Chapter |

Introduction

History and Development
of the BWAP

The Beeker Work Adjustmend Profile {BWALDY is
the published version { Becker, 1988 of an earlier
evaluation rating scale first developed ai the
Columbus State School in Columbus, Ohio for
people with mental retardation. The forerunner of
the BWAFE, titled "Rating Scale in Sheltered Work”
{ Becker, 1966}, was one of live core assessmen|
scales devised to assess behavior change in insti-
tutionalized people with disabilities,

The core instrwments were developed  in
response 1o lederal grant awarded to the State of
Ohio through Title 1 of the Elementary and
Secondary Education Act Amendment of 1965
(PL 89-13), Federal support extended by Title |
required state governments to provide a detailed
description of the project and samples of evaluadion
toals used in the collection ol Lest scores on each
palicipant.

State residential facilities having costodial care
of people with mental retardation and  related
developmental disabilities, submitted proposals (o

an Ad Hoe Committee in the Ohio Division of

Mental ygiene (now called the Ohio Department
of  Mental  Retardation and  Developmental
Disabilities) as strategies for the education, train-
ing, and evaluation of people with mental retarda-
tion, The program model and test protocols submit-
tedd by the author were unanimounsly adopted by
members of the Ad Hoe Committee and introduced
into each participalting residential institution in

(Yhio as the standard for instruction and client
evaluation,

Following the completion of Title 1 projects in
residential institutions in Ohio, two articles soon
followed in the literature; special programs in
Cammily-living practices for EME and TMR children
{Becker, 1969 and the enhancement of oral-aural
language skills in institutionalized children with
mental retardation (Becker, 19700, Two later
articles examined the topics of job placement of
people with mental retardation { Becker, 1976} and
berriers Lo [ullilling carcer raining of children and
voung adults identified as trainable mentally
retarded {Becker, 1979),

The BWAL:Z2 is the year 2005 revision of the
L1488 Beckeer Worke Adjustment Profile. Like its
predecessor, the test is gender fair, complying
with the reculations of Title IX of the Education
Amendment of 1972 prohibiting discrimination in
education on the basis of gender. In 1975, the
passage of PL. 94-142, the Education for All
Handicapped Children Act, and amended in 1997
as the Individuals with Disabilities Education Ac
(TDEA, PL. 105-17), elearly established provisions
that guaranteed thal students with disabilities
“shall receive a free, appropriate, public education
in the least restrictive educational environment,”

Iiplementation of the edocation acts and
amendments have significantly contributed to the




early development of practical tools and strave-
gies, much like the BWASZ, that reliably o
validly measure an individual’s work habits, at-
titudes, and skills regardless of the degree of
severily of each person's disability,

Lomgtime Lesl users will find most ol the stan-
dard test eatnres intact: four domeins and a com
posite or total score, adiministration and scorng
prodcedures, normns for special needs students and
adults, and o questionnaire booklet. However, the
HWAR:2 will reveal some imporiant changes
including a redesigned Individual Profile Formnm
LIPE) that summarizes scores 1o yvield an empiri
cally based work placement track, a deseriptive
seale of work supports Lthat is associaled wilh Lhe
general level of work placements, and a single
profile that is more easily read and interpreted
using standard scores, Improved oo, ave the nor-
mative tables that are more expanded than in the
carlier version. Included in this edition of the
FWALZ are norms for people who are economic-
ally feduecationally ) disadvantaged who were no
represcnled o the original version. A vserfriend
ly manual with a changed Tormat includes meas-
ures on reliability and validity and an updated
standardizalion sample of 4019 people with
tliverse disahilities. Included too, is a section on
case studies of participants who were randomly
selected from the SWARPZ standardization group.

Work Evaluation Approaches

Betore deseribing how the BWAS:2 is designed Lo
assess vocational competence in individuals, 2
hrief discussion ol approaches to work evaluation
is benelicial. There are four major methods of
client. work evaluation, connected with as many
different approaches of obfaining data, These are
characterized as (a) work samples, (b) job analy
sis, (e} standardized Lesting, and () situational
HSSESSIenL,

Work samples are replicas or mock-ups of
sorne work activity which resemble and elosely
sumnulate the actual job task as it oceurs i induos-
try (Mardy & Cull, 1973). MeLaughlin and Lewis
(2005) stade that “work samples are designed 1o
assess stadents” abilily to perform tasks thatl are
similar to those they might encounter in actual
work situations” (p. SO0,

Job analgsis is a lechnique thal involves the
analysis of a job into tasks, and tasks into working
units. Each individual is observed as he/she
performs each unit of work, The procedore is
fmdamentally a task analysis of specific skills
required by a job. Restructuring of the job may
oecur 1o acconunodate the skills of individuals
with disabililics (e.g., cerebral palsy).

Standardized tests cnsare that the adminis
tration, scoring, and inlerpretation procedures are
standard or set, Although the tests are designed (o
assess specilic areas (e, vocalional interest,
reading, motor skills) they oflen combine related
areas as subtests Lo establish a subject’s level of
awarcness and knowledge aboul careers, jobs,
andd work habits and attiludes. The Readigg-Free
Viocational Delevest nventory-2 (Decker, 20000, is
an exaniple,

Situational assessment offors the opportunity
by vocational evaluators or supernvisory stall 1o
observe regularly the work behavior ol trainees or
workers in actual job activities or work tasks. The
general vocational (cmployability ) skills observed
inchude punctuality, dependahility, cooperativeness,
and the like. The on-site assessment is gquantified
using rating scales or checklists that assess work
behaviors of vocational counselor inlerest, The
assessment of general vocational skills of (rainees
anel incumbent workers requires the method of sit-
tational assessment which is predictive of job main-
tenance (Chan et al, 1997). The Becker Work
Adjustment Profile:2 15 classified as a situation:l
assessment tool that assesses clients’ general
employability skills using a behavior rating forn.

The Nature of Vocational Competence

Vocational competence is a consiruct that is con
sidered of central unportance in the leld ol re-
habilitation and vocational assessment of people
with disabilities. It is operationally defined as a
gqualitative statement aboul the work adequacy
(functioning ) of persons who are mentally retard-
ed, learming disabled, physically disabled, emo
tionally disturbed, and economically disadvan
taged who lack basic adaplive work skills. The
focus of vocalional competence is directed al the
work behaviors a person typieally displays when
performing vocational tasks at some job or in



hisher work envicomment, The carly ask of quan-
lilying vocational compelence was accomplished
by two social scientists, Levine and Elzey { LHGS;
LHGEY who devised the San Franciseo Vooationa!
Cerpreteney Seale (SEFVOS) Lo measure vocalion-
al performance (competence} of persons with
mendtal retardation,

The underpinnings of vocational competenee
was measuremend ol clients’ obsereed work
Getientions and ol thedr prosused afbility. Thal
is, the SFVOS was devised (o assess an individ
ual’s work behaviors (e.g., relating Lo co-workers
and supervisors, accepiing change in routine, fol-
lowing salely instructions, ete) rather than the
mastery (ability ) ol some work task. A considera-
tion of the nature of vocational competence is the
[everl al which one may function. Accordingly, an
individual who  demonsirates successiul work
skills, habits and attitudes for some level ol work
demand {ie., day care, work activity, supporied
sheltered crmployment ), s preswned [unelioning
al that level of vocational competence.

According Lo MeCarron and  Dhial  (1976)
“General vocalional competency relers o the mdi-
vidual’s overall adjustment to a work environ-
ment”™ {po 15). Kokaska and Drolin ( 19585) see
vocalion compeleney as a producl ol work
adjustment by which  individuals can learn
acceptable work behaviors and employment
skills™ ¢p 2093, MeCarron and Dial {1993 further
note that vocational compelency may be viewed
on a continuum from least performance in meei-
ing the demands of work Lo very high lechnical
amnd  professional  levels, According o these
authors, there is a positive relationship between
vocational competency and work adjustment,
The Heeler Work  Adfestment  Profile:2 s
designed o measure (malch) job requirements
with client performance (i.e., work behaviors:
conceptual, pracltical, social, and physical) (o
yvield an index of vocational competence or Broad
Work Adjustment (T3WAL

Description of the Profile

The AWAFRZ, like its predecessor, is an observer
raling scale designed Lo assess work habils, al-
titudes, and skills of people with special needs. 1L

15 crafted (o measure voeational competency of
individoals, ages 12 to adall, who are mentally
relarded, learning  disabled, cmotionally  dis
turbed, economically disadvantaged, and phys-
ically disabled. People with specifie disabilities
such as cerebral palsy, autism, epilepsy, and head
injury can be assessed with the BWALY scales (o
determine their level of vocational competency
{work demend ).

Vocational competency  of individuals with
physical, intellectual, and emaotional disabilities is

Judged by supervisory stall such as vocational

evaluators, rehabilitation counsclors, occapation-
al therapists, work-siudy  specialists, teachers,
psvehologists, and other professionals who inter
act with the client during the work  day.
Vacational compelency is defined by fypicoad per-

Strrmeernee, ned alribity, The rating scale is intend-

el Lo assess observed work behavior and notl abil
ity. That is. each person who is raled with the
BWAP:2 earns a total score { BWA) that places him
or her al some level ol vocational competency
{i.e., day care, sheltered work, transitional, ete. ).

The BWARZ2 measures work behavior and
related activities on a S-point descriptive-graphic
rating tool (Cronbach, 19700, The scale is descrip-
tive as each of five points corresponds (o a recog-
nizable or definable behavior state, 11 is graphic in
that the rating scale has multiple units on a horis
zontal line that range from 0" (least skill) 1o *17
(most skill), ems are written developmentally.
That is. descriptions ol ecach measarable traitd
behavior demonstirate increased progress of voea-
lional compelence from the lower through the
upper end ol the G-point scale, The BWAF2 is
composed of a series of vocational coping skills
that when combined allow an individual with dis-
abilities Lo be assessed Tor his or her level of work
demanid.

The BWAP:2 Questionnaire Booklet

The COuestionnaire DBooklet contains G4 ilems,
extensively researched and factor analyzed dis-
tributed wilhin Tour domains (Tactors) and a
composite or total score called Broad Work
Adjustment (BWA).



The domains and tolal score are listed as;

Work Habits/Avtiludes HA
Interpersonal Relations IR
Cognitive Skills )
Work Performance Skills wp
Broad Work Adjustment BWA

The questionnaire is administered by vocational
personmel who are familiar with the person’s
adjustment 1o the daily demands of the worlke envi-
ronment, Examiner requirements to administer
and interpret the BWAP:2 is Level B, as defined by
the American Psychological Associalion on Test
Standards (APA, 1999, In practice, qualified
raters include personnel who have a close work-
g relationship with the trainee or worker.

The BWALPZ questionnaire was developed for
usc in a wide range of vocalional facilities and for
numerous Lypes ol placements where individusals
with disabilities are employed as full- or part-time
employees, These facilities include residential
developmental centers, vocational rehabilitation
centers, shellered workshops, work activity cen-
Lers, day care centers, enclaves, supervised work-
study placements, and community-competitive
employinent.

The Questionnaire Booklel contains the tesi
tems, rater information on scoring an individoal's
work behavior, and space for recording relevani
data about the individual being evaluated and
aboul the evaluator, The Individual Profile Form
(1P, located al the back of the test booklet, con-
tains o Seore Swimary section lor the evaluator
Lo record an individoals raw and derived scores
and space 1o enter levels of work placement and
work support needs for each domain and compos-
ite score, A profile of work demand, called the
Voeational Competency Profile, presents fesl
seores in graphic form that highlights the compos-
ite (lotal) score or BWA thal estimates an individ-
ual's placement in one of six categories of job
training or employment. The IPF sheet is detach-
able from the Questionnaire Booklet and may he
filed with or without the Booklet. When the
BWALRZ is used with the R-FVIEZ for a compre-
hensive assessment of worker traits and vocation-
al interest, the Summary Forms (score sheets) of
cach instrument are attached for a quick and easy
review ol an individual's performance.

This second edition, called the BWAL2 s the
product of a comprehensive review of 15 years

since first introduced to assess individuals with
disabilitics in the United States and [oreign coun-
Lries, The items of the BWAP:2 have undergone
many item analyses wilh samples of persons with
disabililies to attain the current level of item con-
tent, The BWAP:2 domain scales woere normed on
A0 persons thal included 1621 who were classi-
fied at dilferent levels of mental retardation using
the diagnostic code of the American Psychiatrie
Association (20001, A discussion of the norming
sample and process is presented in chapter 4.

Research

The BWAFZ may be used in rescarch projects
when vocational habits, attiludes, and skills are
investigated.

Examples of specific topics are:;

1. To determine the strength and weakness
among BWAF:Z2 domains [or people in
sheltered employment. For people in com-
munity crployment.

b

To identify people who are significantly
below their peers in vocational arcas as
measured by the BWAP2 domains,

o Is there a signilican! relationship between
measured intelligence and tolal seore on the
ABWAP:Z2? DBelween measured intelligence
and levels of work placement?

4. What is the relationship between job satis-
faction and BWAF.2 (lotal score? Between
self-concept and BWAP.Z total score?
Belween vocational interest and SWaA?
domains and total score??

v Are Lhere significant differcnces between
males and females on the BWA™2 domains
and tatal score? Between people with differ-
ent disabilities?

-

. What is the relationship between subscales of
the Suprports Intensity Seales (S15) and the
BWAP:2 domains and total score? Between
BWALP:2 levels of work placement? Between
BWAP:2 levels of work supports?



Chapter 2

Administration and Scoring

General Administration Guidelines

The amount of fraining required of the evaluator
Lo adiminister, interpred, and use the test resalts of
the BWAHM:Z s level B as defined in chapter 1. The
BWAFP:2 is adminisiered by an evaluator who has
closely observed the daily work habits, attitades,
and skills of the trainee or worker.

Different options are available to an evaluator
when responding Lo items of the Questionneaire
Booklet. In first person assessment, the evaluator
independently scores each item having sufficient
opportunity to observe the person's behavior on
ecach task,. However, if an evaluator has Llittle or no
opportunity to observe a person’s work behavior,
or if the person has nol had an opportunity o per-
form an activity, estinale the person’s perform-
ance using your observations of his‘her behavior
on similar tasks, Complete alf items even if the per
son is nol currently performing a listed activily,

In thivd poarty assessment, the evalualor
requires an additional informant to complete the
seale. This is usually another employee or a parenl
or guardian who knows the person well. The scale
can be administered in 15 minutes or less.

The BWAF:2 is suitable [or use with persons
from age 12 through adull (age 69). Males and
females are assessed using one Questionnaire
Booklet, The cover page of the Questionnaire
Booklet provides space [or deseriptive informa-
tion about the person being evaluated. In the
spaces identified, record the person’s name, gen

der, date ol testing, school/Tacility, grade (i appli

cable), chronological age, and [G). Record the per-
son's primary disability or diagnosis, Examples of
a person’s primary disability are mental retarda-
tion, cerchral palsy, or learning disability and
these are entered in the appropriate space. When
the secondary disability is known, this is recorded
as epilepsy, speech disorder, or hearing impaired.
Record the name and title of the evaluator who is
rating the client. Write “none” in the spaces that
do not apply to the person being rated.

Scoring

Rating Performance Level

Fach item in the four domains represenis a be-
havioral activity or trait (e.g., “Motivation,”
“Cooperation,” “Quantity of Work™) designed to be
rated on a 5H-point scale. Each item is scored
(rated) from O 1o 4 determined by the rater's judg-
ment. of the individuals performance on a task
withowu! help or other supervision, Few ilems are
scored with help or other assistance and these are
indicated by the item in the Questionnaire
Booklet. The important fealure to remember in
scoring performance of a task is whether the indi-
vidual does perform rather than cor perform the
activity.



The briel deseriptive phrases inserted above
cach nuwmerical point (0 through 47 are intended (o
be illusirative of the behavior which would justify
a raling in that section of the scale. The descrip-
tive phrases within each item are ovdered devel-
opmentally with numerical rating “0” representing
least vocational competency and numerical vating
47 representing most vocational COTTP Ty,

The rating of the individual on each item is
indicated by cireling the numerical value on the
scale that is most representative of the worker’s
behavior over a period of time. All items on the
questionnaire must be completed-—skip wo ifems,
Where necessary, estimate the individual’s per-
formance from your observation on other tasks.

General Rating Guidelines

The numerical points on the 5-point scale are
dssociated  with the following general erileris
when used in rating an individual.

A score of 1), the lowes! rating, signifies thal the
mndividual’s performance is limited. A rating of 0"
indicates that the individual is unable, never or
rarely exhibils the behavior although there is
opportunity (o do so. When a physical or sensory
disability prohibits a behavior, rate *07, For exam
ple, deafness prohibits the individual from taking
i phone message; a physical disability of the lower
extremities prohibits the individual rom engaging
i gross molor activities; or when the behavior is
beyond the individual's capabilities, as for exam-
ple, profound retardation prohibits ability to do
banking, budgeting, and related money handling
lasks—rate *0", If the individual toes not periorm
i frask, vegaerdioss of the reason, rate O

A score of 1 signifies that the individuals per-
formance is moderately low, A rating ol “17 indi-
cales that the individual exhibits the behavior bul
does not do it well or the result is unsatisfactory,

A score of 2, the middle rating, significes that the

individual’s performance is adequale. A rating ol

that the individual exhibits the
behavior and does it fairly well or the resull is gen-
erally satisfactory but conld be improved upon.

= indicates

A score of 3 signifies thal the individual's per-
formance is moderately high and exceeds ade-
guate or typical performance, A rating of “37 indi
cates that the individual exhibits the behavior and
does it well or the resall is satisfactory.

A score of 4, the highest rating, signifies that the
individual’s performance is exceptional, A rating
ol “1" indicates that the individaal routinely or
habitually exhibits the behavior and does it very
well or the resalts are highly satisfactory, Rate the
activity “3" if performance is exceptional, but not
routinely performed. Rate “47 if the performance
i5 exceplional and routinely or habitually per-
lormed. For example, when responses 1o change
i work routine are accepted willingly by the indi-
vidual on 8 out of 1) oceasions—rate 47,

Scoring the Booklet

1. Beginning on page 2 of the Questionnaive
Foofdet, circle the munerical rating that best
describes the person’s “Personal Hygiene” in
item one, By way of example, in Figure 2.1 the
evaluator circled the numencal rating =37,
(“Frequently clean: No body odor™) that besi
deseribed the person's personal hygiene, For
item 2, "Appropriate Clothing,” the evaluator
circled numerical rating “4" as the person reg-
wlarly wore proper dress in the workplace.
Similarly, continue to cirele the numerical vat-
ing ol cach iteny, in cach of the four domains,
that best describes the person’s usual or cus-
Lomary work behavior,

Mext, sum the circled numerical ratings thal
apply to each domain, Record the raw score
Lotal of each domain in the square box at the
bottom ol the page, Figure 2.1 presents the
scoring of individual items and raw score total
for the Work Habits/Artitudes domain.

L+

Description of the Domains

Responses to 63 ilems were keyed (o vield scores
in four domains and a global score. Each domain
consisls of ilem clusters that assess worl habits,
attitudes, and skills that correlate with Lhat seale.
The name of each domain was delermined from



WORK HABITS/ATTITUDES DOMAIN (HA)

|. PERSONAL HYGIENE: Bathes, washes, and wuses deodorants to maintain body cleanfiness.

Meolects body Often unclean: Usually clean; Frequently elean: Regularly clean;
care; Dirty ; Hody odor T, Jecasional odor ; Mo body odor ¢ Mo hiody odor

0 | > O F

2 APPROPRIATE CLOTHING: Wears appropriate dress in the work situation.

Pvever wears Chften dress is UTsually dress is Frequently wears Regularly wears
waper clothing INipPRropriale APPrOpriale aroper dress praper dress
prajf & pPprop : Ppraf prey

.. l : 1. o

3. PERSONAL APPEARANCE,; Muintains a neat appearance and personal grooning.
Exceptional
Hl-groomed; Oflen Llsually Well-groomed, persinil
Sloppy unkempt wiell-groomed Meal AppREAranCe
1 L 1

() 1 2 O -

4. PUNCTUALITY: Promptness for reporting to work at starting times in the morning, after lunch,
and after break periods for a randomly selected 20-day work period.

Always fute: No Generally Mearly always Consistently
congept of time A Uiften late o Lime R RS om time
1

0 [ 2 i {:‘i)

5. MOTIVATION: Initiative and interest when performing job assignments.

Indifferent, Often needs Somewhal Comsiderably Highly motvated:
Meeds constant prodding 10 motivaled with muotrvaled with Secks additional
pusling div assigned work assiened work assigned work new wark
L L 1 = 1 £ f

i | i : @

I'he next iterm for this domain
is on the Tollowing page

Figure 2.1, Completed item page. The numerical rating that best deseribes the elient’s behavior is
cireled lor each item.




6. ATTENDANCE: Frequency of absences for a randomly selected 20-day work period..

Has more than Has 310 5 Has 2 Has | Altends regularly;
5 absences ahsences absences ahsence Mo absences

1. DEPENDABILITY: Fulfills assignments in a reliable and dependable manner.

Roequires close Kequires
sUPRryision; [Teguent Generally Seldom needs Highly reliahle,
Unreliable checking reliable checking Conscientious
L 1 1 1 1

{) | 2 3 @

8. WORK POSTURE: Works with good posture and positioning.

Poor posture; Awkward Fairly gaod Good Excellent
Slouched psiure posiure st posture

0 | 2 3 @

S EATING HABITS: Demonstrates appropriate use of utensils, acceptable table habits, and polite
regiests for table trems.

Fairly good Good manners Exceptional
Poor eating Cften untidy manners and and eating manners and
hiabits, Untidy cuting habits ealing habits hahits eating habits

[| 1 1 z 1 —
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10. RESTROOM USE: Demonstrates self-care toileting tasks — uses toilet tissue appropriately
Nushes toilet after use, washes and dries hands, closes door

Consistently Often neglects Occasionally Seldom Consistently

neglects most some Taileting neglects a neglects a perlorms all

tonleting tasks tasks toaleting lask tealeting task tletng lasks
B = } } ' ) 4 -

0 | 3 ; @

WORK HABITS/ATTITUDRES DOMAIN
RAW SCORE TOTAL 3 5

-

The nexl domain begins on
the following page

— = == e

Figure 2.1. {Continued). Completed item page. The summed numerical ratings are inserted in the
Raw Score Box.



