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Vocational Assessment and Its Role in Career
Planning

This issue of NASET ’s IEP Com ponent series was written by the National Collaborative on Workforce
and Disability and discusses career planning and vocational assessment for transition-agey outh. Many
youth with disabilities havenot had the same opportunities as their non-disabled peersin terms of
exposure to career preparation options. In the past, the career planning process for y outh with disabilities
oftendid notreflect the values ofchoice and self-determination. Many y outh with disabilities were
relegated to passive rolesin their own career planning process. As aresult, many youth havenothad the
opportunity to pursuecareeroptions that they found motivating and satisfying. Today, vocational
programs for youth in transition focus on the skills, knowledge, and abilities that youth can contribute to
the workplace. A large part ofthis effortliesin accurately identifying a youth's assets and sharing this
information with the youth and those who work with him or her. Many young people leave high school
uncertain oftheir interests and abilities and unprepared to choose or pursuea career. Effective career
planning and assessment for transition-age youth allows them to consider multiple options, act with self-
advocacy,bridgeacademicand careerplans, and equip themselves with critical information (Borgen &
Amundsen, 1995). Career planning and assessment focuses on four distinctdomains: (1) Academic; (2)
Psychological; (3) Medical; and (4) Vocational

This paper focuses on the “vocational domain” and how assessment activities support careerrelated
activities.

Vocational Assessment and Its Role in Career
Planning

Meeting an Individual’s Assessment Needs

Many youth with disabilities have not had the same opportunities as their non-disabled peersin terms of
exposure to career preparation options. In the past, the career planning process for youth with disabilities
oftendid notreflect the values of choice and self-determination. Many youth with disabilities were
relegated to passive rolesin their own career planning process.

Asaresult, many youth havenot had the opportunity to pursue career options that they found motivating
and satisfying. Today, vocational programs for youth in transition focus on the skills, knowledge, and
abilities that youth can contribute to the work place. A large part ofthis effort lies in accurately identifying
a youth's assets and sharing this information with the youth and those who work with him or her.

Many young peopleleave high school uncertain oftheir interests and abilities and unprepared to choose
or pursue a career. Effective career planning and assessment for transition -ageyouth allows them to
consider multipleoptions,act with self-advocacy, bridge academic and career plans, and equip themselves
with critical information (Borgen & Amundsen, 1995). Careerplanning and assessment focuses on four
distinct domains:

e Academic
e Psychological
e Medical
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e Vocational
This paper focuses on the “vocational domain” and how assessment activities support careerrelated
activities.

Assessment Activities

Y outh benefit from a well-defined assessment process that assists them in making informed choices and
achieving desired post-school employment outcomes. This process should include effective practices and
the gathering ofhelpful planning information. To collectall needed data, assessment activities should
include observations, interviews, record reviews, and testing/perfo rmance activities.

Observationisthe process ofwatchingor listening to an individual’s behavior and performance and
recording relevant information. This process can be structured or unstructured, formal or infor mal,
obtrusiveor unobtrusive. Observation has elements ofthe objectiveand the subjective, but objectivity
should be emphasized. Also, becausedifferent observers may cometo different conclusions, it may be
important to have more than one observer.

Interviews are structured or unstructured conversations intended to gather information from an
individual through a verbal question-and-answer format. Like observations, interviews can also be formal
orinformal. Aninterviewer can quickly gather key information abo ut an individual, while at the same
time build trust and a shared vision for the career planning process.

Record Reviews incorporate prior assessment results and should include records from schools and care
providers, as available. A review ofrecords can provide background information about academic
achievement and performance, previous career planning and goals, and family involvement and support
systems. Care should be taken that the information is up-to-date and from sources that have properly
gathered the data. Legally obtained releases ofinformation are usually required, and confidentiality is
essential when reviewing any assessment data or otherprotected records.

Testing and Performance Reviews account for alarge share ofthe most common assessment
activities ofyouthin transition. Testing “consists ofadministering a particular set of questions to an
individual...to obtain a score” (Salvia &Ysseldyke, 2004, p. 6). Typically, scores are intended to be used for
quite specific purposes. This type ofdata collection is generally more formal and structured and
frequently requires specially trained persons to administerand/or score the test. Itisimportantto note
thataccommodations areofparticular concern when using criterion-referenced or norm-referenced
instruments. The goal should be to change the way that a test is taken without changing the validity ofthe
testresults.

Performance reviews are activities thatlook at a whole spectrum of what hasbeenlearned and are more
subjective, holistic, and qualitative in nature (Salvia & Y sseldyke, 2004, p. 252). Work experiences and
related activities often are best evaluated using performance reviews. It is very helpful to have some
written, objectivestandards for individuals to use in measuring behaviors. Observation rating forms are
particularly valuable for recording behaviors and outcomes on various tasks and work experiences.
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Choosing and Using Published Tests and Assessments

Compiling sufficient data for career planning may require the use o fcommercially prepared and
published tests. These assessments must be chosen with the ultimate goal ofhelping the individual —this
includes considering the effects of an individual’s disability on the results of the testing process.

There are anumber offactorsto consider when choosing tests and assessments. The ideal assessment
instrumentis: (a) reliable; (b) fair; (c¢) valid; (d) cost-effective; (¢) ofappropriate length; (f) well-matched
to the qualifications ofthe test administrator; (g) easy to administer; (h)able to provideeasy-to-
understand results; and, (i) appropriate for the individual’s needs. Test publishers often provide
information onthese factors on Web sites or in technical manuals.

In additionto considering the factors above, youth service practitioners must choosetests that fulfill the
specific needs ofthe individual. After reviewing available records and conducting informal interviews,
planning should determine some short-term, and possibly longer-term, goals. Eligibility assessment can
be conducted at this point along with diagnosticor achievement testing to determine wherean individual
may belongin classesorintraining programs. Here, more formal assessments may be used to answer
some questions. For our purposes, formal assessments are defined as published instrumentswith
specified administration procedures.

Formal testing is used to assess seven areas related to careerplanning:

Certification of Occupational Competencies
Physical and Functional Capacities

1. Academic Performance or Achievement
2. Cognitive Abilities

3. Behavior, Social, and Emotional Issues
4. Vocational Interests

5. Vocational Aptitudes

6.

7.

Individual youth may need assessmentin a few or several of these areas. Older y outh with established
academic credentials orclear vocational goals may not need extensivetesting to measureachievement or
uncover vocational interests. Plans canbe amended and updated depending on testing outcomes, and the
youth'sinput should be considered as much as possible.

The remainder ofthis Info Brieffocuses on areas 4, 5, and 6 which fallunder the vocational domain. Area
7 fallsunder the vocational and medical domains and is considered laterin this Info Brief.

Vocational Domain—Interests, Aptitudes, Skills, and
Certification Testing

Purposesof Assessmentin Work and Career Planning

One of the greatest challenges facing y outh service practitioners is helping youth match interests, values,
and abilities to suitable jobs, occupations, and career opportunities. Given their limited employment and
life experiences, many youth need guidance to identify their vocational interests. Additionally, y outh often
have alimited understanding ofthe marketplaceand the qualifications needed in their areas ofinterest.
The ability ofyouth to benefit from work experiences, training, or employment oppo rtunities depends
largely on their interest in these activities.

Neubert (1985) and Leconte (1986) haveidentified seven major uses ofinformal and formal work and
career assessment data:

e Determination ofcareer development: To find out where the student standsin terms ofcareer
awareness, orientation, exploration, preparation, placement, orgrowth/maintenance;
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o Measurement: To identify abilities, interests, capabilities, strengths, needs, potentials, and
behaviors within the areas of personal/social, functional/academic, community/independent,
employment, and employability;

e Prediction: To match anindividual'sinterests and abilities with appropriate training, community
employment, or postsecondary training;

e Prescription: To identify strengths and needs, and to recommend types ofadaptive techniques
and/orremedial strategies thatwill lead to improved career preparation and development;

e Exploration: To try outdifferent work-related tasks or activities and to determine how interests
match abilities for work-based experiences, community jobs, postsecondary, orother adult
activities;

e Intervention: To implement the techniques or remedial strategies that will help a student explore
career or work options;and,

e Advocacy:To develop a career profile to help students, their families, and others identify concrete
ways to assist studentsin achieving theirgoals.

Interest Testing

A variety ofassessment inventories and tools are available to assist youth in recognizing their
predominantinterests and preferences. When used properly, these surveys can help youth understand
howtheirinterests havedirect application to making goodacademicand careerchoices. Most career
interestinventories are designed to assist youth (and adults) to identify and betterunderstand their
interests and connect them to specificjob fields or occupational clusters. Interest testing can provide
youth with a starting point to further study a range ofjob possibilities.

Some of the more common interesttests sold commercially include the Campbell Interest and Skill Survey
(CISS), Career Exploration Inventory (CEI), COPSystem InterestInventory (COPS), and the Harrington -
O’Shea Career Decision-Making Sy stem (CDM-R). The Pictorial Inventory of Careers DV-2000 (PIC) and
the Reading Free Vocational Interest Inventory 2 offer “reading-free” interest testing for youth who lack
reading or English literacy skills.

A majority ofinterest inventories are surveys ofself-reported interests and skills. When selecting interest
inventories for youth, itisimportant to examine the test manuals to ensure the chosen test is appropriate
for the age and gradelevel ofthe youth being assessed. It is also helpful to review the survey to de termine
the skills needed to take it, such asreading ability.

Computer software programs are being developed by both commercial and publicservice agencies to help
match anindividual’s career interests and KSAs (knowledge, skills, and abilities) with specific careersor
employment fields. These computer software programs can be helpful in a number ofways. First,
electronic software programs can help to identify KSA clusters that arerelevant to a spectrum ofjobs and
occupational fields. Secondly, these products enable youth service practitioners to quickly match a youth’s
career interests and KSAs with arange of possibilities underconsideration by ayouth and hisor her
advisors.

Assessing Aptitudes, Work Behaviors, and Skills

Although aptitudes, work behaviors, and skills should be looked at distinctly, it is difficult to separate
them when it comes to assessment. Formal and informal assessments can identify an individual’s a bility
to perform specific jobs and to exhibit behaviors and habits that match the work culture. By measuring
these areas with paper and pencil, audio-visual, orcomputer-based assessment, and by analyzing physical
activity, insight can be gained regarding an individual’s potential.
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Aptitude Testing

The ability to identify ayouth’s KSAsis fundamental to planning and using academic and vocational
assessment information. Identifying aptitudes, or potential to learn, provides meaningful information for
youth and service providers to inform future career exploration. By design, an aptitudetest measures the
vocational potential or capacities ofan individual to succeed in future career endeavors. Specific aptitude
tests, such asthe Armed Services Vocational Aptitude Battery (ASVAB) and Occupational Aptitude Survey
and Interest Schedule (OASIS) measurean individual’s aptitudes to succeed in specific areas. These may
include ayouth’s capacities for numerical or abstract reasoning, mechanical proficiencies, form
perception, verbal or language abilities, or other innateor learned talents understudy.

When used with other assessment tools, aptitude testing can contribute to a more complete vocational
profile and offer guidance concerning suitable secondary and postsecondary options. This is especially
true inidentifying career development pathways where specificacademicor job strengths are known to be
crucial and relevant. The use of aptitude assessmentisolated from othervocational assessment
information tends to screen out youth with significant disabilities. However, aptitude tests may be helpful
when used as tools to identify customized job training, supports,or accommodations that may be needed
by anindividual to succeedin an occupation ofhigh interest.

Keep in mind that aptitude means potential to learn. Aptitudes and skills should always be correlated with
interests (and to alesser degree, temperaments). For example, a youth may be interested in engineering
buthave pooracademicskills and aptitudes — or another may perform poorly academically but have high
interest and motivation for welding. Young people with high motivation may eventually succeed despite
lowreading or math achievement or aptitudescores.

Learning style preferences shouldalso be determined in orderto assist youth in understanding and
articulating how they bestreceive or process information. A youth who is an auditory learner may not
perform as well when given written instructions or assessments, and as aresult hisor her scores may not
accurately represent his or her performance.

Situational Work Assessments

Occupational skills and work behaviors can be assessed in situational work assessments and include
capacities and competencies to perform essential job duties of specific competitive employment positions.
For example, the measurementofayouth’s keyboarding proficiency may be predictive ofhis abilities to
succeed in ajob where the duties require minimumstandards ofspeed for data entry or word processing.
Allowing youth to try essential job functions of different jobs will help them decideifthey really enjoy the
workand if they havethe stamina to meet workrequirements.

Ina similar way, situational skills assessment can be used to assess the KSAs ofyouth for awide range of
competitivejobs. Thisis accomplished by determining the core job competencies and duties required ofa
skilled worker and then comparing the actual performance ofa youth who isbeing assessed. For example,
a competitively employed housekeeper may be required to clean ten hotel rooms over an eight-hour work
period. Inthisinstance, the skills and productivity ofa youth can be measured by comparing his capacity
to clean a similar number of rooms while meeting the hotel’s standards for cleanliness and job
performance quality. Similarly,an assessmentcan be designed to measure otherskills such as those
needed to write acomputerprogram used in business or manufacturing.

The outcomes ofoccupational skills assessment arenot entirely predictive of future successin a
competitivejob situation but they often canlead to jobskills training, apprenticeships, or internships that
help youth to increase theircompetency and productivity. They can also lead to the development of
creative, individualized job placementplans such as customized employment or “job carving” —a
restructuring ofjob duties or tasks so that a youth with documented KSAs can successfully perform job
functions ofhigh interest. Typically, job carving is provided for people who cannot, for a variety of
reasons, perform the entire jobor the whole range of skills required.
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In special education programs and community rehabilitation organizations, situational work assessments
are also often used to study the “soft skills” needed in employment. They include an assessment ofbasic
workbehaviors and skills through practical hands-on work experiences. Situational work assessments are
often supervised by trainedvocational evaluators, educators, or community rehabilitation professionals.

Situational work assessmentsare ideally provided in partnership with community businesses but may
also be offered in settings controlled by education or youth service providers. Business settings work well
because they offer amore accurateview ofayouth’s performance within th e contextofnormal business
rules and practices. Situational work assessments can lead to the development ofbaseline data and assist
youth service practitioners in engaging customizedjob training or other work supports ayouth may need
to obtain a satisfactoryjob placement outcome.

Y outh with identified behavioral disorders can benefit greatly from situational work assessments. Ina
work setting with appropriate supports and careful supervision, youth with behavior problems can often
experience success. [fworkassessments are provided inlocal businesses, it is very important to educate
employers about working with youth with disabilities. This may mean receiving permission from a youth
and her guardians to share information with abusiness beforeit agreesto host a situational work
assessment.

Wages can sometimes be an issue in work-based assessments. On-the-Job Training (OJT) or wage subsidy
programs canbe used on atime-limited basis to help compensatea participating business for their
contributions oftime and support on behalfofa youth receiving assessment services. DOL permits the use
oftime-limited waivers when a youth with a disability is undergoing a vocational evaluation or work
assessment in partnership with acommunity business.

Work Sampling

Work samples are standardized testing instruments that are sometimes used to help assess the job
potential ofyouth. Standardized work samples offer the qualities oftesting validity and reliability because
they are statistically normed to specific populations. A numberofcommercially availablework samples,
such asthe VALPAR Work Samples, are sometimes used to assess ayouth’s vocational potential or
abilities to perform in jobs within specific career fields. Following each testing procedure, the outcome
performance ofayouthis compared to the performance scores oftarget populations. The goal is to gain a
better understanding ofthe vocational potential ofa youth in comparison to his peers or othergroups.
Frequently for youth,commercially available work samples areused for careerexploration, and norms are
notused.

In addition to commercially developed products on the market, some secondary education, youth
development, and community rehabilitation programs have chosen to design and use their own work
samples. Custom-designed work samples enable trained vocational evaluators to measure the skills and
performance ofayouth with regardto specific tasks or occupations. The advantage ofusing custom-
designed work samplesisthe ability to use locally developed norms to compare the job performance of the
youthto peersorindustry standards (i.e.,other students, youth, co-workers, master craftsmen, etc.). The
disadvantage is the limited amount of validity and reliability data available. But mostlocally developed
worksamples have high face validity: they looklike work, sound like work, and feel like work. They
provide hands-on work exploration while also identifying interests, skills, aptitudes, work behaviors, and
temperaments. Most youthenjoy performing work samples and get areal taste ofthe tools, materials,and
equipment ajob or training program might entail.

Inrecentyears, there hasbeen much criticism concerning the use of standardizedwork samples because
of their potential for misuse in screening people with disabilities away from postsecondary and
employment options. A growing numberofschool settings, youth developmentprograms, and community
rehabilitation programs are adopting assessment methods that aremoreinclusive in exploring career
opportunities for youth. Although work samples may offer useful information in controlled situations, test
scores should be used with greatcare. Itisnever appropriate to use only standardized testing procedures
of any kind to make sweeping, predictive assumptions abouta youth’s ability to workin the competitive
labor market.
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A Word about Work Environments

Ecological or environmental assessments examinea variety offactors that may contribute significantly to
the success ofanindividual at work. These may include, but are notlimited to,availability ofclose
supervision; style of supervision (i.e., casual vs. autocratic); physical building structures and layout ofthe
learning or working environment; flow of product orservice processes; effectsofformal and informal
rules; social interaction demands ofothers (i.e., co-workers, classmates); sensory stimuli such as noise,
motion, temperature, air quality, etc.; work schedules and time requirements; opportunities for
independence and decision-making; performance expectations ofauthorities; and, opportunities for self-
correction. Temperaments (preference of working with data, people, or things; preference forindoor vs.
outdoorwork; working with peopleor alone) play alarge role in ecological assessments.

Some environmental conditions are more likely than others to promote unwanted social behaviors. For
example,classroom or business settings that producehigh levels ofsensory stimulation may tend to
increase discomfort and anxiety in some youth. These types of environments may supply the trigger for
socially unacceptable behaviors or work habits. Certain types ofeducation and business environments
may be more tolerantofnonstandard behaviors exhibited by ayouth. For example, the loading dock ofa
trucking company may be moretolerant ofayouth’s use of profanity than thelocal community library. Or
a youth with a diagnosis of Attention Deficit Disorder (ADD) may function more effectivelyina
warehouse thatrequires rapid movement,changesinjob tasks, and physical stamina thanin a sedentary
jobthatrequires continuous concentration.

Some companies or organizations are better than others in welcoming and mentoring new employees.
However, all youth who are placed in jobs or work experiences shouldbe prepared for the particular
workplace culturethey will encounter. Appropriate job matches and effective career preparation or
training can help anew employee feel more comfortable and adapt to the work environment.

Certification of Occupation Specific Skills and Credentialing

Employers often require certification of skills and knowledge based on industry standards for the hiring
or promotion ofemployees. Therefore, ayouth’s vocational development goals may dictate the need for
training leading to standardized assessments certifying skill levels or ensuring that minimum standardsof
proficiency havebeen achieved.

Skills certification testing is used for performance assessment and credentialing by postsecondary
vocational technical training schools, colleges,on-the-job training programs, and other job preparation
programs. Skills certification testing is also an industry and business requirement for recruiting qualified
employment candidates. Procedures used for credentialing can includethe administration of written or
computerized examinations as well as functional skills assessments. Some require performance-based
activities.

Skills standards established by industries help secondary and postsecondary education and job training
programs producebetter qualified candidates to meet the skilled labor needs ofbusinesses and industries.
Credentialing exams help job candidates communicate their skills to prospectiveemployers; they also
help learnersidentify training they will need to advancein their chosen career fields. Ultimately, the
certification process helps employers build a workforce capable of meeting the highest performance
standardsin anincreasingly competitive global economy.
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Vocational/Medical Domains—Physical and Functional
Capacities Testing

Assessing Work Capacities

Insome instances, it may be helpful to assess the muscular strength, endurance, motor coordination
skills, and other physical capacities ofy outh. This is particularly true for youth who are physically or
medically fragile due to chronic diseases, progressiveillnesses, and other health conditions that limit
physical strength or motor capacities. For example, a youth’s ability to manage a full -time work schedule
or perform tasks that demand physical exertion, strength, or motorskills coordination is very important
information for matching a student to suitableemployment or careerfields. This information is also
critical to identifying needs for accommodations so a youth who is physically or medically fragile can
handle the essential functions ofa job or participate successfully in a postsecondary education program. It
is important to rememberthat youth may eventually develop physical capacities as they grow and mature
physically.

Work capacities testing can also give someindication ifa particular typeofworkis appropriatefor an
individual based on age or maturity level. For example, an immature youth may not be ready to function
in a job with high social demands and responsibilities such as a nursing assistant or child care aide. Or a
youth who islacking in emotional maturity may not be ready to manage the hectic pace ofa typical lunch
hour ata local fast-food restaurant chain.

The following assessment techniques are used to assistin identifyinga youth’s physical capacities:

Work T olerance and Functional Capacities Assessment —Worktolerancetesting (also known as
workhardening assessment) is a structured process for examining and measuring the physical endurance,
strength, motor coordination skills, and emotional capacities ofa worker when performing essential job
tasks. These types ofassessments arecommonly used for peoplewho have serious medical problems or
who have had significant injuries, often job-related. The goal of work tolerance testing is to measure
whether aworker can manage aregularjob routineor full-time work schedule and performessential job
tasks without excessivefatigue or pain. Work tolerance testing also measures range of motion, lifting and
carrying, manual dexterity, and motor coordination skills that are necessary to do ajob successfully.

Work tolerance and functional capacities assessments can be conducted in formal as well as informal
testing formats. A number of commercially developed testing strategies areavailable to assess physical
capacities, and worktolerance assessments also can be conducted in real job settings in ways similar to
situational work assessments. In these instances, the assessment of physical and emotional work
capacitiesis achieved by observing and recording the job performan ce ofy outh in competitive business
environments. Standardized work samples are sometimes used to measure a worker’s ability to perform
specific physical movements (e.g. stooping, reaching) or coordination of motor skills (e.g., hand -eye
coordination).

Work tolerance testing is normally conducted by trained vocational evaluators who are skilled in these
assessment methods and procedures. Job coaches, occupational therapists, physical therapists, and
rehabilitation engineers are often knowledgeableabout assistive technologies or accommodations thatcan
enhance the functionality of people with physical or emotional limitations. Care must be taken to follow a
physician’s guidelines in order to preventharm or additional physical or medical injury to the you th.

MotorSkillsand Manual Dexterity Testing —Some standardized assessmenttests,such as the
Crawford Small Parts Dexterity Test or the Purdue Pegboard Test, can measure a youth’s finger dexterity,
manual dexterity, or hand-eye coordination. These dexterity tests can help to measureayouth’s capacities
to move hands, fingers, arms (gross movement), or to control the movement and manipulation ofsmall
objects. This information may be helpful to youth with complex physical disabilities who are considering
careersorjob opportunities in fields that require good manual dexterity. Also, thesetests can help to
determine needs for assistivetechnology or accommodations that may enablea youth to perform the
essential functions or tasks ofa desired job.
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Assessing Assistive Technology Needs and Making Accommodations —Sometimes youth can
improvetheir skills or behaviors through education or training so they can manage the essential functions
of a desired job. And sometimes tasks can be restructured or workplaces can be modified so ayouth can
perform the essential functions ofa desired job. Assistive technologies can also be introduced to bridge
gapsin a youth’s functional skills or capacities, thereby enabling her to perform the essential functions of
a desired job.

The Rehabilitation Act 0of1988 first acknowledged the rights ofy outh with significant disabilities to obtain
assistive technology assessmentsin order to determinetheir ability to benefit from vocational
rehabilitation services. According to the Act, “assistive technology means any item, piece ofequipment, or
productsystem, acquired commercially, modified, or customized, thatis used to increase, maintain, or
improvethe functional capabilities ofindividuals with disabilities.” The Assistive Technology Actof2004
further defined the rights of people with disabilities to access needed tec hnologies by: “(1) identifying
Federal policies that facilitate payment for assistive technology devices and assistive technology services,
(2) identifying Federal policiesthat impede such payment,and (3) eliminating inappropriate barriers to
such payment.”

Assistive Technology Assessments — The field of rehabilitation engineering and assistive technology
is rapidly evolving and is contributing amazing quality oflife enhancements for people with disabilities.
The expertiseofrehabilitation engineers and technologists, occupational therapists, vocational evaluators,
and supported employment professionals may be helpful in the technology assessment needs ofyouth
with significant disabilities. The goal is to examinehow commercially made products or custom -designed
technologies can be used to improve the functionality and capabilities of y outh with complex physical,
intellectual, oremotional disabilities.

Assistive technology assessments can offer valuable information about the functional capacities ofyouth
and whether technology can be effectively used to amelioratethe effects ofa disability. Forexample,
assistive technology applications can include high-tech equipment such as hearing devices, roboticarms,
or talking computers. However, a majority of assistive technologies involve low-tech applications such as
the use of Braille or lowering the height ofa work table for someone in a wheelchair. Fr equently, low-tech
devices cansolve accommodation issues.

Insummary, assistive technology assessments can examine and improve ayouth’s opportunities for
integrationso he or she can: (a) participateand succeed in mainstream educational programs;or (b)
perform the essential functions ofdesired jobsin the competitive labor market. The use ofassistive
technology in the classroom and workplace requires creative problem-solving skills and ingenuity and
accessto anexpert.

Assessing Postsecondary Training and Workplace Accommodations —Y outh with disabilities
often need adaptations in classrooms or worksites to accommodate or minimize the affects oftheir
disability. Vocational assessments can lead to practical ideas for job or training accommodations at
businesses orin postsecondary training programs. Such accommodations might include modifications to
ajob, restructuring oftasks, use ofjob coaches to assist with training, use ofinterpreters, oralternative
methods of communication. Assessing the need for accommodations often goes hand-in-hand with
assessing assistive technology needs.

Medical and Physical Capacities T esting — The use of medical diagnostictesting information may,
in a few cases, assistin effective career planning for y outh with serious health and physical disabilities.
The use and integration of medical and physical capacities information may help in determining the
suitability of career developmentgoals and any specificneeds ayouth may have for accommodations in
education, training, or employment settings. For example, the presenceof chronic diseases or progressive
illnesses such as multiple sclerosis, muscular dystrophy, diabetes, cancer, cysticfibrosis, or heart disease
can have serious career development implications.
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The use of diagnostictesting and the expert guidance ofa physician or other medical specialist (e.g., a
heart surgeon, oncologist,or physical therapist) may offer new information aboutfunctional or capacities
limitations that may be associated with specific conditions. Medical professionals can also be
instrumental in helping y outh with chronic medical conditions monitor their situations and perform their
own health care tasks.

Physical,Speech,and Occupational Screening —Some youth with disabilities may need assistance
in developing the physical, speech, ordaily living skills they need to obtain desired academic or vocational
goals. Many local education agencies and therapeuticservice programs offer screening services to assist
youth inidentifying and measuring specific physical, speech, and functional living skills capacities. These
diagnostic screening services are provided by therapists and clinicians who are trainedin their respective
disciplines (e.g., speech, audiology,or occupational therapies). Therapeutic screening support is often
helpful to youth with somedisability conditions in planning for needed supports as they pursue their
postsecondary education, training, employment, and independent living goals.
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