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VALUE PRIORITY SCALE

Instructions

A philosophy is the sum total of your values, beliefs, and goals as they are reflected
in your day-to-day dealings with people. Philosophy is not only your goals but your method
of reaching those goals.

A functional philosophy is a dynamic system, and changes to resolve the conflict
which arises when values or goals are added or changed.

The Value Priority Scale is a sample of one quick aid to discovering personal ond
program values so that they can be discussed openly.

There is no hidden agenda in the list of 20 values. Each value has been considered
as a top priority by some program. Once the form is filled out by all staff, including ad-
ministrator and clients, where possible, the results can be compiled.

The values have been grouped into individual-oriented values (those with an *) arid
into facility-oriented values. One set of values is not necessarily "better,” but if your
program is heavily loaded towards facility-oriented values, you may be overlooking some
client needs.

Once staff have ranked the values, note which values present the greatest concensus
and the greatest discrepancies. If you wish to compare results, record and discuss individual
scores on the group profile.

Staff can then work towards reconciling the individual discrepancies and group
discrepancies.

With a list of four or five top priorities from your personal values and the program's
values, compose a statement of philosophy indicating what you hope to achieve and how to
go about achieving it. Record this statement on the front of the booklet as the anchor for
your program evaluation and also display it prominently in your agency. Repeat this process
regularly to detect changes in your approach to your program.




VALUE PRIORITY SCALE

Below are 20 values which are reflected in existing programs. Feel free to add others
that you feel are important to your program. To each value statement assign a number from
1 to 20, from most important (#1) to least important (#20) from your personal perspective in
the program — Personal Priority. Then, to each value statement assign a number from 1 to
20 as you see the values reflected in the program — Program Priority. Give each value
statement its own number, i.e., do not give more than one value statement the same num-
ber. To compare value priority weights among the staff, complete the separate summary
sheet which presents average scores and range of scores for your staff.

PERSONAL PROGRAM
PRIORITY PRIORITY
NO. NO. VALUE STATEMENT

P LI S T — Education of community
e — Training through normal means*
AR TN — Safety and health

T I — Family atmosphere*

— Research

— Specialized and individual training*

— Efficiency

— Friendship within peer group*

— Clean, sanitary surroundings

— Normal rhythm of life*

— Instilling discipline

— Family involvement*

— Continuum of services

— Independence of client*

— "No nonsense" atmosphere

— Community exposure®

— Staff development

— Mastery of skills*

— Protection of society

— Integration with non-handicapped*

Which value statements had the greatest consensus between your personal priorities
and the program'’s priorities?

Which value statements had the greatest discrepancy?

How many of the value statements in the top 10 priorities were:
1.  Facility-oriented values: Personal_____ Program
2. *Individual-oriented values: Personal Program



NEEDS ANALYSIS

An analysis of how personal needs and needs for program clarity are being met for
the trainee, his peers, and the staff appears on the opposite page.

There is an underlying philosophy of humanization or normalization represented in
the Needs Analysis format. It is based on the premise that the individual client has certain
essential needs that are similar, in many ways, to the needs of the staff in that program. The
Needs Analysis also recognizes the client as a social being — a fact often overlooked —
and, therefore, places equal emphasis on the client’s reference group.

The needs are grouped into two maijor categories: the needs related to Program
Clarity — Responsibility, Consistency, Directed Feedback; and the "People” Needs — Per-
sonal Needs, Privacy, Exploration and Growth, Involvement.

If these needs are recognized and met for the client, he will be able to develop a
sense of who he is and where he is going. A successful rehabilitation program helps the in-.
dividual understand groups so that he/she can join groups that will be relevant to his/her
social needs.

If staff needs are recognized and met, their group identity will be positive and goal-
directed. If not, staff identity tends to rely on "we-they" splits (e.g., administration vs. fron-
tline staff) and becomes counterproductive.

After completing the Needs Analysis sheet, note which needs are not being met at
present. Program recommendations can be made directly from the Needs Analysis sheet.
The information will also be used in evaluating the program structure (P.14).

A Group Summary Sheet is available on the back of the Value Priority Sheet to allow
group comparisons. Record the number of staff indicating that a need is being met, partially
met, or not met. Then total the number of staff who indicate that needs are met across the
rows and down the columns. Staff can then discuss discrepancies in their perceptions of the
program and methods of remedying the situation.




Instructions: Rate each need statement as

NEEDS ANALYSIS

—H_ Need not met at present
. Need recognized and met

z Need not seen ad important

E Need partially met

SPECIFIC NEEDS INDIVIDUAL CLIENT PEER GROUP STAFF
PROGRAM Do clients have specific duties. el Are staff responsibilities clearly
CLARITY Are they duties realistic image- Are there group duties that feach defined including daily routines,
A b [ do it y cooperation between members? training  expectations,  at-
3 enhancing and do fney change | mosphere expected, do staff
RESPONSIBILITY | over time? ] D ‘ D | identify duties for themselves? D
Are there program m_.m_j.m:*m Is there respect for an individual Do staff know the mmn._m_os
B (staff, maroac_w eic.) that clients ! Y process - who and how decisions
. : need to have a consistent group
can rely on and therefore know are made, and how to enter the

CONSISTENCY

DIRECT
FEEDBACK

what fo expect ne x1?

Is *mmmvnnr to the client regular,
specific, concrete and at a level
he can understand?

N

to belong to? e.g. roommates?

censure members?

Are groups helped to support and

process?

L

Is there regular directed feed-
back from the employer on how

staff is meeting the expectations

and what is expected next?

Ll

———

"PEOPLE"
NEEDS
A.
PERSONAL NEEDS

B.
PRIVACY

(€.
EXPLORATION/
GROWTH

INVOLVEMENT

Is there time for the client to be
cared for/care for himself in a
way that récognizes his dignity?

¥

{ apart from group and fo learn
how to deal with "aloneness’'? D

e

Is there time for the individual to
learn in a one-to-one situation?

¥

he :_r_rr decisions
.:4_9 will allow :_3 to be included

client

in setting and ev
program’?

O

of couples/groups just
without overstructuring?

Is the group allowed to work

some point?

structured to help clients
derstand how groups work?

i+ and implementation of pr
w changes?

Is there acceptance of the needs
:40 Um_-

problems without supervision at
Are some group experiences

Does the group or spokesman
have some input into the planning
ogram

out

un-

Are personal needs of staff met -

meals, coffee, extended
holidays, etc?

leave,

[

Is there quiet time for planning

and scheduled "mental

breaks?

health

Is there adequate staff develop-
ment for personal satisfaction? Is

there possibility for advancement

within staff model?

Are staff involved in change and

encouraged to advance w
change?

ith
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STRUCTURAL ANALYSIS

In this section your programs physical environment*, schedule* and program model*
are evaluated in light of the philosophy, needs and content goals you have first set. There
are four steps to complete a structural analysis.

(Column 1) Record the desired physical environment, schedule and program model
based on your philosophy and values.

e.g. Physical environment - bottle depot on a busy street with good access, a
warehouse.

Schedule - schedule determined by meal pressure in the cafeteria, training done
before lunch rush.

Program models - counselling model in follow up.

(Column 2) Using the results of the needs analysis, determine why the needs are not
being met, and record the problems.

e.g. Physical environment - allows no space for privacy.

Schedule - does not allow any time for nonsupervised activity during the day and
workers are bused home and cannot get together after work.

Parental model - discourages the adult from taking responsibility.

(Column 3) Decide, (using your Content Analysis and staff discussions), why im-
portant skills (content goals) have not been accomplished to date.

e.g. Physical environment - laundry skills impossible because of lack of washer and
dryer.

Schedule - bus training not possible because no staff come in early enough or stay late
enough.

Program model - decision making is difficult when staff anticipate decisions and make
them for the trainee.

(Column 4) Work out a proposal to resolve the problems inherent in your program's
physical environment by reading across the columns. Repeat for "schedule" and "program
models."

e.g. Physical environment - approach the downtowners to supply a stove and fridge for
the games room for independent snacks and weekly group meal planning.

Program models - make Marie's role as a teacher more pronounced and encourage Pat
to apply work pressures more consistently.

* refer to training manual for background.




STRUCTURE

1. WHAT DOES OUR PHILOSOPHY
SAY ABOUT. ..

Il. ARE NEEDS BEING MET?

il
PHYSICAL
ENVIRONMENT

The physical environment - the
building, its location, special areas
and equipment needed.

What needs are not being met
because of space or equipment
limitations.

"Where"
2 Your schedule - the degree of con- What needs are not being met
sistency, staffing patterns, natural because there is not time
SCHEDULE lifestyle vs. individualized training, allocated?
etc.
"When"
3. The staff needed by your chosen What needs aren't being met
PROGRAM program model(s). (no.'s, training because of staff deficiences, and
MODEL roles) how staff and clients see each
(STAFF) other?

”HOW




——

T -

ANALYSIS

I1l. ARE IMPORTANT SKILLS
BEING TAUGHT?

IV. HOW CAN IT BE CHANGED?

What skills are not being taught
because of space or equipment
limitations?

How can space and equipment be
adapted to meet the purpose of the
program?

What important skills are not being
taught because there is not time
allotted to teach them?

How can the schedule (staff pat-
terns, etc.) be modified to alleviate
the problems?

What skills are difficult to teach
considering staff deficiencies?

What staff changes are required to
clarify the model?




ANALYSIS

lll. ARE IMPORTANT SKILLS
BEING TAUGHT?

IV. HOW CAN IT BE CHANGED?

What skills are not being taught
because of space or equipment
limitations?

How can space and equipment be
adapted to meet the purpose of the
program?

What important skills are not being
taught because there is not time
allotted to teach them?

How can the schedule (staff pat-
terns, etc.) be modified to alleviate
the problems?

What skills are difficult to teach
considering staff deficiencies?

What statf changes are required to
clarify the model?




PROJECT TIME LINES

You may need to describe your program change more specitically. The following Time
Lines outline WHO - who needs to be involved, WHY and WHAT they will be responsible for
and WHEN. Full description of this is in the TRAINING MANUAL.

WHO - who needs to WHY - their relationship to the | WHAT - will they be responsible
be involved? change for
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