH*tË

spelling/grammar errors
can only complete parts of
appllcat¡on forrns
l¡mited vocabulary
diff icult to understand at
t¡mes

grades I -6
grades 7-9
spec¡al education
alternative school programs

unable to speak English
fluently
unable to complete
applications, poor
pronunc¡ation, cannot read
Iearning abil¡ty questionaþle



IV. SKILL LEVEL
(SKILLS)
(combination of formal
skill training and/or
onthe-job training

V. WORK EXPEBIENCE
(employment history)
(labour force
attachment)
(marketabil¡ty)
(numþer & length
of jobs)

skilled (practical
experiences on the job)
Paper qualificat¡ons

- stable employment
(f ull-time or perrnanent
part-time)

- has worked withln last
year

WORK RELATED
ACTIVITY (volunteer
work) clubs, hobb¡es
(work habits develop-
ment of routine/
organizat¡on & recent
part¡cipat¡on/extra-
curr¡cu¡ar activ¡ty)

paper qualificat¡ons but
no experience
only on{he-job train¡ng
that ¡s short term
skills not recently used

VII. JOB/I-ABOUR MARKET
FACTORS (sk¡lls &
work experience
co¡ncide with labour
market demands)

- extensive volunteer
work

- work related activity and
routine with¡n last three
months

- wellorganized

- seasonal work (consistent)
- self-employment
- contract work
- sporadic work history
- \ariety-short term jobs

only
- casualwork (on call)
- history of lay-offs/qu¡tting
- fired

- unskilled

stable permanent
employment opportunities
available
sk¡lls in demand

work related act¡vity and
rout¡ne within last three
years

never been employed
hâs not been employed
in last 2 years
less than I year of work
experience
numerous job losses

2

l¡m¡ted to seasonal andior
parl-t¡me work
¡imited/decreasing
employment opportunities
retraining required

no work related activ¡ty
or routine
lack of organizational
skills

extremely limited or no
employment opporlunities
skills not in demand
(surplus)
training unavailable



VIII.JOB SEARCH SKILLS
(and reputat¡on ¡n

labour market)

IX, INCOMENEEDS
(wage expectations)
(earn¡ng potential
compared to
expectations,
importance of
financial
independence, money
manag¡ng skills)

well prepared resumé
has references
well developed Job
search techniqUes
personal saleability
solid knowledge of
labour market

feal¡stic income
expectat¡ons
financial s¡tuation in
control (good money
management) 1¡nancial
independence ls
important value
wllling to accept shoft
term or lowet pay¡ng job
aware of communíty
resources

- has some job search
skills

- resumé needs work
- limited job seårch sk¡lls/

techniques
- no references

X. PROVINCIAL SOCIAL
ASSISTANCE (PSA
HrsToFY)
(dependence/
stability patterns)

- son€ problems with
budget¡ng in past

- income requirement
exceeds earning ability,
questionable ¡f earn¡ng
potent¡alw¡ll be of
financlal benefit

- somewhat unrealist¡c
income expectations

- requ¡res financial counselling/
assistance with budgeting

- high debt load
- Canada Student Loan default

- not mot¡vated to look lor
work

- no job search sk¡lls- cannot complete
applications

- no understanding of
labour market conditions- no/poor reterences

- no resumé

on P.S.A. three
months or less
first time in receipt of
P.S.A.
supplemented only by
P.S.A.

Ð;,i'::[:,:::',",,;:,,eÐi4|IdEXtT$,i

unreal¡stic income
expectations
limited earning potential
impacts on financ¡al
motivatlon
long term PSA dependence
retusal to accept entry level
wagês
train¡ng allowance/wage
will not meet needs

on P.S.A. less than 6 months
supplemented (ie) wages or UtC
not eligible for UIC
has þoen ¡n receipt ot P.S.A
(any assistance) in past
on P.S.A. greater than 6
monlhs - 2 years

- on P.S.A. greater than
two years

- on P.S.A. greater than
2 separate l¡mes



VOCATIONAL GOALS
(sense of d¡rect¡on,
client knowing what h(
wants to do work/
train¡ng as lt relates
to the labour market,
goal sett¡ng)

- specific vocational goals
(solid sense of dkection)

- attainable and realist¡c
goals

- definlte plan of act¡on
- good knowledge of

resources
- has undergone testing

to support vocational goals

XII. PHYSICAL HEALTH
(well being/physical
limitat¡ons; accommo-
dat¡on required)

XIII,FAMILY HEALTH
CONCEBNS (\aell

be¡ng of dependents/
spouse or close
family members,
affects commitment)

- has specific goals and
abilit¡es but requires
retraining

- needs further career/
trâin¡ng information (little
knowledge of resources)

- has short term goals -
reou¡res clarlf ¡cation
ì(no\¡'ls interests, but no
knowledge of resources

- good phys¡cal health

- no health problems

minor orshort term health
pr0blem
stable medical condition
(controf led by mêdication)
some limitation or accommo-
dat¡on to employment due
to medical proþlerns (ie
frequent migraines, bad back)

- no idea of goal (undet¡ned)
- unreal¡stic goals related to

training or education- ¡ndecisíve
- ¡mmature
- doos not have ab¡lity to

plan or obtain goals

two or more young children
(day care or early schoot age)
some med¡cal needs wh¡ch
may ¡nÌerfere with work
(ie children - frequent rnedical
appointmenls, asthma, etc_

major or long term health
problem

4

- family member with
disab¡lity/special needs

- tam¡ly member frequenfly
hospitalized

- more thãn one famlly
rnember with nìed¡cal
concern/need

- family member requlring
24 hour care - no reliable
cafe available



XIV.MENTAL HEALTH
(psychological
well-being)

¿tfiliÞ.Y:.|[¿lËBlli:,:,;i,;,:,:,:,::i::,:i:f !:!

|.T.,ft F.NgÍtl$iit:!,!,ì,':ii,i:,:,:,;,;,f f

good mental/
psychological health
good coping skills, solid
self-esteem and control

XV. FAI\4ILY (BACKGROUND
SUPPORTS)
(is there a pattern/cycle,
marital status?)

- sltuational short term
mental health problems
affect coping

- ¡ecognizes p¡oblem but has
knowledge of resources
and is w¡ll¡ng to work actively

- previous hosp¡talization
(unstaþle dlagnosis) on
medicat¡on

- unaware of resources
- s¡tuational stresses

impact well-being
- involved in mental health

community

reports/speaks of happy
childhood
stable
contact with one or more
family of origin members
regularly
pos¡tive f amíly role models

SE:g/

chronic ¡ll health/unstable
heav¡ly med¡cated
den¡al of mental heâlth
problem
confused, fragmented
thoughts and ¡deâs
depressed
unable to concentrate
actively involved with
mental health (outpatient)

contact with one pos¡t¡ve
role modelfrom family of
or¡gin
a number of significant
problems in fam¡ly of or¡gin
no fam¡ly of or¡g¡n role nìodels
that are positive
family of or¡gin dependent
on client

;::::::::ifiäiûiliiÊivÍê:::l

reports/speaks of
unhappy childhood
multi-problem f am¡ly of
origin
second generation
welfare dependence
cut all tios with family
of orlgin



XVI.PERSONAL
BESOURCES/
SOCIAL NETWORK
&SUPPORTSYSTEM
social network &
support system

(community resources,
¡s there support for
cl¡ents undertakings)

XVII.COMMUNICATION
SKILLS
(h¡ring practices rely
on ability to
c0mmunicate)

has good family/personal
support
all conditlons stable
awäre of community
resources
¡nvolved in a community
activity (clubs, hobbies)

XVIII,PROBLEM SOLVING/
COPING SKILLS
(can client solve
problems that may
ar¡se, cl¡ent perception
of problem)

solid communicat¡on sk¡lls
(verbal and written)
relates appropriately to
othe¡s (good inter-
personal skills)

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

XIX.PRESENTATION/
APPEARANCE
(the interv¡ew ¡s the
entry to employment)

stable
accepts constructive
cr¡tic¡sm and takes posit¡ve
steps
proven ability to cope
(good sk¡lls)
can define problems and
explore consequences

- re¡ates inapprop¡iately to
others at t¡mes

- unclêar statemênts

ñliÈ:sAñFiiËë6ii:ili:

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

- favourable presentat¡oni
appearance

inconsistent coping methods
some negative reaction to
cr¡ticism
few coping skills
little ability to problem solve
cannot define problem

- poor verbal and Mitten
communicat¡on sk¡lls- cons¡stently¡nappropr¡ate
commun¡cation

- oblivious to atfect on others

- moderate change ¡n presenta-
tion/appearance required

- presentatíon/appea ra nce may
impact on employabil¡ty

does nothing about
constructive critic¡sm or
has negdtive reactions
unrealistic perceptions
no problem solv¡ng skills
(immobil¡zed) pan¡cs
unaware of consequences
of actions

presentation/appearance
wifl impact employabllity
negat¡vely
poor grooming/hygiene
clothing unkept



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

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

pos¡tíve attltudes
shong sense of self
(seffd¡rected)
motlvated/organized
rnaintains eye contact
assertive

XXII.SUBSTANCE ABUSE
(ALCOHOUDRUGS)
(impact on employmenl
lifestyle)

- no record
- no ¡nvolvement with the law

will¡ngness to review issues/
suggest¡ons
shy - requires sorne confidence
build¡ng
sporadic eye contact
hesitanvunsure about direct¡on
self -concept may aff ect
employabilíty

- doing community work to pay
off fines (fine-option)

- coud/family suit pend¡ng
- criminal record over 5 years

old
- involved with probation serv¡ces
- owes fines/warrants out-

standing, has suspended
sentence

no ¡nvolvement in
substance abuse

{,¿i1

- negativeself-concept
- answersmono-syllables
- passive/aggress¡ve
- no eye contact
- hostile or withdrawn
- unmotivated

- no involvement in substance
abuse in over 2 years (inact¡ve
drug/alcohol dependence)

- actively ¡nvolved ¡n l¡festyle
change

- aware of resources/support
- suspected alcohol/drug use
- past involvement ¡n res¡dential

treatment or detox
- cufl'ent ¡mpa¡red driv¡ng charge

or repeated drinking charges

- recent crim¡nal rêcord
- previous record of

¡ncarcerat¡on
- on parole
- charges pending
- custody (of children)

femoved
- serious nature of otfenses

- actíve drug/alcohol
dependence

- denialof knowlt substance
abuse

- substânce abuse affecti¡g
'1) employment
2) family
3) health
4) law
5) soc¡af contact
- less than six months

sobriety/recovery



XXIII.HOUSING/
ACCOMMODATION
(stability of liv¡ng
s¡tuat¡on - practicalíty
Iength of time in
commun¡ty area)

- Permanent address
- safe/adeq uate affordable

hous¡ng
- stable (in same place over

4 years)

XXIV.TELEPHONE
(accessibll¡ty of client
to potential
employers, etc.)

XXV.THANSPORTAT¡ON/
MOBILITY
(accessib¡l¡ty of work/
tra¡ning sites - day care
mobility)

seeking better accommodations
hous¡ng (rooms) too small
must move in nearfuture
has adequate housing but
seeking new accommodations
lien on house
half-way house, group home
temporary shelter

has res¡dent¡al telephone
has answer¡ng rmchine

val¡d dr¡vers license
reliable access to vehicle
or publ¡c transit
prepared to relocate

::::::::::::i:::a:lll(3ht:

F!!ñiÍMÐtl:

reliable phone numberfor
messages
phone at easy access outside
residence
limÌted access to telephone
(or messages)

homeless
housing lnadequate or
unsafe
landlord/tenant issues
pending evict¡on
(forced move)
has had more than 3 moves
last year (transient)
rent ¡s too h¡gh (for lncome
level)

- license not applied for
- access to pr¡vate transport-

at¡on system
- no reliabfe private lransportation
- publ¡c transportation available

þut inconvenient or ¡mpractical

t;t

unable to obtain a
têlephone
no reliable phone number
for messages

no access to publ¡c
transportation and no
veh¡cle
unfamiliar w¡th transporl
ation s)4stem
I¡cense suspended



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

XXVII,OÏHER AGENCY
INVOLVEMENT
(and past ¡nvolvement,
knowledge of resources)

- none requ¡red (not
applicable)

- reliaþle affordable child
care

- rel¡able back-up
arrangements

XXVIII.WORK ATTITUDES/
VALUES
cultural barr¡ers
(jncludes att¡tudes,
observe behaviour,
assessor sees and
hears through
¡nterv¡ew)

aware of resources but
not in need
working w¡th employment
related agencies (ie,
reg¡stered)

rel¡able/affordable care
avallable but no back-up
support
only pr¡vate care ava¡lable
(costly)
works shifts

values independence
punctuaf
good gfoom¡ng
appropiate responses to
quest¡ons
seeks feedback
responsible
flexible/adaptabfe

working with employment
services (longer than a year)
unaware of employment
agencies support
second HFIOP ¡nvolvement

children w¡th special needs
child under 1 year old
no adequate/appropr¡ate
child care
f¡ve or more children under 12

- open to guidance in seek¡ng
employment or tra¡ning

- open to new ideas or
suggestions from other
sources

- cultural values may conflict
with work requirements

- d¡fficuliy understanding
quest¡ons

- willingness to review
suggestions ¡s quest¡onable

completely unaware of
community/agenc¡es and
resources
involved with: probation
serv¡ces or child and family
services, etc. for over 2
years re: sefious ongoing
issues

IOOMME

- accepts f¡nancial
dependence

- cultural values seriously
limit employment
oPPortun¡ties

- irresponsible
- inflexible in employment

choices
- raises voice unnecessar¡ly
- disruptive
- inappropr¡atecomments/

inflexible



CLIÊNT'S NAME

DATE & SOURCE OF REFERRAL

(circle all appropriate indicators)

1. AGE

(can be a factol
in screening)

EMPLOYABILITY ASSESSMENT INDEX

PART I - ASSESSMENT

I. EDUCATION LEVEL
ATTAINED (h¡ghest)

(accredited tra¡ning
highest compleled
education level)

- 25 - 40 yea¡s

- completed post-secondary
- journeyman trade

certificate

3. LITERACYA-ANGUAGE

wrÍtten work
ability to locate work/
training (¡.e. read,wrìte)
- hir¡ng pract¡ces rely
on abil¡ty to
communicate

DATE OF INTAKE ASSESSMENT

COUNSELLOR

21 - 24 yeaß
41 - 44 years

- tluent Engl¡sh - written
- fluent Engl¡sh - spoken
- strong spelling and

g¡ammar skills
- knowledge of other

languages
- strong learn¡ng ability

- sonìe post-secondary
- completed Grade 12 (U.8.)
- trades training
- grade 10-11
- grade 12 (bus¡ness/

vocational)
- GED (xil)
- adult basic educat¡on

(upgraded)
- education in another country

APPENDIX H

'19 - 20 years
45 - 54 years
'f8 years or under
55 years or older

spell¡ng/glammar errors
can only complete parts ol
application forms
lim¡ted vocabulary
ditficult to understand at
times

grades 1-6
grades 7-9
spec¡al education
alternative school programs

unable to speak English
tluently
unable to complete
applicat¡ons, poor
pronunciat¡on, cannot read
learning abil¡ty questionable



!

ã 
8.

ã 
X

b
+

=
 *

c)
tr

äB
å 

9à
:! 

ã 
(D

 (
/J

 a
r

Ë
 *

ãa
Ë

#F
ãã

ä
oo

à
!,-

 
x

xm

qE
fi 

dE
åð

6
i Þ

. 
ã.

 - 
'ìê

 =
 e

oÀ
)Ð

-9
JF

+
:0

-+
=

og
õ<

m
I3

 5
 ã

 d
-'?

 ç
9ò

a.
;q

¡g
:t

È
ãe

*ä
Ë

:s
, 

(D
 

o(
D

x
? 

pø
x

ãK
 f

 õ
-.

Þ
 

ô 
(D

J 
q<

-
o.

o-
3 

ts
(D

 
(Þ

=

d 
:õ

á 
89 o

É
Ê õ'

f¡
qâ

e 
ts

Ê
o 

ã
:*

$o
ro

l()
ú¿

+
q9

9¡
r2

ëg
i:€

ã
*ö

9I
 ã

 x
0-

-"
e 

¡d
 å

 #
f 

.J
J

j 
ø

rm 3z 3R

É
ëÊ

_É
ã&

o 
É

5'
x-

5
rã

do
õ 

9,
s 

=
g 

õ
ñ 

5!
!

I 
t; 

g
ot

.)
 

=
á<

 
(o

=
\<

 
=

õo
r

O
J o-

õ.
E

 5
8 

=
P

.9
 6

 1
d

,d
 3

 B
õ 

õ
g 

ã+
õ 

ò 
R

E
.€

 ä
 -ñ

dÞ
 

5 
-

o-
!¿

(o
 

!t
c!

t
5¡ *o

-
0à

9 
9a

"'|
4.

(D
 :

: 
q!

-r
-

ë 
=

: 
d{

9t
-

<
õ 

q 
à

(a
o!

l

=o)_

<
 

5t
t 

â 
ø

o!
)lD

iÂ
1

P
Ø

+
=

ó
'{+

=
co

-
iã

 ã
 E

8.
-e

Ë
<

 
ar

o

; 
ãd

¿
 

=
6 6 .?

+
r:

Ø
 

(D
 (D

g.
Ë

 ã
3 

>
l

=
.õ

 õ'
g 

õ
d 

F
8g

 ã
5-

;õ
=

Ë
 e

3X
=

 
:¡

o 
a6

+
 

õp
 o

ó 
aå

s
6'

Þ
Ë

o(
D

É
.d

+
 ¿r

i

_Þ o)
C

'

õo
¡

ol
o-

=
5c

)0
<

ltc
)(

hu
)

=
 ;î 

f¡
t 
=

 f
D

Þ
 O

 (
D

 (D
\! 

í-
al

t.=
 

=
-Ô

 
f 

-ô
)

.:6
- 

ë8
E

gë
ôÞ

 
Ø

o+
ar

!t
+

Õ
 

=
,¿

=
-

qÃ
 iÈ

iË
õ

9,
5 

9=
 

S
a

A
"a

 
=

6 
*a

-o
- 
I 

=
.õ

 
H

_E
_ 

õr
 \<

 
y!

.
I 

u,
 

ll,
:'(

D
(o

f

Þ
(Þ

(,
Þ

o=
(D

(D
(ù

g 
8^

äo
 

oi

o d

õâ
 e

 ã
(o

(D gq ãE

ø
 =

o 
=

o
xÉ

-o
!)

ãã
5e

E
d+

4s
Ê

-v
(D

!c
=

o 
-.

1-
 =

 =
8E

gö
&

4'
; 

:¿

o.

cx
ì;-

Þ
(D

rÞ
 

¡/
i ã

ïø
 

<
da

:;õ
ro

ô(
D

ãí
N

ì>
+

o
6ã

=
<

sE
E

";
H

 9
 õ

õ 
q 

gã
H

 7
 B-

€-
ø

 
ð 

ãä



.9

- 
ø

+
l

ô 
cv,

: 
E

P
8 e 

Þ
E

E
^ 

!.\ 
:¿

'oÈ
E

 
ur4 

.=
 <

) ¡ú
- 

- 
rrz 

'o!c
E

 Þ
C

ø
E

9E
 

F
ì

g 
E

 Þ
 Þ

E
 F

 Ë
.8 ñ

E
 

ø
e 

e(I)È
Y

=
È

E
=

Ê
E

ëE
:äsË

õeoõõo9ooo
cS

car(dclgcac

=
 

Ë
ås

, E
e F

Ë
 å*

;cçË
,rE

 
åË

c *Ë
Ë

Ë
É

Ë
 þË

E

o0)

998
(Ú

 
õF

:
.q 

.qE
cø

c4
=

=
5!Þ

>
 ö>

 õ
<

 o<
 I

ø
È

ú?ñ
fL c0- 

ç:

3
g 

È
Ø

(Ú
 

o.c
E

 IH
 

A
Ê

 ãí!B
,"H

c 
P

* q Ë
F

 
e -=

.sb
g-E

 F
E

E
 Ë

(Ú
:r åí t 

X
 o

-c (, È
=

; 
o.

=
Þ

R
:O

J
õ9¡ 

Þ
Ë

- 
2R

 ç
E

-Ë
€E

* Ë
Ë

E
Ë

 g
>

urÊ
,.'a)e-(ú=

(B
-

eq.gE
:S

þË
äE

€pE
ã ãÉ

B
:È

E
sã x.Ë

 sS
ã

ãg Ë
H

 åË
Ë

 B
 Ë

 äË
Ë

Ë

5
- n ã,€
Ø

 
í) 

dir(l').,

å I E
F

:ü
9." e3 üã:9*
5-Ë

ç å E
 Ë

: 
P

>
E

*È
 

e.9E
Ê

ãE
 H

B
ã fiiF

d 6-Ê
3; åd E

Ë
 **êau

Ë
Ë

cË
 åE

Ë
I

äË
Ë

E
cäã€

--o õ 
¡O

c Þ
Þ

 
õ;>

,
'-v=

 
!r¡=

. 
6Þ

Ë
.ø

",Íã5

:tgeË
Ë

åE
ëE

 -

Ë
*E

Ë
Ë

sÊ
Ë

Ë
Ë

Ê

E
-.o'A

a à 
E

o-ö r! 
->

 
Ø

È
xõçõ€ö

È
 È

 Ë
:g ¡:iå

n Ë
Ë

=
Ë

iË
=

 =
6Ø

 gØ
 |

äÈ
È

ô- do- Ë

(AJJ9c.n=
^

I 
c) -!l-

<
?le

ul !+
c

ø
JY

ì
R

E
8

=
gis

cd

ò
3ã

o.9õ 
E

^
^=

! 
- 

(tt

F
iiõ^sa 

E
=

äË
g=

ãeì 53
H

 õ B
,9E

 Ë
¡E

 ã
E

åË
åB

ãH
,äÉ

:2È
àioxcc!¿

)y
=

 r?s 
<

) (D
.: ç .=

 tr

ot

9Ø(J (L 
q

eä,r9C
t

=
äö9ã H

È
8E

bãE
r"€

fL <
 - 9<

.t¿
i;

Ê



l(j¡t:ú

VOCATIONAL GOALS
(sense of dkection,
client knowing what h(
wants to do work/
tra¡nlng as it relates
to the laþour market,
goal setting)

12. PHYSICAL HEALTH
(well being/physical
limitat¡onsi
accommodation
required)

specif ic vocat¡onal goals
(solid sense of direct¡on)
attainable and realistic
goals
def¡nite plan of act¡on
good knowledge of
resources
has undergone testing
to support vocational goals

13. FAMILY HEALTH
CONCERNS (rcll
be¡ng of dependents/
spouse or close
family members,
affects comm¡tment)

has specific goals & abilit¡es
but requires retlaining
needs further career/
tra¡n¡ng information (l¡ttle
knowledge of resources)
has short term goals
has some ¡dea of goals -
requires clar¡f ¡cation
knows interests, but no
knowledge of resources

good physical health

- no health problems

m¡nor or short term health
problem
stablê mêd¡cal condit¡on
(controlled by med¡cation)
some limitation or accommo-
dation to employment due
to med¡cal problems (ie
frequent m¡gra¡nes, bad back)

- no ¡dea of goal (undefined)
- unrealistic goals related to

tra¡ning or education
- indecisive
- immature
- does not have ab¡lity to

plan or obtain goals

two or more loung children
(day care or ealy schoolage)
some med¡cal needs which
may interfere with work
(ie chilúen - frequent medical
appointnìents, asthma, etc.

major or long term heaith
problem

family mêmber with
disab¡lity/spec¡al needs
fam¡ly member frequently
hospita¡¡zed
more than one family
member with medical
concefn/need
family member requiring
24 hour care - no reliable
care available



MENTALHEALTH
(psychological
well-being)

- good mental/
psycholog¡cal health

- good coping skills
- demonstrates positive

self -esteem and control

15. FAMILY (BACKGROUND
SUPPORTS)
(¡s there a pattern/cycle,
mar¡tal status?)

{:!iMPPEEt

- sltuational short te¡m
mental health problerns
affect coping

- recognizes problem but has
knowledge of resources
and ls willing to work act¡vely

- previous hospital¡zation
(unsiable d¡agnosis), on
med¡cation

- unaware of resources
- situational stresses impact

well-being
- involved ¡n mental heallh

community

reports/speaks of happy
ch¡ldhood
stable
contact with one or rnore
famlly of origin members
regularly
positive family role models
posit¡ve fam¡ly support

- chronic ill health/unstable
heav¡ly med¡cated

- den¡alof mental health
problem

- confused, fragmented
thoughts and ideas

- depressed
- unaþle to concentrate
- actively involved w¡th

mental health (outpatient)

!IlI:Bg. lÞ?::::::::::::::t::::::::::1

contact with one posit¡ve
role nþdelfrom family of
origin
a number of significant
problems in family of orlgin
no family of orig¡n role models
that are positive
family of or¡g¡n dependent
on client

- reports/speaks of
unhappy childhood

- mutt¡-problem family of
or¡gin

- second generation
welfare dependence

- cut all ties with family
of or¡gin

- family responds negatively
to change
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19. PRESENTATION/
APPEABANCE
(the interview ¡s the
entry to employment)

20, MOTIVATION/
SELF-IMAGE
(¡s cl¡ent committed to
employment
accountab¡l¡ty
and responsibility)

:::::::::WMt+liqly&lHl¡l:ì::::::::::ii::::::::;:l::::::::::::i:ïÉ)Vl
:.:.:.:.:.::ê1i-iïËñ¡ä:iij¡õ-::::::::::::::::::;::::iri.;iiÉi:ijir

f avourable presentation/
aÞpearance

21, LEGAL ISSUES/
CR¡MINALRECORD
(¡mpact on type of
employment sought)

- positive att¡tudes
- strong sense of self

(selfdirected)
- motivated
- asserts self ¡n a poslt¡ve

manner
- organized

moderate changes in
presentat¡o n/

appearance required
p¡esentation/appearance
may impact on
emolovabilitv

no record
no ¡nvolvement with
the law

' shy - requires some
conf¡dence buildíng

- sporadic eye contact
hesitanvunsure about
direction but has a w¡llingness
to review issues/suggest¡ons
self-concept may aftect
employab¡lity

:MHI:

presentation/appearance
w¡ll impact employability
negatively
Poor groomlng/hygiene
cloth¡ng unkept

doing community rdork to pay
off fines (f¡ne-optlon)
court/family su¡t pend¡ng
crim¡nal record over 5 years
old
involved w¡th probation servicer
owes f ines/warranls out-
slanding, has suspended
sentence

'f,|Ê:.:.:.:.1:.:::::::::::1

negative self-concept
answers mono-syllables
passive
no eye contact
host¡le or withdrawn
unmot¡vated
aggressive

recent criminal record
previous record of
incarcerat¡on
on parole
charges pending
custody (of children)
removed
serlous nature of offenses



22. SUBSTANCEABUSE
(ALCOHOL,/DBUGS)
(¡mpact on employmentl
l¡festyle)

no involvement in
substance abuse

ìE

23. HOUSING/
ACCOMMODATION
(stability of living
sÌtuation - practicality
length of time ìn
community area)

!i?..#;ïi!ÍlVll..*f lS,t;F:,ü',,i'i'i;
lËGllt'itElIlT::iEIAHflIERF::'

no involvement in substance
abusè in over 2 years (inact¡ve
drug/alcohol dependence)
activoly involved in lifeslyle
;nange
a!ì¡are of resources/support
suspected alcohol/drug use
past involvement in residential
treatment or detox
current impaired driving charge
or repeated drinking charges

24, TELEPHONE
(accessíbility of clienl
to potent¡al
employers, etc.)

- permanent address
- safe/adeq uate atfordable

housing
- stable (in same place over

4 years)

- active drug/alcohol
dependence

- denial of known substance
abuse

- substance abuse affecting
1) employment
2) far"ilt
3) health
4) law
5) social contact

- less than six months
sobriety/recovery

has res¡dential telephone
has answering rnach¡ne

seeking better accommodations
housing (¡ooms) too small
must move in near future
has adequate housing but
seeking new accommodations
llen on house
half-way house, group home
temporary shelter

- reliable phone number for
messages

- phone at easy access outside
res¡dence

- limited access to telephone
(or messages)

homeless
housing inadequate or
unsafe
landlord/tenant ¡ssues
pending eviction
(forced move)
has had more than 3 moves
last year (trans¡ent)
rent is too h¡gh (for lncome
level)

- unable to oÞtain a
telephone

- no rel¡able phone nurìber
for messag€s



25. TRANSPORÍATION/
MOBILITY
(accessib¡lity of work/
train¡ng sites - day care
mob¡lity)

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

- valid drivers license
- reliable access to vehicle

or puþlic transit
- prepared to relocate

OTHEHAGENCY
INVOLVEMENT
(and past involvement,
knowledge of resources

- none required (not
applicablè)

- reliable affordable ch¡ld
care

- reliab,e back-up
arrangements

license not applied lor
access to pr¡vate transport-
ation system
publ¡c transportation availaüie
but inconvenient or impractical

awafe of fesources but
not in need
working w¡th employment
related agencies (ie,
registered)

rêi¡able/aff ordable care
ava¡lable but no back-up
support
only private care available
(costly)
works shifts

no access to public transport-
at¡on and no veh¡cle
unf amiliar with transport-
ation system
l¡cense suspended
no reliable pub¡lc transportation

working with employment
services (longer than a year)
unaware of employment
agencies supports
second HROP ¡nvolvement

children with special needs
child under 1 year old
no adeouate/appropriate
ch¡ld care
f¡ve or more ch¡ldren under 12

h¡ghly dependent on
community agenc¡es
complete¡y unaware of
commun¡ty/agenc¡es
and resoufsces
lnvolved w¡th: proþat¡on
serv¡ces or child and lamily
serv¡ces, etc. for over 2
years re: serious ongo¡ng
issues



titÊl

28. WORKATTITUDES/
VALUES
cultural barriers
(¡ncludes attitudes,
observe behav¡our,
assessof sees and
hears through
interv¡ew)

- values ¡ndependence
- punctual
- good grooming
- appropriate responses to

questions
- seeks feedþack
- responsibleflexible/

adaptable

1l

open to gu¡dance in seeking
employfrent or tfttining
open to new ideas or
suggestions from other
sources
cultural values may conflict
with r¿riork requiremènts
diff iculty understand¡ng
questions
w¡ll¡ngness to rev¡ew
suggestions is quest¡onable

::::::::::::::::l:!Ìl!$fl

E-r!gÍ$4tr)I;l

accepts f¡nanclal
dependence
cultural values seriously
limit employment
opportun¡ties
¡rresponsiþle
inf lexible in employment
choices
raises voice unnecessarily
d¡sruptive
inappropr¡ate comments/
ìnflexible



EMPLOYMENT FACTORS

1. Age

2. Education Level Attained

3. Literacy/Language

4. Sk¡lls Level

5. Work Experience

6. Work Related Act¡v¡ty

7. Job/Labour Market Factors

8. Job Search Skills

9. lncome Needs

10. P.S.A. History

11. Vocat¡onalGoals

12. Physical Health

13, Family Health Concerns

14. Mental Health

15. Family Supports

16. Personal Resources/Social Network

17 . Communication Sk¡lls

18. Problem Solv¡ng/Coping Skills

19. Presenlation/Appearance

20. Motivation/Self-lmage

21. Legal lssues

22. Substance Abuse

23. Housing/Accþmmodations

24. Telephone

25. Transportation/Mobility

26. Child Care

27. Other Agency lnvolvement

28. WorkAtt¡tudes^/âlues

Low-Moderate H¡qhBarriers



PART III - SUMMARY OF FINDINGS AND RECOMMENDATIONS

Strength Factors:

Barriers:

Counsellor Recommendations/Plan:

Comments:



APPENDIX I

COUNSELLORS OPEN ENDED RESPON ES TO EACH QUESTIONNAIRE
. RESPONDENT BY RESPONDENT

Responses (Comments) on QuestÍonnaire A

Respondent 1 . Although the current package does not prov¡de information
in some areas (i.e. emotional health, mental health, work
eth¡c, work references, age, etc.), it still can be included by
the counsellor.

Respondent 2 . Certain important categories of ¡nformation are
¡nappropriately addressed.

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

Respondent 3 . Compiling ¡ntormation for f¡les ¡s not a problem, but
report¡ng ¡t is.

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

Respondent 4 . The existing package needs fine tuning. There is too much
detail to use when actually w¡th a client.

. A standardized approach should have 'yes/no'and 'fill ¡n
the blank' areas, as well as a narrative sect¡on.

Respondent 5 . More objective and concrete criteria should be established
to support or deny specific vocational plans. Measurable
criteria to support a counsellors judgement is necessary.

Respondent 6 . A format which qu¡ckly focuses on the following should be
developed: 1) hard data (name, SlN, birth date,
dependents, SAMIN#, etc.), 2) current data (address,
phone, education, work history, etc.), and 3) eliqibil¡tv
criteria - for certain programs (gender, age, aboriginal
status, residing in province, C.L.S. status, etc.)

Respondent 7 . A standardized assessment format is necessary (for all
regions). One should be developed and all counsellors
trained in its use.

Respondent I . 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

ìespondent 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
stat¡stics, unlike other sciences.

. Statistical data should be compiled that would give us
insights Into our etfectiveness in ditferent 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.
Categor¡es of informat¡on 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 quant¡fy
information gathered is necessary and should be
developed.

. A standardized form should be used across the prov¡nce.
The current package allows counsellors to "wr¡te a book" if
they want to.

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

. I 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.



-3-

Respondent 21 . Any comprehensive assessment takes time and should be
allocated sutfic¡ent t¡me if a viable program is to be run.

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

Respondent 22 . Short-cutting on informat¡on gathering w¡ll 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 . ls our current package not standardized, and used by
everyone now?

. The assessment package works as well as those who are
using it.



Respondent g

Respondent 10

Respondent 11

Respondent 13

Respondent 14

_Ã-

. The new assessment tool is a great improvement. I really
like the fact that I can pick up a co-workers file when
covering, and f ind what I need to know qu¡ckly. I can also
read it, which helps when co-workers' notes aren't legible.

. The assessment package used consistently should guide
counsellors through the task of client assessment in less
t¡me, 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' situat¡on varies
and does not always fit into check points.

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

. The new assessment tool 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 counsellors are asking the same questions.
This observation is to be qualilìed to the extent that the
percept¡ons/biases of individuat counsellors must be taken
into account. These perceptions/biases will have some
effect on the way in which the assessment tool is utilized.

. I l¡ke the new assessment package and find it easier to use.
It eliminates the need to wr¡te long transfer summaries
when transferring a file to another counsellor.

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

. Overall I feel the new assessment package is a more
etfective and descriptive tool than the prev¡ous format

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

Respondent 16



Respondent 1 7

Respondent 19

Respondent 20

Respondent 21

Respondent 22

Respondent 23

-6-

. The quality of information collected no longer depends on .

the abil¡ty of staff to write consistent long-hand reports. This
assessment tool can save time and help identify clients
most effectively served ¡n the Winnipeg office and those
who are more appropriately referred to other agenc¡es for
service.

. This tool should save a lot of time taken with lengthy write-
ups and give us universality in assessments. I really like
the back page wh¡ch gives us a "quick scan" of client
strengths and weaknesses without pouring through pages
of wr¡te-ups.

. I didn't see anything wrong with the old assessment
package until I had a chance to use th¡s new format. lt's
quick and easy to follow, and generally I prefer it.

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

. Circling statements is a great idea. I can obtain the
information I 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.

. Th¡s is a good assessment tool. The fact that ¡t is required
to be on every file that is opened w¡ll ensure counsellors
don't skip over aspects of this crucial vocational process.

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

. ïhere 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 results.

. This package has un{imited possibilit¡es for the purpose of
folfow-up, feedback, or program evaluation. lt will allow us
to measure and compare individuals progress, plotting
client progress, and record removal of employment barriers.

. I 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.



-7-

Respondent 24 . lt is ditficult to descr¡be client characteristics with the new
package.

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

Respondent 25 . The assessment tool otfers an improved method of arriv¡ng
at statistical results. Moreover, it should create a greater
consistency in assessment pract¡ces and in the
determination of a client's vocational barriers.

. Much improved over the initial assessment method.




