



























































written agreements with the Civil Service
Commission, designed to protect the in-
terests of both retarded persons and em-
ploying agencies. The agencies agree to
use the services of State Vocational Re-
habilitation Departments in carrying out
the hiring authority. They are also
asked to identify, with the help of re-
habilitation officials, tasks suitable

for retarded persons. The judgment of re-
habilitation counselors is substituted for
the usual testing procedures to determine
employability. The counselor certifies

in writing that the retarded individual
has the ability to perform a given job,

is physically qualified to handle it with-
out hazard, and is socially competent to
function in that particular work environ-
ment and during after-work hours.

The hiring agency is also required to
consult the counselor before separating
an employee. This means the employer
need not keep an unsatisfactory employee.
It also assures the retarded client that
continued rehabilitation services will be
available.

Thus, a team effort in selective place-
ment and followup of retarded persons
are achieved. It permitted client eval-
uation, review and analysis of job tasks
and work environments before placement,
and continued contacts between employer
and counselor afterwards to assure work
ad justment.

As a result of this teamwork, over 2,800
placements were made throughout the
Nation during the first 3 years of the
program (1964-66), and 5,210 by October
1968. 1In 1967, the District of Columbia
Department of Vocational Rehabilitation
conducted a followup study (RD-2425-G)
of the initial 2,800 placements. Data
were gathered from unsigned question-
naires completed by the VR counselors,
personnel officers, job supervisors, and
retarded employees involved. The four
questionnaires included 257 items. Over-
all rate of return was about 78%. All
this raw data has been put on IBM cards
and computer tape and is available for
further studies by approved researchers.

IMPLICATIONS FOR ACTION

The success of this program to hire re-
tarded persons in Federal Government is
sufficient to warrant its continuance on
an indefinite or permanent basis. This
should encourage State and local govern-
ment agencies and private industry to
follow suit, for the program is also
suitable for them.
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In particular, the concept of having
rehabilitation counselors certify em-
ployability of retarded persons for
specific jobs seems to have real merit,
and may be applicable to other groups
and settings.

Prospective employers might note the
double advantage of restructuring their
simpler jobs for retarded persons: more
opportunities for the retarded and bet-
ter utilization of present manpower.
Since such restructuring occurred in
only about 157 of these placements,
more of it may be possible.

If counselors and others can improve
client's home environment, help him
toward more realistic aspirations, pro-
vide better employment training, and
mobilize community services to deal
effectively with off-the-job problems,
even greater success can be attained.

Absenteeism and unacceptable habits
and behavior may cause failure on the
part of some clients unless counselors
intervene. Followup with client and
employer until job adjustment seems
agsured is needed if these main sources
of failure are to be remedied. Coun-
selors and their supervisors, even
though already heavily burdened, need
to bear this in mind.

It is important that rehabilitation
counselors review suggested job changes
at the job site to assure that clients
are certified to tasks within their
capabilities and that suggested promo-
tions are consistent with mental re-
tardation.

Counselors need to remember that IQ,
grade level completed, and reading
achievement may have little relation to
job success; and their good job per-
formance does not guarantee social ade-
quacy.

Rehabilitation personnel will want
to take the initiative in developing
better understanding between themselves
and employers as to the potential of
retarded persons and how to set about
evaluating, training, and placing them.

In planning for placement, coun-
selors need to recall that a given re-
tarded person may be able to hold a job
requiring some independent judgments,
since almost 407 of the jobs held by
this group did require such judgments.

Fortunately, the factors related to



success with these clients, such as
ability to take directions and to concen-
trate, can be readily evaluated on the
job or in a workshop. The same is tTue
of those related to failure: unacceptable
sgcial behavior, absenteeism and tardi-
ness, and inability to perform job tasks.

SUPPORTING FINDINGS

Over 100 different jobs in about 40
Federal agencies are being performed by
these retarded persons. 317% are white
collar, 69% blue collar.

Typically, they are young--about two-
thirds were 20 to 24, and some were teen-
agers. However, a few were 60 or over.
Nine out of 10 were single when employed,
and three-fourths lived with parents or
guardians.

The ratio of men to women was four to
one.

Mean I1Q was 73, with one-third below
70 and one-fifth above 79.

One-fourth were non-White and one-
half from disadvantaged backgrounds.
Their parents' occupations were mainly
unskilled and semiskilled.

32% completed the 12th grade, 37% went
no farther than the 9th. There was evi-
dence that over one-half had been in
special education programs.

45% had previous employment, and many
others had workshop training or prevoca-
tion evaluations.

62% of those employed between 1964 and
1966 were still on the job in 1968. This
turnover rate of only 38% during a 4-year
period is considerably lower than for
others in comparable Civil Service jobs,
where the separation rate in fiscal year
1967 was 33% for those in the lower (S
grades and over 50% in the Wage Board
Classification jobs.

Promotions or job reclassifications
were made in 407 of the cases, chiefly to
higher grade levels, indicating greater
job mobility for the retarded than orig-
inally thought possible.

Some trends indicate there is little
relationship between job performance and
such factors as IQ, grade level completed
in school, or reading skills.

The two major causes of failure were
absenteeism and unacceptable social be-
havior. In addition, inability to per-
form job tasks was a common reason for in-
voluntary separation.

The three main services given clients
by counselors were counseling and training
in proper work habits, help with personal
grooming, and counseling with parents or
guardians.

Supervisor's evaluation of client's
ability to take directions, to follow
through on tasks without becoming dis-
tracted, and to pace his work, was highly
related to job success,

Major unmet needs which, if satisfied,
might have prevented failures: more help-
ful howe environments, more realistic
level of aspiration, more appropriate
pre-employment training, and more commun-
ity services to help the employees with
off-the-job problems.

Two-thirds of the counselors, person-
nel officers, and supervisors felt the
concept of substituting counsclor's
judgment of the retarded person's em-
ployability for a qualifying exam
should be extended to other handicapped
groups.,

Secondary disabilities for this group
were more frequently emotional than
physical.

While 42% of the jobs being performed
did not require '"use of own judgement"
in performing tasks, 317 did require such
judgments occasionally and 7% frequently.

55% of the supervisors reported these
employees doing "very well' or satis-
factorily" during the first 30 days of
work. This rose to 63% during the next
80 days and to 73% thereafter.

69% of these retarded workers said
their parents, relatives, or spouses
helped them out with off-the-job pro=-
blems.

Counselors, supervisors, and personnel
officers agreed that over half of these
employees were working at capacity; that
three-fourths did not ask for promotions
beyond their ability; but that 15% asked
“"once in a while" and 6% ''often" for
such promotions.

Further information on the final report itself, "A National Follow-Up Study of Mental
Retardates Employed by the Federal Govermment" (RD-2425-G, 1968) can be obtained from
the grantee: The Department of Vocational Rehabilitation, Government of the District

of Columbia, Washington, D.C. 20005.
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Expanded Mental Health Care for the Deaf:
Rehabilitation and Prevention

Psychiatric services for deaf persons in New York State began in 1955 with an
investigation and definition of mental health problems of the deaf and an effort
to bring modern psychiatric techniques to bear in their treatment. From 1966 to
1969, under a grant from the Social and Rehabilitation Service (RD-2128-S), the
New York Department of Mental Hygiene demonstrated the feasibility of adding
preventive and rehabilitative services to its established mental health program
to increase the effectiveness of the entire program,

With the expanded organization, rehabil-
itative services for the deaf inpatient
began when he entered the hospital., Con-
comitantly, a social worker and a reha-

expanded

[Wjeﬂjtc]| bilitation counselor worked with family

heolth care

and community agencies to pave the way
for his social and vocational acceptance.

C)r Halfway house facilities were explored
while he was still in the hospital and
were used after discharge as a bridge to
the community. Close liaison with State
vocational rehabilitation counselors

helped to insure his smooth transfer to

‘|| _ employment status. Similar facilities

-"l were available to clinic patients.
-r . The program yielded demenstrable results
rEEFK]k)I”(]“()r} and has been made a permanent part of the
olale mental hygiene system of the State of New

;—— pre\/enﬂon York. In addition to the many personal

benefits derived by the deaf ex-psychia-

tric patient when, upon leaving the hos-
pital, he is able to contribute to his

. own support and fulfillment, there is
_ also a significant financial yield. For
example, during the project, 72 of the
U.S. DEPARTMENT OF HEALTH, 96 patients served were discharged, and
EDUCATION, AND WELFARE : only 10 of them were returned to other
S bineton Seee Aimimstraron 11 hospitals. Current cost estimates for
A Mo New York are $11 to $13 per patient per
day in a State hospital; and each patient

year averted saves a minimum of $4,000.

The Final Report of Project RD-2128-8 was prepared by the Principal Investiga-
tors, John D. Rainer, M.D., and Kenneth Z. Altshuler, M.D. <Copies can be ob-
tained from the Publications Distribution Section, Division of General Services,
Social and Rehabilitation Service, Room G-115 B, South HEW Building, 330 C Street,
S. W., Washington, D, C. 20201.
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