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~
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-

~— - ' . .
This Special Study Institute was part of Iowa's State Plan.for, the

- . R

~utilization-of.funds allocated to Iowa and authorized by Public Law 9l~230,

Edycation of Handicapped Act, Part D (Preparation of Personqel in the
) Education of the Handicapped) This state program is adminfitered by the
\ ) v ]
Division of Special Educatién, Pupil Personnel Services Branch, Iowa-State

. Ve

S * Department of Public Instruction,. L

. - «
- ¢ 4 o AR b

_This document has been prepared, in response to the high degree of: "

and-CGuriiculum Modiflcation for_ the Mentally Retarded " Although the
. N €'

. Institute was designed to meet the needs of personnel serving the mentally

. - retarded, the materialquan be easily adapted to serve educators not

A -

o directly,serviqglthe handicapped. . t )

' . ’ : ) ¢
The materials have, been compiled, edit2d and summarized to maximize
! 1Y
. their utilization. In addition, it is suggested that the readet contact an
.. institute partiCipant (see ApPendix B) in his geographic area regard*ng

questions; comments and the éffectiveness of speCific ideas,

. °
» . ‘
. v ' ¥ ¢ )
-7‘ ’ i )
X i . . . . Peter A, Malmberg v
Cer . ey 2 . o ‘
’ .« . Raymond.- E, Morley .
v v )
L] . < ( ¢ !
. ) . .
* . » ]
(-
. vii . )

‘interest among educators in Iowa concerning the topic, "Vocational Evaluation

4
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- as a surplus populatlon.

-t
.

. ' 7 L 3
- : . f -
P ADULT NEEDS OF THE EDUCABLE © . A "
o Sl . MENTALLY RETARDED . - o
\ - .
- d Q . T '; ; ‘ M
: . -Raymond-E, Morley -~~~ B /
‘ . -Consultant, Secondary Programs- =~ el vl
Special Needs Section Far T ) .
) “Iowa Department of Public ‘Instpuction” T e o,
. S S - ' ’
. . . X . ) s .
The needs of Educable Mental Retardates (EMR'S) as they relate to .

4
In myZnind, they can be classified into “two btoad

ehployment are manyfold.

. .
¥ - - . Ve

categqries.— ‘direct and indirectvneeds; Direqt needs refer to speC1f1c
) charaetenistics of the EMﬁ, i.e., his or her habits,. att1tud S, behaV1or, . -
. ‘ [N 1]
speed deXterity, etc, Indlrect needs refer to SpelelC se v1ces prOV1ded . —

-

the EMR. to expedlate his or her adJustment to employment, 1.e., educationdl- X
, .

/ .
programs, wcgk experlence, medical serV1qes, social sevv1ces, etc.

-

There is no doubt that iﬁd;rect needs are shared by both ‘the EMR and ,

.-
-

P
his helpers; professional and nén—professrgnal.-oghey are shared because

indirect needs arise from direct needs and therefore, affect more than the

: : . . / =
. . A7 . el .
i.e.,.they especially cause.problems for other individuals who

. 7
, ~ . \
A\] » \

are determined to help, = . / oo . : .

L] - -

U
individual,

[ 4 - ‘ . .
In this situatién, I have chosen, to concentrate upon some indiretct needs A

that I feel ate paramoqpt; needs thqt are shared by”both'the,EMR and his :
’ / . \

work experience coordinator and/orfclassroom teacher. I thlnk the k1nd of
. 3 2

services we have offered the EMR to-become occupatlonally adJusted have both

~ . 4 < . »
satisfied needs and/hncovered needs which still have to be satisfied. .
‘ ; ' [} N [}

I. THLRE IS A NEED TO BEGIN PO CHANGE OUR POSITION IN ’, ‘ !
°TRACKING ALL EMR's INTO LOW, LEVEL OCCUPATIONS. k' 3\

Farber (1968) has indicated that the EMR populatlon can be identified
This phenomenoh is based Gpon the\zhternal .

3¢ L}

- - Lo




ocietal views J.S communlcatlon.

-

_...—4—“““

If we take a cldse look at how the EMR is belngfsold to employers,

R g~ »—"‘"'-
o B - 4

me can see why the general public wo ld~v1ew—the ‘EMR as a surplus pop-

-

ulatlon ~-an econdmlsal, organlzatlonal surplus§7 Not only do the maJor1ty

.‘-f’jﬂ“ .
of EMR's:Some/ffom/low income famllles, but we promote the plaC1ng of
. L) - - .

- /
EMR's “in octupatlons which. will lock them ,into a low intome brac ety

e

. . e

EMR s are,belng placed into unskilled’ and sem1 skllled JObS' JObS WHich ?

o

% .
are low paylng (Kokaska l97l) Thrs 1dent1f1cat10n and placement appears -

v
-

to be unJust ‘to some extent.

l

Some\research suggests that we could be ' m1551ng the boat" with our

present pollcy of ‘placement. Brolin (l97l) feels the following conclus1odé :

.

can be drawn from the literature: (1) that the retarded have untapped

petential. for ach1§:i?g;h1gh levels of personal social, and vocatlonal

s
v
.

. functioning .than they are presently achieving; (2)—thaty, given’ tﬂg
s . <. ‘ )
opportunity and better training programs, the retardedalnd1v1dual can,
» " . ) . ‘. . ; ) ©
reach an increasingly higher level of performance than was earlier thought,

@:attainable; (3) that what has limited the performance of many retarded

persons, is not the1r 1ntellectual 1nab111ty, butfﬁ?ther a lack of

appropr1ate opportun1t1es' and (4) that appropr1ate training technlques

and the 1dent1float10n of jobs whlch the retarded can perform are the key

A
.

to their being able to compete effectively in 'the job~market.
There have been,seyeral'studies of employer attitudes toyard.the
employment of the EMR (Coheg 1963), (Hartlage 1965y, (Phelps 1965). A"

study oonducted by Bolonovich (1968) suggested the following:

(L) A large majority of employers (at least three-fodrths) do not

7

‘\haue‘pgr§onal experfence with employment of retardates or knowledge of
- -~ X . ¥

AN




- other employers' experierf€es, In addition, most employers have not had
a ) ® AN ‘!.
- «contact with rehabilitation agencies serylngAretardates; or knowledge .of.

o \ . . RS . ) . .
the pre-employment /training wotk they do.

-0 —
]

\

w

toward retardates dlffer from those with less favorable att1tudes in that

L4
/ .

they, (a) have,greater experience-as employers of retardates, (b) know of

+
~—

others ‘who have had such experience, and (c).have had more’contact with -

rehabnlltatlon work., . '_ - ’ ; v 5
» ERRAN
/(3) Att1tudes toward retardates are more favorablp among personnel

-~

. workers in larger organlzatlons thén among a more .general sampling.of

. /] ’
managets-
. .

(4) Employers with lower attitudes also 5end to have thore rigid ..

standards of employment. However, a large proportion of employers see the
K4 hd x

desirability of waving educational standards for those who can demonstrate
. M ]

- L

ability in lower skilleg occupations, ‘ . LI

QS)'Employers' evaluation of relative strengths and weaknésses of

retardates correspond pretty much to generally stated professional opinion.
A - s ) .

» : . “u‘
Principal factors they see are that the retardates are more res%lient to
4 s, ’ ’ »

ménotonous or unpleasant .assignments and are satisfied more readily in
R . - .

L]
‘e

their work. They see r:?%rdates as being successful mainly in jobs as -

éeneral laborers, porte s, maids, janitors, and in generally unskilled

o

.

oecupations, 'They do not see retardates as succeeding in clerical, retail

. »

sales, or semi-skilled work.

(6) Although employers appreciate the need for employment of retardates,

‘ v

and*many feel that they have JObS retardates can flll, they are not eager to

get involved in such employment They do not express a strong desire for
‘ ,’/' L - D . . ’
contact by rehabilitatign workers and are ssomewhat apprehensive about
. » 7 *

involvement with them. ‘ N

P S
(2) On the other hand, the employers w1th most favorable att1tudes .

L) X -‘"‘




N ;i "
A .

(7) Employers are realistic about tne economic value to their companzes ) L

2 e .
. sy L N

o @f hiring retardates and about their comparabzllty with normal employees. | - -
i ; 4
Many see them as a good labqr source only ‘in agtzght labor situation. / o !
- ., .

.0 ’ ' . . . i ®
. .. (8) Employers are somewhat uncertain about insurante probléms connected -
s . ’ ; \ 4 T 4 . . N - 3
. - s . L

"+ with hiring retardates, . et
e ) 7 i - M ' . o * . -

-
-

These ooserVat;ons point up that there is,E~needffor,employer exposuré ° v

N

;e . to the capabil&ties and actual performance of &etardates, that there is a

-

_need to educate supervisors of the: special needs of retardates, and that

there is some significance to.the'pre-employmEnt preparation needed by the

EMR to become acceptable candidates'for successful employment:— /. ) ‘
~ . L e — - ! “a . . . . . B
£ - " It appears at thzs stage of the,game that we should concentrate ‘on ¢ ¢
. f . ' N,
- . “ ) . .
creating a real1st1c but mo{e opportune awareness of the traznabflzty and . .
¢ . - / -
' employabzlltx ofsthe EMR: o "xiigﬁ T .
. II, THERE IS A NEED FOR WORK EXPERIENCE COORDINATORS T N B @ ‘
. . ORGANIZE THEMSELVES WITH RESPECT TO HELPING EMR' . e -
- ? BECOME OCCUPATIONALLY ORIENTED, '

] N *
-
. >

. A study by ﬁorley (1970) indicated that the problems EMR'S experience
1 4 b N . = ) - R i

- can be due to the procedures of ‘operation of a work experience cédidinator.‘
v L ! : e

Var1at10ns in procedures of operatlon of a program were found to be most -

_prom1nent between coord1nators in: (a) conductzng JOb analys1s, (B) con- .

- -
- - -

tacting employers, (c) evaluating students, (d) coordinating public
relations, and (e)'Upgradiné themselves and their.programs. ,Data collected = *

.

by means of a questionnaire indicated that:
. . /,-——‘_'-

N
-

LN

(1) Nearly 50% of the responses supported that teacher-coordindtors
&+

N did no qomplete JOb analyszs before placing students on jobs or closely -

L [ e )

f - . .
COMPATE Student ability to job-areass . = e R - A
* i . . .

. L4 " ‘

| ¢2) Nearly 40% of the respinses indicated that coordinators‘do'not
?; . . i ) L N t ., M . v
have an organized approach in'contacting employers_about hiring the EMR,
<. ¥ ’ '




. . *s
IN . ~ t‘

(3) Over 507 of the responses su forted that teacher-coordinators

I
%

e1ther speak.occaslonally or not at’all to. communlty organlzatlons,about
Ed - « Ay N

“the program they coordinate. ; K - ;

¢ Fid

1Y 4

L} .’ -

elther occa51onally or seldom speak of. new developmentsawhlch could be

o (4) Over 50% of the- responses suppor'ted that teacher- coo7d1nators s

oo utlllzed to" stfengthen their eX1st1ng programs. L
', (5) 50% of Ehe responses supported that full time coord1nators did
9’ ~

little job V1s1tat10n or v1s1ted JOb 51tes without the use of anx type of

-
.

- . evaluation format.that supervisors could use.’

P R PN . ¢ " » ., - v

4

ahd other profeSsLOnaIs; Their approach dlffers ma1nly with respect to

-
- . .-,, ‘?

‘procedural operation.- Much of the difference lies in var1ed training,

. - .« . . . “ <.

1nformat10n sdurces, and att1tude “toward 1nvolv1ng oneself with persons in

.
-

. '\' -
the communlty and other professionals 1n‘educetlon.
\ g A

- « > - v -‘
; P s ¢ . : .
- potential for gatisfactory vocational and social stment., His conclusionst
N r o e

fere that the EMR cpntinued to fail beca

. o ‘ . ST . .
". appropriate education, housipgjevaluation, training programs, parent:coun- .

seling, . f:i:i:fﬁ;énd/'he like. = J- ;: RN ) E
‘ //;Ehe studiés and others (McAlées 1968), (Bradshaw 1968), and (Gottwnrd

//f/’67) do indicate some need for further organlzatron to upgrade our serv1ces.

4

-
"

It appears that the ré§pon51b111ty ligs.with work.experience coordinators.

e '\nghis stuay suggests that coordinators working under similar program
.'_ i * . ) ‘1- o / . /. . " .
structures differ in, their approach toward'working with students, employers,
\ . v 3 ” i
L4 - T

.

. A breakdown in - Serv1ces is- also ind;cated in a study~9y Brolln (1969). '
"In a followup of\post-school retardates he found that 80% .of th MR's have . LT

e of a lack of public understanding, -

g

-

s - "'{ . . : . ’
-~ -7 III. THERE IS A NEED TO BEGIN TO SEQUENLE CAREER EDUCATION — 7 o
. . INTO THE~FULL TWELVE YEARS OR MORE A SRECIAL EDUCATION j
STUDENT WILL SPEND IN ELEMENTARY AND SECONDARY EDUCATION, .
s . LA . 'Fﬂ p
LN




o d . . ) . X . .
™~ 7 . ¥ ¢ ! ~ & .

4 . ) .\
The national surge to date is to 'careerize" education for all students - L ‘

FR- w
Y

not just for a select‘few. Special zducators havesu$Sed.the last 4 years of

-
secondafy education for a long time to orient youth to the‘world of work, We .
rcannot fall behind the main reawakening }n the educational world - "that - y
N I\ . . « A
ve - ( .

career education must begin.in the elementary grades,"

= -
-
-

: .MaJor theoiies and research studies are supporting the fact that we .
should begin early to orient youth to® the world of work Super, (1963) has

e
identified the 'growth stage" (birthﬁﬁbrough 13) thr6ugh which self- concept

‘1s developed He is. supported by Gunn (1964) and Simons (1963) who have . o

found thaﬁ By the fourth grade children are beginning to have perceptions of .

- a0 .

occupational prestige S1mila§bto those of adults. Furthermore, De Fluex

+

(1960) indicates that 4th grade children have internalized the idea that

-~
¥

¢ [
specific and complex skills are involved in many occupationss;
: O : -
i N\ ’

Other authorities have attegted to the importance of the .early school ,

4

’

years in vocational development (E%tch and Costar l96l), (Rosecrance and . .,

Hayden 1960), (HaVighurst 1953), (Hoppock 1967), (Borow 1964) This -

emphasis is not new. It is, however;Tjust becoming strongly activated» < .
- ) : ' ‘ : - kd . “ Vé -
. If special, educators hold. true to,their philo of educating . )
students to facilitate community_adjustment, then they should not fall - .

* behind in this trend. The sequencipig of curriculum from, elementaty thfbugf)k;\

‘ - . .

R
=2 L

secondary emphasizing carcer education should not be neglected;

IV. 1IN'CONJUNCTION WITH NEED, III, THERE IS A NEED FOR
: .ELEMENMARY AND. SECONLARY TEACHERS‘OF EMR's TO BEGIN

TO SHARE 'THEIR DOMAINS WITH THE' STEACHERS IN THE ., ¢
a ..~ REGULAR SCHOOL PROGRAMS, 1IN THIS INSTANCE, THEY )
+  SHOULD BE SHARING EFFORTS TO DEVELOP CAREER EDUCATION.

A recent conferénce held in Missouri on categorical and non-categorical

aid disclosed the viewpoints of many special education leaders across the v,




o S s L . 3

\ , . Lo ;. e

\ ) . .

R

country. Strong:support was mustered for special education to move into

-
- .y .

the mainstream of general .education, Not only was there support for this
P H \ .

- ‘ B v”. .. <,
. . movement, but models wer4 presented to actualize a special education-
N ¢ ,

4

. “regular education joining (Meyen:i§7l); . . N |

Since career education will be ‘the ‘main.frend in education for

¢
.

tomorrow, it could be a major vehicle td move special educat}on and
, . . . .

«?

@ -

regular edd%aiion closer taizther«,‘The kindkof.information and training *

we now offer’{pecial studen _could be offered regular students as well.

Likewise? vocational educators have something to contribute to special

-

’ education. Most research studies and material development in career
+* . , . . N ’ = A .
education is being completed with regular students. Work experience

. coordinators need to reach out and begin to ask for information in this

.
o .
N

area. . . . .

I think if spécial education personnel begin to ask for some help and

%

. "”aid that barriers wilf be broken and information will begin to be shared.

4

* .
. . —

b . s , V. THERE Es K NEED“ FOR THE SPECIAL EDUCATION TEACHER -
* L _ TO BECOME AWARE-OF VOCATIONAL ASSESSMENT AND HOW IT s
. _ CAN .BE{USED TO DIRECT EDUCATION AND TRAINING. o

¥
LN " ~ 4
A Some research on psychological evaluation has indicated that teachers
. 'i‘ » . , B v, - .. i . i
- and other p;ofessionals misuse information or let it falsely direct

- ’
-

,(Rogenthal and Jacobson 1968), (Beez 1968, (Sarason 1969). °

‘ . endeavors
Lo . Rosejthal and Jacobson (1968) gave all the «children in one Elemeqtary

v

school a test which they indicated to teachers was a measure of children's _

.

readiness \ko show an inte}l'ectuai growth spurt. The investigators later

gave each teacher’a list of those in her class who were supposed to show
& . hd B

such spurtsi Unknown to qhe.hgacﬁérs, the names had been.drawn at random.

o .
x * £

That is, the Fxperimenters chose about"twenty per cenqtbf,the childrer's

L3 -
i . * 3
N

-
.

< *
L gk
ERIC * L1 T
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. b ‘ ~.
~ .

N < . . .
. names ‘''out of a hat" from a list of all the children in the class and
. s . o , .

“ arbitrarily desighated these as' the "potential bloomers.' = -
. ! . .. - . [
Later in th¢ school year, the investigators returned to give the” .~ 1’ -
~ . / » ” “

L “ —
children the same test again. The test was §ctuall a group intelieggnce
A , - ,,"\ , / »

R - — X . . )
.test with which ghe teachers were not familiar., “The authors repor;ed " .

that the experimental child¥en, i.e??fihé—ﬁ&éalgéed "bloomers," gafﬁgd ~ T

/ Lo,

significantly more in inge}ligence than/ike control children., The -~

prophecy, they claimed, was fulfilled. / i e

<

" Beez (1968) carried out an investi%atién of this kind of phenomenon

.
3

in a controlled teaching situation, Each of sixty summer school graduate

. . / 4 . ‘ o i T
students was asked to tutor a five-year-old headstart child for half an g
. \ J,
et 2 -

hour, The first task consisted of teaching the child the recognition of a

.
~— . -

.as many words or signs (e.g., "stop," "

men'") as possible in ten .minutes.

Each tutor was shown a realistic looking but actually contrived psycho- T

. )6§;;al report on his child., Half of these reports indicated that th

3

child had low potential for school learning, the other half that he Had : ’ .

high, The~ieports were assigned at random to both tutors and pupils. e —

The group of tutors who received the "low" reports were comparable in
« 4 - . h ! /

-

terms of teaching exgerience and educational baékgroupd‘io those receiving ‘ .

o - - |

the positively biased reports. thilarly, the, group of pupils on whom ' -,

1 . - / .
the negative biased reports were made were comparable. in terms of age and
v"”"? . . . . )
vocabulary level to-the group on whom "high" réports were made. Tutors -

' . s
, >
- .
.

breséﬁted more words for their pupils to learn; out of a possiBlé;twénty :
] . . . - .

who were given reports which indicated a high ?xpecténcy for their~pupils . .

. . T ¢
" - . . .
words they presented ,an average of about ten, jwhereas for tutors.with . o,

- - - -

7 * A . : ¢ . .
reports indicating a low expectancy for their /pupils the average was <,
- . . L v %,
about five words presented. The learning achgevement of the pupils . v

[ . ' . :

- 2
. 3

/
N o
|
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-

result'ofkteacher behavior and not pupil competence. Observations

‘Ghiselli and Brown (1951) feviewed studies that reported relationships s

reflected the tutors' expectancy with the "high" group averaging about -
gh'" group averaging

"
-

+ six words learned to three for the '"low.'" Few "low" tutors and pupils

-

" performed as well as "high" tutors and pupils. In short, what the teacher
p

believed as a consequence of the prior report influenced the_number of

words learned by pupils. Pupil response thus supported the teacher's

‘

initial belief about the pupil, though %p reality it was directly a

-

[
4 -
P K .

showed that fewer words were preserited and learned when the teacher's

-

»

expectancy of pupil ability was low, because the teachers spent more

time explaining and repeating words.

3

Blackman (1967) has indicated that general IQ tests, with their

LER VS

emphaSis on scholastic skill, may - leave untapped other kinds of ability .
which may be of great importance in working‘With the less intelligent. -
between aptitude tests and some measure ofﬂt;ainability. Their over-all‘

-

impress10n was that.trainability cannot be well predicted by tests of .this

t—

3 l N N

» sort, This is-because’ the tests do not measure .the types of abilities

~
y -

required in training for specific jobs.~ Barredt, Relos, and Eisele,(l965)

4

‘have found that IQ does not distingUish between successful and non-

\

successful~EMR's. ' ‘ . i >

Since IQ and aptitude tests are not good predictors of &écational

ability, a broader range of ability must be assedsed in order that major

variables that make for work success with the less 1ntelligent may be

detectqd¢ yaJor techniques reported in the'lfterature will be covered

4

in- this wo;kahop. They are: ()) standardized: testing, (2) work sample,
- . . \

’

(3) jéb‘analysis, and (d) work adjustment. . . . "

k3

syt




It seems reasonable to believe that our zbility to help EMR's develop

their vocational potential will.be optimized by becoming aware of techniques
which will allow the determingtioh of skills related to vocational develop- v

ment or upgrading. . Hopefully, our approach during the next few days will

modify current pfdctices of making Vocational training and placement

decisions for EMR workers on little more information than an IQ or stereo-

+

types held by coordinators, parents, emblbyers, or counselors. It is
- &

i ; ' ” . . .
gnticipated that an organized approath to evaluation and training\that v ¢

attempts to match a person's skilts,with the specific skill requirements -
of a particular task will do morg, to: (a) integrate the EMR inéo higher . <

< .- ) ‘ o .
ot levels of employment, .(b) help organize procedure# practiged by coordinators,

» t

(c) help solidify curricular. practices, and (d) help develop common grounds

-

for communicdation with other educationai personnel.. B p

"y .

- [

" REFERENCES

»
.

"Barrett, A.,, Relos, R. and Eisele, J. Vocational successoand attitudes =
of mentally retarded toward work and money. American Journal of
v Mental Deficiency, July, 1965, 70, 102-107. ’ '\ ‘ } .

[N . Y-

Beez, Ww.V, ,Influence of b1ased psycholog1cal *eports on teachfr behé ior ’ .
and pupil performance. Proceedlngs of the 75th APA’ Annual Convention - <
Washington, D,C,, 1968, -605-606., . . N DA

.
/ N

,Blackman, L.S. and Siperstein, G. Job analysis-and the vocational eval- . ,
uation.of the mentally retarded. Rehabllltatlon thevature, April, T g

; 1968, 29, 1/'»105 . .-yl \_ - "

\ . N ;

. i . ) ,
Borow, H." Man.in. a world at work. Houghton Mifflin,'Bosﬁon, 1964, o
. { . . L
. Bolonovich, D.J. .Survey of employer experlence and opinions’ concernlng R
.  mentally retarded persons as employees. In Drought, N,E. The .
méntally retarded as, a manpower resource. Industrial tralnlng ) P -
: resources, St. Louis Jewish Employment and Vocational Serv1ce, 1969, QT Lt
e 11-12.

3 ) “« .



4 . .

Bradshaw, J‘Z. Communication problems in work study programs in,
) cooperative agreements between special education and rehabilitation
'services in the west. ERIC ED 025 864, 1968, 28 31.
Brolln, D. E. The 1mplementat10n of ommenuatlons from an evaluatlon -
| center for the mentally retarded and an- analysis of varlables related
} to client outcome. In Brolin, D. Preparing teachers of secondary
| level educable mentally retarded; proposal for a“new model, Project
i report no. 1, Dept. of Rehab. and Manpower Services, School of .

I

f Education, Stout State University, Menomenie, Wisconsin, 1971, 2.

Brélin, D$E: reparing teachers of .secondary level educable mentally
retarded; proposaI for a new model. Project report no. 1, Dept, of
. Rehab. and Manpower Services, School of Educatlon, Stout State
L Unlver51ty, Menomenle, Wlscon51n, 1971 1.

ohen, J.S.. Employer attitudés toward h1r1ng meﬁt&lly retarded indivtduals,

9 American Journal of Mental Def1c1encx, ‘1963, 67, 705-706.
De Fluer,, L.B. Asse551ng occupatlonal knowledge in young chlldren.
¢ Sociological Inquire, 1966, 36, 98- 115. . .

Farber, B. Mental retardation - its soc1al context and social consequences.

Houghton Mifflin Company, ‘New York, 1968. :
Validity of aptitude tests for predicting

Chiselli, E:E. .and Brown, C.W.
Personnel P§ychologx, 1951, 4, 243-260,

trainability of workers.

5

Gottwald, H.

Eactors affecting collaboratlon between. so?ool and vocational
rehab 11tat10n programs for the mentally retarded.

Mental Retardation,

1967, 5,7 20-22, s e . T
Gunn, B. Children's conceptlons of occupatlonal prestiege. Personnel and
Guldance Journal *1964, 42 558-563. - v L.
* Hatch, ’R N., and Costar, J.W. Gu1dance services in the elementary school.

In Brown, D., °A career development guide for West Virginia teachers.

Dept. of Counsellng and Guidance, West Virginia Unlver51ty, Morgantown,

West V1rg1n1a. L . L, .

Hartlage,,i.c._ Factors, affecting employer recéptivity toward the mentally
retarded: American Johrnal of Mentai Def1c1enog, 1965, 70 108-113., -

Havighurst, R:J. Human Development and Educatlona
Company, 1953,

Longmans, “Green and

+

Occgpational Information: ‘whére to get it and how to use it )

. Hoppot€k, R,
McGraw-Hill, New York, 1957, .

in counseling and teaching.

'Kokaska, C.J. - The need for economic security.for the mentally retarded. . In
- Brolin, ‘D.._ Preparing teachers of secondary level educable mentally
retarded; proposal for a newsmodel, Project report no. 1, Dept. of

Rehab. and Manpower Sexvices, School of Education, Stout State Univer51ty,

Menomenie, Wisconsin, 1971 18 21. .

- " .

L]




[ -

~ L el B i

McAlees, D, Conference Summary, in cooperative agreements between special . .
education and rehabilitation serv1ces in the west. ERIC, ED 025 864, .
1968, 28-31, ) )

Y

Meyen,"E, - PrOCeedings: The Misseuri conference on the categorical and non-
- categorical,issqe in special education, Project No. 35-1007, USOE, .
\ Univérsity of Miésouri-Columbia,% 1971, .
. , ¢ /
Morley, R.E. Analysis of the Mlssourr cooperative school work progrars,
1970 25-40, . ) o \
. « .
Phelps, W.R. Attitudes related to the employment of the mentally retarded.
Amerlcan Journal of Mental Deficiency, 1965, 69, 575-585. ;

Rosecrance, F.C. and. Hayden, V.D. School guidance and personnel servxces.
. Allyn and Bacon, Inc., Boston, 1960. .

-

Rosenfhal R. and Jacobson, L. ngmallon in the ClassToom. .Hélt, Rinehart, »
and Winston, New York, 1968. ‘ . : - ' .y

N v

$arason, S.B. ngchologlcal problems in mental deficiency. Hafper and Row, L
New York, 1968, 18-35. R ¢ o v oo

Simons, D.D. Chlldren S ranklngs of occupational prestlege. Personnel
and Gu1dance Journal, 1963, 41, 332- 336 -

J

Super, 8. E. A theory of vocatlonal development. American Esychologiét,
-1953, 8, 189-190.. ¥

e .




v ¢ & V
EVALUATING THE ‘VOCATIONAL POTENTIAL L o
e . . . . OF THE EDUCABLE MENTALLY RETARDED ‘ T
. .. , . ‘ . i . . ,
< ’ Donn Brolin, Ph.D. . . '

Associate Professor and Special Education' Project Director
+ University of Wiscofisin - Stout

. Menomonie, Wisconsin ’ ' )
] [ ’ K\\1 b .
< . .

' It is a fact that the vast majority of persons we have yébeled‘as !

educable mentally retarded (EMR) could achieve<higherfjezelg,gfayerESEET:f”»

. . A P el . -
social, and vocational functioning if thex/hadfbetter education, tra1n1ng,

. . o . 1 ’ 4 «
) and vocational opportunities, UﬁfEEIzztz;I_} -too manx,retarded‘persons . PR
- ‘ oontinﬁezto fail‘beeause of the' lack of public understanding, appropriate
% S C T R : e
T education, housing, evaluation and ‘training programs, parent counseling, « &
5 o e

5 -

_ and:follow-upﬁ, ﬁe;ondery education should and can be providinglprpgrams'
Y’ . ’ . ' . ) N .
to eliminate most of these failures. This paper will focus on the need fo¥" .
. ’ ! e paper w .
-7 . and admiristration of aﬂdynamic, well-conceived vocafional~evaluation pto~ ° Y

* &

, .' gram as an 1ntegral part of secondary educatlon for the EMR.
" . ‘ .o
It is no secret ‘that speC1al educatlon, as now practlced 1s being )

* S dp » .
e L. 1 N <

v}

:.".' . ‘nlatantly criticigedi *There are thqse who feel,?hat.§pecial education, at,
. least at the secondary iével; is no% adequately meeting the needs of its
Te - . : . ' I - ‘ ‘ o
students.'.wriéers ;uch'as/Gordstein (1969) belie}e ihere is oo mhch'
emphasis gn academic 1nstruction andstoe 11ttle on the developmrnt d%

socio-occupational competenee. Slmllar criticiéms recur, even though the * - ~ -

. ‘ nrlmary speC1al education innovation at the secondary level during the: )
,past decade has been ‘the 1ncorporat10n of work experience in the high
et school currlcdlnm. These work—study‘programs brought about the earlier . N
" . 'involvement of the rehaﬁtlitapion agency Bﬁt ha;eXiimitations as pginted
P . 3o

f<<:::”.6ut by Hammerlynck and- Espeseth (1969), . .o '

-1 .




Consedquently,\ prqgrams 6f Servicel to thé rétﬁ?dEE"have.suffered'
‘because of the inadequate communication between the two special-
ists. This leyel of communication has caused sporadic seryitces,
and, consequéntly, inadequate continuity of service to the men-
tally retarded. as they progressed through the work experience
program toward ﬁndependent adult status (p. 49)

The work experience programs havé alfo 1nvolved two other types of

agencies--the employment service and sheltered workshops. The employ-
nent service has been.sikgled-ogt as one of the crucial agencies in.
rehabilitating the mentally retarded. However, a recent study by, Smith

-

(1979) found that Colorado State Employment Service'counselors did not

) \
v LN . \ . a . .
feel it was their responSibility to- find employment for ::f/TfEEQL‘
B . BN b o~ : .
“tarded and'were not‘knowledgeahle about mental retardati . Thirty-
often did not have any

4 ’ 4

working relationship with speciallclass/ rograms for the EMR, Sheltered

, workshops have provided vocationak“@valuation, training, and ’placement
- M . * .

.of many EMR students, relieving participating schools of vocational edu-
cation responsibilities. But there are limitations. Of ten the workshop
staff is not as well-trained in mental retardation as the school per§onnel.

© Staff. menbers freqﬁently are not aware of the student s background, mor
have they had the opportunity to observe his functioning over a. long period

of time as have school personmel. Workshops often do not have enough

4+ 3 ' ’

_personnel to give the large number of clients they serve extensive in-
dividualized assistance. Finally, being work and‘productibn-oriented, the

workshops assume a client to have a certain ievel of vocational ma turity,

~

&

motivation, and experience which the 16, l7, or 18 yéar old EMR studént .

méx\not have attained. Often the special education student could benefit

more from a vocational evaluation‘program‘at~:he\§chool.

.
[ H "

It is my feeling, angd the feeling of others, that the school must

assume a larger responsibility for thecvocational development of its




* f’ .
H . s
3 3 Ld ¢ ’ -:\‘ \i
- |
stuagﬁts. If the job is done correctly, fewer EMR students will need/fﬁe ’.

-

services of sheltered workshops, DVR, and the employment service,and'these
* <

-

: agencies can concentrate on seriously vocationally handicapped persons,

Sénce most EMR students are not’siénificantly brain-damageg,bf btherwise'

ﬁnedically disabled, théy do hgvefm%ny posjtive-abiliqies/;hat can be

;;//,TQFOﬁyertedﬁto v;cational assets., Most do have'a,meiﬁu;ed iptélliggnce that L
reflects a problem-in learning abstract, v?rbal @é@erial suéh és that -

/
- ¢ ;

taught in school but this does not ﬁgan théy cannot learn to successfully

/
. .

"+ 1live and work in our society.,

Follow-up studiés have shown that Eﬂﬁ level students have much mére N

potential than we fréquently\assume./”Unfortunateiy, as §33ﬁtedﬂépi by

Kokaska'(19?0)}‘there is stili a téndqncy‘to placé the mentally retarded: .

N .
v N\ . Lo . : . .
.in routine, repetitive, simple, and low-paying jobs when many could work . *

<

.sdccessfuliy in more highly--skilled andehiéhly-paid oécupations. Studies

such as the one of the U,S, Cibil'Service (Oswald, ‘1968) have clearly
~ }_':rl‘ /! )

depicted. the EMR's higher potentials on the occupational ladder.~

, - . B } ' : \ . . L,
Up to this point, the extent and quality of vocational programming . ~“-..

for EMRs in the schools have depended upon the teacher's inclination,

.

ingenuitx,_ﬁraining; vocational experience, etc, Despite their lack of
college preparation in the vocational area, some teachers haveé developed “

very good vocational programs. OtHer programs are "watered down" with

-

students placéd on jobs in the community with the hope that some vocational

skills and interests will develop, One of the major problems that occur

when DVR is involved is that:thg.counselor of ten~does fot have enédgh

.

time .to-really get to know the students because of his large caséload., It

is the special education teacher who most often is responsible for the

vocational development. of the student, ,

- ¢
. . \
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The validity of this statement was reflected in a retent study we
N ' - ¥ 2

. -

conducted at the University of Wisconsin (Stout) of seconaary special . . ’,

' education teachers of the EMR, Thirty-one majof competencies needed - .
. > ~ . ..

» ..

by teachers of secondary EMR were identified. These wgfe categorized

—
[

- s ) _ . /e et -

into four curricular areas: academigc, psyco-social, a%;1V1t1es of -
daily living, and vocational. A questionnaire was sent to all secondary

. f "

-~

EMR teachers in Wisconsin asking them to rate the\i&portance of these

-

competencies. Sevén of the 3l.competencies were given the highest rating . .
g | ; o - . .
of "Very Important' and of these, five were vocational competencies. ’ A -

Compétencies in providing vocational evaluition, work adjustment, job .

seeking skills, job tryouts, and placement were deemed ''Very Important" ., ’ , ,
for the teacher to have. -Thus, we are now in the process of developing

e &- ' - «
a teacher training program and an in-service progfam that wilLlprovidé

prospective and practicing secondary teachers of the EMR with these

1
i 4 .

skills and knowledges. This workshop then is'right'in tune withr the .
) . -

needs of the times as we ‘see.its Let me briefly cover some points that

I-feel aré important in the .vocational evaluation, training, and place~ ’ .

. »ment of EMR students. More depth will be foréhcoming duriﬁg_éubgéquént'> Q:“

*sessions of vthe workshop.’ ' . . ;
A X ‘

- B . -

Vocational Evaluation . - . ’ ' ;

¢ , ,
, N .. \ ) . 3
v

. . . . «

Many terms have been used interchangeably when talking about5eval—

uating a client's vocational botential isee,” névocational evaluation
1 g A : ) s P ’ ,
N . k)

» work evaluation, rehabiLitation'eyalqatiOn, and vocational évaluaticn.

Usually, vocational evaluation and work adjustmeﬁt are defined as separr

‘.
atg'components of the rehabilitation process, However, inethe’ case of
. the mentally retarded,'and perhaps of other less experienced individuals, -
a B B . )
‘ s - // ; . . L ’

»* / i R .
3 . ‘
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I propose that vocational evaluation nust inélude work adjustment aspects

before any réal concrete statements can be made about the individual's .o

. . > i

vocational pétentiai. _Thus, 1 se¢ -vocational .evaluation as consisting of

1 4 ’ ~
.

the following components: . e - . ' . \
7 . / - o .
i. . h /' ) ' ) ':y,ﬂ“"‘;
: : N IR . A . ’
Vocational Evaluation Lt
.. St -7 o -
- : ¥ L N S
19 ’_ s 2. . ‘3.‘ . 4. i < 1 o . ‘
Clini7a1 assessment Work evaluation Work adjustment On-the-job.{ :
, e tryout |
i - + . s
lﬁ Clinical assessment. This dssessment consists of four types: (/

‘ - 4 . ‘.Y . N
medicaLe social; edutational, and psychological. Medical evaluation con-

\ N '

sists of the following assessments: physical gapéqity, general héaltﬁ,

~

brain-damage,‘vision, hearing, speech, perceptual;motor fynctioning, co-
ordination; dexterity, -and any suspected or evident anomalies precluding .
oppimal'health and physical functioning. Besides pointing_out limitations . N

to voc%tiongl functﬁpning, ifdications should be made whgthér treatment can

D
7

modify or femeay some or all oftthgm. After the medical assggsments and

, - - * )
treatments, the status of the studert can bé ascertained by listing assets .

]

and limitations as they pertain to vocatipnél planﬁiﬁé. -Social Evaluation

is extremely important to one's vocational success. The parents are very " . .

o

significan® in the success or failure of the retardate. A study I conducted

a few yearg ago (Brolin, 1969) found ‘the parents most significant to the

-

retardate'sleven;uél vocational outcome. . The retardate's social skilis,

N . - ' * .
interpersonal relationships, care of his personal needs, and ability to . .-

4 v N
utilize leisure time must be evaluated. The lack of these skills, rather ot

than inabiligy;{o do the job, is the major reason for loss of emplpyment.

.

f
I
!
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‘Educational evaluation is important as these skills relate to. jobs. Many
- — N . , ) M P

\

jobs do not requite a very high academic level but there is a certain,
T

levei needed to caré for one' s everyday affairs. 'Addltlonally, higher
level jobs call for hlgher academic achievement. Educatlonal evaluatlon .
. ‘é‘

is right in the special education domain., Psycholdgical evaluation has

L e .

perhags been overplayed over the years,> as we have ‘hoped that the psy-

-

chologist could answer questions on voéational potentiai'which ﬁere :
beyond his expertise, 1IQ scores per‘se are reaily insignificant .as far
L } .
as prognosticating the vocatlonal potent1al of the EMR--studies have
.

shown this time and time~aga1n~— Where the psychologlst can be of value

N

is in ascertaining speciflc assets and limitations -that are significant
. r ¢ .
to evaluatlng vocatlonal potential; e.g., verbal skills, performance

N

'skills, special interests and-knowledges, etc, A,psychologist'also éaﬁ-j

] L

_contribute an assessment of personality, hopefully omitting meaningless

W~ .

"diagnostié labels. Thus, the psychologist eanxbe very valuable in pin-
) < \\y ' . hd - .
pointing irtellectual and perSonality strehgths and weaknesses for
eventual voeationallprogramming. . T, C.
K \

2, Work evaluation: Thi's assessment consists of the following:

(d) situational ass@ssment. .. ‘ S,
= S - ~ .
The importanée of the interviews should not pe underestimated.

»

Valuable information on interests, needs, knowledges, and personality
. .

can be gleaned.from-these interviews. Standardized testing is often‘

:finappropiiate for EMR students due to the verbal ability required or

inappropriate norm groups. While there have been attempts to develop -
) ' , ) B / L. .
less verbal measures such as the Vocational Interest Sophistication

* ‘ N » } .

"~
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. ‘ & 4 LI .
Assessment (VISA), the Geist Picture Interest Inventory, and’ the Joh

s ’
x \.‘,a

Preferen€e Record, thg;yalldaty of all of these‘measures is real}}

questlonéble. I do not feel -there really is any 1nterest test that/ \%
4

can be used Wlth any’ sense of confldence. The ‘Purdue Pegboard appears o -
. ;“,wﬂ‘to'be ?érhans‘the best. fine frnger dexterity'test to use. The GATBi /;ﬁ -

B ~.-shouiﬂ be used with cautidn despite a retent studf in:Minaesota l;' “ Coe
V V-Zﬁetguést,beWis, and éeiss; i§70)>tongluding that it is apprppriate;- '

“Work samples and job samples are becoming incréasingly important

. . . . o ~ 7 )

, components of the work evaluatien process. Work samples are simulated -
" ‘tasks ‘ot work activities but not replications 6f any actual jobs, A ) \
job sqmplézis a model or replication of a job or part of a job that °*

o ¢ -r?; ) .

exists in ihdustry. Work and job samples range from very *simple tq . .

»
S¥O

extremely complex operations., Some of their advantages are: (a) they . |

are more like dobs than tests, (b) they are more motivating, less anxiety-- .

”~

producings—and more appropriate for persons with cultural and language

disabilities,,ic) ‘they may sample the hctual operations of different jobs,
P . : .
and (d) employers are generally more receptive to clients who score well

on work or job samples, Some of the disadvantages are: (a) many clients

~

s ' may not take work samples they feel are related to jobs they do not like, " ’
(b) it is dlfficult for’any fac1lity to develop enough representative
job samples for all the major occupational families, (c) samples are : ‘

. “”expensife‘énd»tine consuming to develop, and (d) there is still much .
) ' . ' .5.‘ \sx“-,‘ ’ 3 v . ‘
- subjective evaluation in-—their utilization. The Dictionary of Occu- .
bational Titles (D.0.T.) is a valuable .asset. in conducting job analyses
. . , 4

o ‘ . '
.

- and develbping_ﬁork amd job samples., -

i

~Situational assessment is the typical technique useHiBy“she}teEEd

. workshops. and is also oriented toward simulating actual work“conditions. \:

~ : % M
- - “ N *‘\ N . N . e




¢

Instéad of focusing on specific'work skills, as in the work sample or’ -

&

job analysis approach, this technique is %gncerhed'with assessing general
- . - " . . - "
work habits aﬁd behaviors, The cllient generally works on sub-contracted . ] ek

‘production-assembly work which id fairly simple in naturées. Clients are e~
systematically observed and rated on their work personality and compared

> -

to those behav1ors deemed tecessary to secure’ employment. This approach

.is con31dered by many who utilize 1t as the most feasible approach.

23, Work adjustment. Th1s component is an.extremely 1mportant as~ _° ) -

» , - .

pect’ of the vocatlonal evaluatlon process, part1cu1arly for the EMR

¢ -0 4 ¢ R »*

student who |is generally 1nefper1enced and unmotivated for the world of : .

s IS
'work. During the in1t1al work evaluation perlodr,student def1c1enc1es ' ‘

X PSS . .
which may preclude successful “entry into the world of work are néted. ] .
. ' o . ,

An individual work adjustment program is planned for each” student which

will elimingte these:weakpessés. The work adjustment'program provides

,

ot

for the development of adequate physical tolerances, changing of work

behaviors, and the acquisition of new vocational related information and

experiences, . ) ‘ ! : ’

A simulated work ekperience setting providing work activities and
, 4 B

e

. emphasizing productivity is-one approach to work adjustment training, .

—-—

R . P~} . ~ .
Individual -and group counseling, although difficult to empirically .~ -

. .Prove, have beén shown to be effective.adjustment techniques. Behavior

<

modiffcation has been found to be perhaps the most effective technique

a8 .

’ % f
for use with retarded individuals. The operant conditjoning approach ’ 5

" fucuses ‘on reinforcement to control and shape.behaVior. The goal is ' , N

e « g

- to alter the cllent s enV1ronment so appropr1ate behavxors are learned

and maintained,and inadequate behavjors extinguished.~ After a period

<

“

. of work adjustment, a more realistic assessment can be made\regardin? ;L

] . .
s . ¢

[ R . ’
[ N

- » "

¢ &
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“and buéiness ‘people.

.
4 - a » - -
- . - -

the EMR student's vocational strengths, weaﬁnesses, and potentials,

~

4,

On-the-job tryouts provide the only truly realistic component
of the vocational evaluation process. I prefer to make OJT separate

. . .
from work evaluation because now thé student-client is facedgwith per-

. forming an actual job under the evaluation and supervision of industrial.’

Before placing the student on any -community job,

a complete job énalysis'éﬁoulg:gé made of the work to be gérformed.

Job analysis, to which this workshop will give considérable focusy

s ! . L : .

is becomipg much more recogniépd'as a valuabl: method .of ,evaluation, a

Job analysis ‘focuses on dgscriﬁing the work to be performed and on re-

-

L
A

quired characteristics of the worker.
The pepartment of Labor definition of job analysis isbthat it is R
"the process of determining, by observation, interview and study, the
'3 ) ) » ‘/’

significant worker activities and requirements and the technical and

environmental factors of a specific job, It is the identification of
. . - . , /
'the- tasks which comprise the  job and the skills, knowledge, abilities, and:

\ [}

fesgousxbil ties required of t?é;rorke} for successful job performance.,"

orker does, how he does it, why he does:

Job analy51s con51ders what the

\
_1t, and the skill involvéd in doing it. -

The job analyst can observe a new employee (or evaluee) right at the

work place and. give whatever training and instructicn

ijugging the person's’p tential for this type of work,

statéd that perhaps
. ; .
the work place itself,"

e

ghis experience, tﬁg:actual job tryout will be one of the best methods

(4

is needed before - -

Nef£- (1970) has
"the site of the vocational evaluapdr ought to be in

ProvideHAyogr retarded studénts are ready for.

< /

I .
of making any real predictions about the student's voéational potential,

*

L2

The job tryout is the last component of t

:
v n P
*

he‘vocational evalua;ion prpchSl“““““**“
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- it is extremely -important to be aware ¢of the followipg conclusions we

. can draw from résearch endeavors: . Y

of the learnlng of the mentally,retarded.« N ’ St :

*

o

. “w o N . -

If the evaluator.has.dome his job,

the experience and it should. be most appropriate,

L3

if the evaluation and work adjustment up to that point have.been ihsuf— o

s

f1c1ent because the on—the JOb tryout should rea&ly reflect the vocatlonal

-

capaclbles of the student.-

.

Some Considerations

> . ‘o

-~

In evaluating the vocational potepxial of " the mentally reta¥ded, -

3

= 4 . ¢

. L

-

1.

fic personallty character1st1cs.

the student should be, ready for

As a group, the retarded cannot be characterlzed by -any speci~-. . | -

Because of their defLC1ency, hoWever,

. > -

It could be devastating

. P 5

'
4 A . 2

w4
) 3

£
«

te

they are

are more

subJect to more stresses, confkléts, and frUstrations-and thus: Lo

. .
| . - : . Ca

‘with “the

apt to develop béhavioral disorders,

. . -

2. The learning of the ﬁehtally retarded-.is hdt»ConsistehtIy

- /' . ~ ..

inferior to that of "nofmaLs." The abll@ty to learn cannot be correlated

ablllty known as 1nte111gence. IQ is not an adequate predlctor

- . .
s A

3; The mentally retarded are capable of learn1ng more than we often — .

think--but often they perform poorly at f1rst. Thus, we - ‘must give them
. N .
more than .one tr1al on most evaluation measures to ascertain the1r learn~

ing potential.

. . .
- .
/ . . ° - . ’ , 4

4, Variables that .often affect‘the learning of the retarded include

,clarity of directions, significapce of materials-tasks, extént of early

-

experiences, .the method of uriginal learning, and'the-length'of“the"

.

retention interval, . .




”»

- training for ‘the m@ntally‘retarded, although they still can improve their ~

‘;how in the world this can a11 be done in a reasonable manner, It appears, .

" Florida. After f1ve years of research, they came out with the1r Vocatlonal

'variable»atudjed has usually been found to be a predictor at one time or

R C

-5, We must develop appropr1ate mot1Vat10nal procedures, tedch the co

tA
a

EMR to attend to stimuli (espec1a11y yerbal), and ‘use spaced rdther than

massed‘learning ‘techniques. , L B

.

,6. Perceptual motor learning may present the most appropriate
e v .. ' T o T ‘ . -
skills in other learning endeavors. . L . . K

, ~As secondary special education teachers whose responsibility 4t is to

diréct the vocationar evaluation of your students, you may be wondering -

-

z

"o A . £ . -

I'm sure, that you not only havé to be a teadher but a_social worker,

s s

psychologist, counselor, eValuatér,,placement speciaiist, etc,: This may
well be true, but someone‘haseto take this important role and it is going
to have to be you if the students are to be served'adequately.

. :To my knowlédge{ there is no one measure or comhination of measures ‘

that can, wit§ a high degree of accuracy, predict the-vocational potential .

of the mentally retarded, or any other.group of péople for that ‘matteri:” -, .
. 4 N . . ‘.

There has\Eeen\one Attempt by the MacDonald Trarnlng.Center in Tampa,,

>

v o/
Capac1ty Scale (VCS) in 1963-wh1ch~consisted of e1ght tests and ;atlng ’ v
e ——— ¥

\‘\
scales, There has been Just a 11tt1e research includ1ng i on the VCS.

)

and the conclusion is that it is useful, but far from a perfect pred1 tor.

Many studi have been conducted which attempted to determine what

varlables are most s1gn1f1cantly related to the soc1a1 and vocat10na1 ad- . e
) . .

justment of retarded'persons. The research has polnted out that every . L
1 g i : ) - . .

another.,” The type of statistics used- popu1ation sample, outcome criteria),

cont1ngency factors, and many other factors have contrlbuted to th1s -

l , *
5
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phenor.nenon.{ Ail said and done, ,ability to do-the job and get along with s

i : ) ) *
co-workers seem to: be irnportant variables, although "1Q, academtic levei,‘"‘r '
and such factors are. 1mportant for speclflc :’]ObS. The interactio; 'of ‘ ‘, :é ’
':cllent, famlly, communlty, and thelplng agency va“rlables .all seem to - ’ \ .

determine the retardate's work adjustment, o . O X
’ » "35 ’ . [
; , -
~ » l . - . 4 . .= I
) A Vocational Evaluation Medel -~ \ .
A K \/; _ ) . . R - o . . 4 ., . o
N s t N '.“ ’:.é? . ~ o B .

N How do* we mak( any sense out of the mass o,f data that xl’e co{lect 1 Y

on our cllents‘? Obv1ously we must have some systematlc framewo‘rk 10t ) ‘.
& L. A ‘

:; model under v:'zhich to operate; One that I would like 'to suggest fo‘r. ""\5«‘ ' :.
B y YOUE conS1derat10n 1s the Mlnnesota Theory of Work Ad_]ustment wh1ch 1s * \\»\ -
R ]
,,‘::‘oncernea with plac1ng the. 1nd1v1dual en an -appropriaté ‘,’job Under this ::‘1;*3,.‘ x .
theory, work adjustment depends on the correspondence between the . ‘ ’ " \.;’i ':
individual's work pers_onality,and the work ',environment. The ind1v1dua‘l' . .', ;'.,I *

A . > v
work personality consists of hii.s abilities and needs; ‘the work environ- .
‘ X

ment consists of the abilities required for satisfactdry work perf/iorm-
: : . \ . T

ance and the needs that are potentially satisfiableé by the reinforcer

-
L]

system of the job. -This canbe depicted as follows:!'

. .
’ - . . .
. © ] R ’
’ .
- - e = [ J

[y

Ab111t1es ——.—lfAbil-ity‘Requirem'entl',—‘ Satisfactoriness,j‘ o A
¢ . ' : . ’ . . )

Work Personality " Work Environment _ < v

( Indlvulual > W . Work Adjustmenf .
/! . .
. ro L. T " ] L ) S
\——-—. ~ [Reinforcer System | ——— Satisfdaction ——— ‘

-

, When the abllrtles of the 1nd1vxdual correqund to the abiLity require- '7 o .

ments, of the job, there is sat1sfactor1ness, when there is correspondence r

betweens,the individual's needs. and the. reinforcer system of the job,, there
* - « . . - - /e

is satisfaction, Thus, if thete is both satisfactofiness and satisfactiomn, : -

’




AN

there is work adjustment and stabiiity of tenure on the job,

possible measures of the various elements of the theory’

4.

*Abilities:

teésts, VCS, and the variousqclinical assessments.

-

Ability requirements'

&

-

-

*

-

-

.

What areée the

Work samples, srtuational‘assessment, on-the-Job
tryouts, GATB, Purdue Pegboard, and other vocational- aptitude -

-

o

the Mentally Retarded, Occupational AdJustment Patterns.

Needs:

.

Reinforcer System:

visits to job sites.

Occupational Reinforcér Patterns (ORPs),

Ll’,

Minnesota Importance Questionnaire (MIQ), rnterest
.inventories, personality measures, expressed needs, past
) h1story, etc,

.

-

DOT, Jobcana1y31s, Guide to Jobs for

¢

The Minnesota Theory of Work Adjustment provides a systematic\frame-'

work for operating a vocational evaluation and placementLprogram.

Cor

It

serves as a method for obtaining ‘information about work personalities,

k=4

abilities, needs, and work env1ronments in order to find the correspondence

‘A suctessful and effective vocational eval ation program can ‘be

P —

betWeen all these factors that W1ll lead to successful work adjustment.

‘designed within the school structure and be complemented b& Aan appropriate

a
.

AGolistein,

mentioned, you will be able to enhance the opportunit

-

retarded citizens. -

)

Brd in, D.E.

) “

“

~

community job-site expériences’
N ‘-, L4 »

1
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{ ' . JOB ANALYSIS - - ,
\ , THE KEY TO. EFFECTIVE JOB-AND-PEOPLE MATCHING
~ )

-~

I . George Lawry

-~ 0 Consultant Career Education pivision
Iowa Department of Public Instruction

’ . hd

‘/ A

_This discussion will center around the "What," ""How, "

‘job analysis, and will provide a background for'practicing basic analysis

and "why"wof

v

. skills, - , o,

»

S

- Before a mutually;understandable discussion can.-evolve, certain basic

definitions\mustgbe established, Since we're discussing }Gb analysis, let's
. T~ . .
define our subject, dob analysis is a systematic way of observing jobs,

r”
’

‘

determining the significant,Worké% requirements,.physical’demands and .

environmental conditions, and reporting this‘info;mation in a concise, usable

N ”~

» forxrmat., In the simplest terms; job analysis can be described.as "Watch" and

.

"Ask." Observe the worker at the work site, and ask questions about :any-’
[ ) b .

- .

thing that's not clear, .
. ~ A .

- Other related definitions which need, t6 be established at the outset

“ of our discussion include:

Job Task, (Job Duty) - unit of work act1v1ty, forming a significant
part of a job.

) »
Position - a, number of like tasks, requiring the services of one worker,

Job -~ & number of like positions, with an indicdtion of important
variables, usually refers to employment in one particular establishment.

& -
—

. Occupation - composite jobs, identifying common, requirements, within

.an industry or cross industry. T

To- illustrate - The occupation of typist encompasses many different

jobs involving typing at different establishments. Within one firm, we

may find many clerical Qositions, where workers’ perform typing tasks, in

- B . *_g .
Y

. -~

“ 3a




various departments and varied related assignments. _The depth of analys1s

-

performed depends upon the use to whicﬁ ‘the resulting information will be

>

put. Time and motion studies require in-depth task analysis. = Worker

evaluation is dependent upon position analysis, - Job placement and JOb

development act1v1t1es should be based primarily on job analys1s. The

development of occupational information, or any other broad based study,
7y -
would' be best served by an occupational‘analy51s, which would identify

. ~ - .

the commonalrties in Job requirements, but would.also point out the most
M, s -
significant variables. A o

~

Our d1scusszon1will be confined to job analysis; but the basic tech-
%

* niques would be applicable to any of the other investigative situations, -

-
-

" First, let's learn the Job Analysis Formula:

"What - the worker does (the worker actions); how he does
it (the machines, materials, equipment, work processes
involved) and why he does it (the obJé&tive or purpose

- for the -worker action) "o

Another more cqmprehen51ve-explanation of the Job Analysis Formula ex-

presses it as "What.the,worker does., What .gets done. The Machinery,

LN

Tools, Equipment Work Aids (MTEWA) and the Materials, Products, Subject

Matter, and Services (MPSMS) involved in the doing.
With our preliminary definitions out of the way, we can ‘turn directly
sto our subject of how to perform a job analysis. Many different techniques

for analyzing jobs exist. Thé methods I'll be describing’ are quite basic

+and easily learned. Elaboration tan be added as desired after practice,

Fd
-

Three basic ingredients of a joh analysis are:

(1) Identification (2) Work Per{ormed (3) Performance Requirements

4

»

Each of these factors w1ll be. briefly\discussed and explained. .

~ -

hd -
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IDENTIFICATION: The job'title(s), industry, firm name, and other* ow

_background data desired by .the analyst, Usually, the Dictionary,of‘Occﬁ-

pational Titled (DOT) is ‘the best source for a standardized job title, -

You will also want to enter the employer's job title (EJT),\té form a base

for mutual understanding, You may want to identify the type of establish-

ment, e.g., bank, service station, job printer, etc., in order to set up a

job development andbplaqement file by industry., The name of the firm, and -

possibly the identification of the individual'rigpoﬁsible-for hiring may
* also be‘helpful. (See Sample #1) ‘ ‘ .
WORK PERFORMED: This issthe "meat" of the job analysis, in terms of § :
J .

the importance of-the’'data. Thus, it deserves our h@jor emphasis and

- + M N -
attention, This is the section that brings the job analysis formula into !

N

play, and challenges you to develop and strengthen your abilities~t8

‘ . s . ./’
observe, to question, and to summarize the information you discover con-

c}sély and meaningfully.,
~ &

Y

. r / ¢ N
Information on job.requirements can be obtained in many ways., You may

read D6T definitions, study plant job descrgptiqqs, read job guides, job .
bfiefs, or other types-of -oécupational information., If you want to develop BN
- a job for X worker with Y embloyer, however, you need to know exactly what

A )

the job requi’xents and working conditions are at that specific job 'site.

The best source of job information is an on-~the-spot visit, with opportunity

to observe the work being performed, and to question.the employer, super- .
. . . . :

visor(s) arnd worker(s). . ) C

.

éefore visiting the firm, you should call for an appointmenf,-explain

the purpose for yéurIVisit, and ask that workers-being observed, supervisors,

>

and union representatives (if approprié;e) be iﬁfqrmed as to the reason for

-

the job study., Public relations efforts at this point can be most hel pful
4 v ' .

- >




. , . . / . T
in preventing apprehension and anxiety among workers who find their jobs

under scrutiny, . .
M T

Ideally, you should study backgzound materials-prior to the:visi-

- .

tation, Such materials might include company brochures, and DOT or
other job descriptions for tHe jobs you willlbe studying, Such advance

preparation will allow you to capitalize on the 6éservation and to ask

. . ) ) Y
more pertinent questions, - -
A}

* ”

If this is your first visit ro the firm, you should ask for a plant

‘tour prigr to the observation, This will help you see the specifc job

s

in relation to. all of the other jobs in the plant, and may'provide:tlps

®

. ‘0‘ . .
for subsequent job development and placement efforts., =

&

e

JOB OBSERVATION: Be Courteous;”alert, and to-the-point, Spend .
€nough time to ‘obtain the pertinent information, but don’t be disruptive,
- ) ¢ .

Many workers are on an incentive plan, or tight pxoduction scggﬁule, and.

both the employ&r and employees will resent long interruptions.

w

Be aware of the surroundings in which the job is gerfbrhed, ices, -

the lighting, temperature, noise level , etc, Notice whether tne worker
. R R « -

stands or sits, whether he must lift or carry, and discover what other
~ Fd :

'//@h s1cal demands are 1nvolved in the wory perfow;mance° N .
v . . \ ] ‘

Try to establish the flow-of%work i,eq., the sequence i wh1ch the’

L

tasks are performed, Job structures range from x&llcal jobs, where

7 . -

there is a set pattern of tasks,’and a short work cycle - to the functiona®

- a

R ob, where there is no establlshed task pattern, @nd only a small portion
’r

of the complete work cycle can be observed durlng one.visit, Cyclical

~ «

jobs include assemblers, machine tenders and operators, and 'such clerical
jobs as typists and file clerks., Fﬁnctiopal Job categoxrjes-may include

craf tsmen, highly skilled clerical and techﬁlcal‘ﬁorkers,‘as\yetl as




. . N * .
- - . A
f . - . * ¢
- / N * ’
. . ..
. . .
- - h «
+ . . R %

managerial and professional jobs. Obviously, your job analysis technique

will vary with the type of job; since information on cyclical jobs may be

obtained primarily b;nwatching, while the functional job will entail much . '
<, ) '

more asking -- to discover the job requirements not present during: the - .

observation, )

Do nox'take oopious notes during the ‘observation or interview. Use .

a checklist or similar format to récord essential information, and use your »

time to look, ask, and listen, (See Sample #2) . ‘

. )( If mog@ than one worker is performing the same job, watch 'several

different indiv1duals and, try to pick the average Wf\rker.a Gearing your

o@servation to an unusually slow or to an unusuelly capable worker may -dis-
. . x .

L2
tort 'the job reqoirements,picture which you obtain, .

N A -
. . . . N
L

WRITING THE WORK PERFORMED' SECTION : . ‘

L. Organize the major tasks, or job Q%Ements, according -to the flow- - -

-
r - ‘

of-work, €egoy gettlng materials, starting machine, tending machine, off-

.
-

bearing, dispOSition of materials ‘to next work station, etc.% If the worker G e

.

mus t consult recipes, b1ueprint$, specificasions or other form of instructions
~ . . . ‘ .

before proceeding, tHis shodld'be noted, ) . ,

F . . N - N

2. Begin each statement with present tepse, worker action vetb, €eBoy, =~ . %

ténd;, operares, positions, inspects, dnstructs, etc, Describe what-the °*

worker, does, not'the machine action, e.g., "Tends mills to knead; mix, and
K . \ )

blend rubber for further proceSSingr The worker is involved only with the

tendin ) while the machine performs rhe rest of the function, )

1
3, Omit articles (a, an, the) and all other words not pertinent,/ Avoid
. »
vague dgecriptions such as large, small, heavy, etc, If size or weifht is

‘Zimportant iﬁ'undersEEnding the worker action, express the dimensions or

[}
- « - - - A

.

v

T (o

38" p




“ f ’ ..

" , / o :
pounds involved, Otherw1se, pmit such info.mation from the Work Per-

/. - ‘

« formed section, and cover such data in the Physical Demands section.
d /
4,, Av01d the word ' 'uses" as worker action verb. Instead, select . >
, o i

.a verb which depicts the worker action, such as$"Assembles widget, using

s
.

* ‘handtools such as screwdriver, wrench, and pliers." .

5. Introduce the description with a summary statemént which
. R / - . e

1dent1fTes the JOb, distinguishes it from other JObS, and answers the

- ! ot

"'What," "How" and "Why" questions. Example._ "Tends any of vafiety. of

machine tools, such as lathes, drill presses, milling machines, grinders;

.
-

or, special purpose machines to-machine metal workpieces ‘to specifications .
N . ) .

. on production bases," Does this DOT summarizing sentence answer the JA.

. . 4
Foxmula questions and-perform the other functions of an introductotry ¢

* - o™
’

i . - ¢ -

statement? ) - /
6.  For ease in reading, divide the ‘major tasks into numberedl

’
v . . / ’

paragraphs.

-

’ , . . N
f,?. If task paragraph is lengthy and complex, begin with flag state- ¥

ment, such as "Prepares materials," "Tends machine," "Maintains equipment,

5 . N .

' N
etc. -7 [hY

»

8., If helpful' 1nd1cate thc comparative amount of time involved - . .
' w1th each task and the percentage of skill involved, with skill expressed

in a 3-point gradation, e.g., l-least difficult, 2-1ntermed1ate, 3-most .

d ’

difficult. Regardless of a jop's skill level it will contain "3" tasks

and "1" tasks. This information may be of value in restructuring a job ° .
3 . * Ed ° = i - -
to illustrate or  demonstrate the demands &€ the job. ’ ) ’ - !

11
N >

. .. PERFORMANCE REQUIREMENTS SECTION . . .

>
.

This section of the analysis deScribes the sﬁills, knowledges, and . v

L

R : 39 32 - - o L
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.abilities required for the tasks described in the Work Performed segmentl

v @
.

Among the factors you may want to consider are}- -
. 4 - .

-

1; Responsible For: Consider whether worker is responsible for

CL T » ‘
such fdctors as the quantity or quality of production,, public image of

o v

the fifm, his own or other worker's safety, m%inten?nge qﬁ equipment;

/

a

supervision over others, or cooperation with others, .
L § - o .

;2. Job Knowlédge: Describe any knowledges of processes, formulas,

materials, etc., .the worker must possess to perform. .This segment can be
3

-

"related to the "Analysis of Job Requirements" form, .

E 2 »

-3, Judgment: Determine whether worker must use own judgment, or
. . .

>y . ’ . . ,
. whether the job is so prescribed and $tructured that no decisions are

required. -~
4, Degree of Supervision: - ) ) .
' J. Are work ‘tasks repetitive, routine, or varied? . .

éi Méchiné'Coﬁtrgls'- left hand, "right hand, both hand, hands-and-

3
-

7. "Advancement Opportunities:” Oufline possikilitiées for promotion
) [ ‘. A ' i

or.-transfer, - - .

2 - . ) _— .

. «
. v > N -

~ e " PHYSICAL DEMANDS AND.- ENVIORMMENTAL CONDITIONS

»

Complete this form or similar format, and comment 6n the most .signi-

ficant demands' for this job,

A . TO SUMMARIZE | S I

S
2 -
.

L. Job. analysis is the best method of obtaining accurate job requite-

meﬁfs information for job development, job placement, and curriculum develop-

-

ment for vocational-technica} programs, .. ’ -

e

-5
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.

"2, Job information can best be obtained at .the job site, through '

y \" .. L3 . .
personal visitation. '

3. Both the employer and workers on the job to be observed should be
informed in advance of the purposes of the visit, , ‘
. * E . . ) é - ' .
. 4, When-observing jobs, ‘determine the flow-of-work, and note“physiqsi

demands and working conditions, using a ~hecklist’ rather than taking

© v 7 .
-

extensive notes, ’ t , ‘ .

» . " '?
5, Each job descripgion should con;aiﬁ'threg sections: Identification,

‘;' . -

Work Pérformed, and Pepfbrﬁance Requifements.

6. Preface thg.Work Performed material Vith an Introductory State-

* [

ment, ‘to idéntify théwébﬁ,.aﬁd“distinguish it from other jobs.

»

<

7. ! Provide a task description for each mdjo} task, identifying the

What, How and Why of worker actions. <Start each sentence with eipréssive

r ' K3 b
..worker action verbs, and prune -all excess words. .
. . ' «

8. Describe the Performance Requirements deemed most appropriate.

* 9. Prepare the "Physical Demands and Environﬁengal Conditions" foimt

10, .If desired, prepare the "Analysis of Job Requfremenfs" form, to
s P i, w

identify the most basic skille and abilities required for job performancé.

-
*

L0
-

("‘ .
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, JOB PROFILE .
\
/ ; -
. IDENTIFICATION o .
DOT Title(s) DOT Code(s) Employer's Job Title(s)
Name of Firm Address Person to See ‘! Telephone
- / .. ) . .
- . / “‘r
Union R Starting’ Salary Fringe Benefits
o 7 ‘) ”
| ' -
) ..V,-
WORK PERFORMED
J
H -7 * i
\ .
‘} -
" L ’ ' - ’ R o
¢
s : ) -
v - |




-

. ’ ! .o,
) PERFORMANCE- REQUIREMENTS ) P

bd

L \’. - - . ’ 7
- A} * .
* Judgment Required: , . . o * o
N v 1 -
| o > % /A ! *
~ - . . ) o B . . . -

Type of Supervision: .

1} 1] v - L ]
» . N - - _:V -
v - N l
g Type of Work (Repetitive, Routine, .ox Varied): .
. - . N .
N . - foa ’,
- et = : , . ;
K] > v
- - * ¢
AR ~Advancement Opportunities: . . 3. ‘
» v
, @
- ‘ -
. Other Requirements (Analysis of Job Requirements Attached?): .
. ’ : . x ‘ v . ..
’L
1 v b DY )
1] 1] M -
I3 * . N .
. , . .
. ) . LA . ’
Ny . , / !
/ N .~
] . % > -
- . - Employer Tests: . .
’ — . ’ “
., - .o . b . »
M .
M t ’ - - ‘
- 1
: 36 ' ’
\‘1 . 43 .
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Samble #2: - - P . , o VOIS : ;
. - "~ .7 JOB ANALYSIS CHECKLIST . LI "

** JOB TITLE (Plant Title)_ ~ . . .

Alternate Titles_-

. " EMPLOYER REQUIREMENTS ' -

- ’ Education - S Experlence/Tralnang |
oo 8th Grade . . ~ 30 days -or less T
2 years High School , . 3-6 ‘months
H.S. Graduate * , . ‘ - 1-3 years
Apprenticeship (years) N 3-5 years .
Technical or Business school * . over 5 years . .
College Graduate v *  Amount and type of

/

~ Type of Degree _ ' ) Training required

Gy T Ca— . . .’

L

JOB SUMMARY (WHAT HOW, WHY)

s
N

'Machlnes Operated (specify) E N - . e

LA " Measuring Devices Used (speC1fy) R ‘ ' . T
Spec1f1c Skllls Required (shch as weldrn°, blueprlnt readlng, plumblng, etc )

v

Knowledge of Formulas or Processes (specify):. ) .
Is Machine Operator Responsible for: - ' ’
Set-up L . Minor repair/adjustment
Major Repair _ Lubrication
’ Other Required Job.Duties Not ‘Observed (speC1fy)

«

. , . PHYSICAL DEMANDS
.. Strehgth’Requiremént ' Occasionally Frequently Contfﬁuouslz i
’ . i (less than 1/3 of-time) , - 1/3-2/3 Over 2/3 <, -
~. .. 8 - sedentary (to 10#)- .o . L : Ny
- L - Light (to 204#) ’ t s : ] - -
\ M - Medium (to 50#) . . - ‘
\ H - Heavy (to- 1004) .o : \
v VH- Very Heavy (over 100#) . .
B

. — —— '\‘ L ————
. ' ' C7 uaziwos .. b : , a

No Hazards 3 _ ‘ R |
- Mechanical Hazards __. Safety Devices Protective Clothing_.
Environmental-Hazards Fumes ‘Odors_ . Mists , Heat_ Cold.
) y—— e -

2 2 S

. = SKILLS, KNOWLEDGE, ABILITIES - roo : - .

- a
-~

- Responsible for (indicate monetary value and results of negligence):
Care of Equipment
. Appearance and/gr quality of product
. o, Supervision of others .
’ Safety of others ] ) - -
] Cooperation of others_. .
. Other responsibllltles (specify) Iy : A
T e Job Relationships. . . R
' E Promoted’ From .

: . Promoted To ) L - \
. Supervised by L . ’ T, L \
Q Supervises (number of workers and titieq) SR | . \.

g ’
.
c + - - . !
. .. 44 . .
E , 3 .
s K -




*  Sample #3.‘ . ) o -
. ' A ANALYSIS, OF JOB REQUIREMENTS - "

. AN I B g N )

_Name of Flrm(s)
DOT Title and Code: . . .

». Plant Title: , ) - . - ;

T

-

»

"
. . <
’

Indicate the 1mportance of ‘each job element by notrng ‘the frequency N .
" with which it occurs: - P -
"N ~~ Element NOT required for successful job performance.
" 0 -- Element, requ1red occa51onallx.
F .-~ Element frequently required, |
* G -~ Element constantly required.’ )

Fre~

Job Requirements -

Fre-.‘

Job Requirements-
: ’ quency . qyency‘ ="
* - 1 . » I} ] - . ,
1." COMPUTATIONAL SKILLS' 5. MANIPULATIVE SKILLS -

A, Adding . .- . *A, For simple hand tools

B, Subtracting _ -and utensils , ’ ,
-~ ~Cg~-Multiplying. I *B. 0§%rat10n of simple «
X D, .Dividing ° ‘machines, manipulating| - —
' __E. Simple Fractions ) - »controls and making 2™~ '

- 2,, MEASUREMENT SKILLS * °
A.- Nuinber' Recognition

B. Change Making =~

C. Price Evaluation .

-« . Do Use rulers or tape
measures -

minor adjustments,. °

C. Operating cash register

-Performlng“hand work,’
operations such as
folding, sorting, . o
. slicing, assembllng,
etc.

*E, Use of simple puages - ~

devices

*F, Use of kitchen measurlngf

*E, Operate and Service
’ motor vehicles

-

. 3. COMMUNICATION SKILLS.
_A.-Reading.f'lébels or
“written~instructions

6. MISCELLANEOUS SKILLS

A, -Ability to work with
téols and. equ1pment
safely

i

B.. Following recipe

B, Ability to ascept re-

+ _instructions. - . sponsibility for safety .
" C,. Comprehending oral . of self and others
‘instructions C., Ability to work in .

D, Writing brief‘nothfionsr‘

harmony with others -

-Es Writing customer's order

F. Talking with superv1sor
and/or co-workers

D, Willingness to- accept
responsibility for ’
handling of money

G. Talking with public  «.

H, Ability to use alphabet

E, Ability €o work under
' ¢lose supervision

¢ I, Use of telephone

7. Use of telephone direc- |’

tory.

F, Ability. to work inde-
. pendently or under gen-
eral supervision

‘ -

4. PERSONAL ATTRIBUTES
‘%A, Suitable-attire

*B, Hygienic requirements

C, Pleasant Manner

D. Poise |

‘E. Tact in Deallng with
Public :

7. OTHER SPECIFIG SKILLS
. Describe:

% Specify on reverse side.

. [SEN

P
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R ) . , o . . AN
“.  Sample #4 > . L - Cd ~
* " JOB ANALYSIS -- Style of Writin} o
1) ‘ \\:
- : . WORK PERFORMED Sectiofi (JOB SUMMARY) ) A

»

»
.

I. Sentence ‘Structure : ' ) éki
Each sentence in thlS section answers the 3 basic questions of " th h e job
‘ analysis formula, . ) )
AN R . 9
What does the worker do?” (SpeC1f1c action taken) ' = \
How does He do it? (Methbds ‘used and knowledge applled) , -
Why does he do it7 (Purpose of Job) , - % . '\\
. i . .
by : De
) / ! . s LA
II, Use of Words ’ ) ; : o
B B = e e T —— T o o .
Av01d vague, general words SUbJeCt to many 1nterpretat10ns.
Bs- Select meaningful, accurate, descriptive worker action verbs
such as the following: , '.v, . , e
‘ S » . h
Physcial Action Vetrbs . Mental Action Verbs >
v - : v . L.
Cr “adjusts feeds removes ° : coordinates
advances * files -"  repairs . corrects .
. alines ~ . forges sands devises b
; " attaches fuses screws , ' directs
) ‘bénds ‘ grooves ' . shapes, T . determines
. binds hammers ™ . slots . evaluates:
bolts* . . hones solders inspects .
chamfers « inserts . sorts instructs
clamps. _miters . splices " oversees
: -coins : . perforatés’  -sychronizes ' persuades
compresses< places | taps - Suggests .
covers - . Pplanes . transports . . tests .
', creases polishes tumbla$ .. verifies
ills . -'positions . weighs out . BN
erects - punches welds Lo ‘ i N
exfiudes . A : + . winds : . \\\
Obviously, this® list 4s not all-inclusive, but may prove helpful in \ g
selecting expressive, explanatory verbs. ! , ) .
. ] T} B ~ .. \ i ;- . . ’
oy d M . . . . ..‘ )
a ) ° , o4 . 4 ’
N . M 1Y ’,
53 . v o . .
I3 " g‘ “ ‘),
3
‘ N ,
‘ 4 P .’- . .
N ” 39 f ! »




Sample #5 . ¢ ’ i . * ' .
. PHYSICAL DEMANDS AND ENVI_RQNMENTAL CONDITIONS
NAME OF FIRM(S) - : . ‘ S
“ - ’\) , -
i d et Fs - <
- JOB TITLE '
« DOT TITLE AND CODE
’ 1 - - 3 — - - — — -
, . PHYSICAL DEMANDS - COMMENTS . ‘
’ & T, . : . .
1. STRENGTH K -
. " a. Standing . ° % \ - ‘
: *Walking _- . % ' ~ |- '
VA Sitting : % . o )
\ A : ) d ) ' . ’ ) P
\\ . .. _Freduericy _ ‘Weight ' ’ .
‘ b. Lifting I 1 : ~ ,
\ Carrying .. . . L . N .
Wy Pushing _ S I . ’ ., ' oo
\ Pulling , , . ’ ; t e
24\ CLIMBING — T e 7 B
. BALANCING 5 / ) . )
3. STOOPING N '
EELING o .
CROUCHING . - . i
CR ING T N R ) . s
. &4, REACHING ) K ~ ) T o
- HANDLING ' ’ ' ‘ « o
FINGERING g - . ’
FEELING R E i - .. ot
5._ TALKING : T o ! — : ' - '
Ordinary - A o, . ’ N : .
. , Othef P ‘ €, . Lt
v ‘HEARING "~ . . ' o
. OrdJ.nary Conversation' .
*<« - " Other Sounds
6. "SEEING i .
Near Vision |
Far Vision .
Depth Perception o , , .
_ Golor Vision : ¢
— - - : — . )
RATINGS:  PHYSICAL DEMANDS: S .L- M H VH. 2 3 4 5 6 .
. . ~ ) . .
STRENGTH REQUIREMENT° S - Sedentary (to 10#), L - Light (to 20#), ~
M - Medium (to 50#), H - Heavy (to 100#), VH - Very Heavy (over 100#) - -
. ’, FREQUENCY 'SCALE‘ 0 - Occasionally, less than 1/3 of, time, F - Frequen'tly o .,
1/3 -2/3, C - Cont:.nuously, -over 2/3 -
. /
r .4’? / R
} . f‘\)"-' b




l Sampple #5 (cont.)

L8

~

-

P

i

ENVIRONMENTAL CONDITIONS

FREQUENCY

F -

COMMENTS ~;ﬁff5§§?;¥§s~
- e “ i

1. . ENVIRONMENT.
Inside
Outside %

+

EXTREME COLD WITH OR
WITHOUT TEMPERATURE
CHANGES .

2.

X

N B
3, EXTREME HEAT WITH OR
WITHOUT TEMPERATURE
CHANGES C

4. WET AND/OR HUMID

»

5.~ NOISE
Injurious to ears

Distracting for type
- of work performed

HAZARDS' '
" . Mechanical

6.

Electriqal .

" Burns

<« . -wExplosives.

Radiant Energy

Other .. -
. L :

7. kTMOSPHERIC CONDITIONS
: Tumes

-

Odors

Poor Ventilatiog

" Mists . -
Cakes +« 1 °*
° Dusts ) o

Other :

>

14

&~

o7

s’ .
.RATINGS:” Work Conditions: . Inside Outside Both 2 3 -4 5 6 7

H

[N

S

.

PROTECTIVE CLOTHING OR PERSONAL DEVICES FURNISHED OR REQUIRED
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mechanical process of simply balancing facts ;eg;rding-employer re=-

,capabilities, kccordingly, objective data can never fuLiy substitute A -

as the "Analysis of Job Requirements" can be completed, to indicate_ ’

Abe modified or altered as needed. o

%

MATCHING STUDENTS WITH‘ﬂOBS &‘,ﬂ 2

7 » ‘.,

& REAL CHALLENGE = - - . ’ .

& [ : .

Gedrge Lawry . . r-
Consultant, Career Education Division . . :
Iowa Department of Public’ Instruction :

Matching students or clients with jobs should ntver become a

quirements with facts regarding client capabilities, Students are
individuals, each with his or her unique. mixture of problems and '1 =

. T

for the knowledge and jnagment of experienced coordinators in develop-

ing appropriate jobs or work experience station, .
= N ’ v . N ” . ‘
However, systematic use of job requirement data and ability - - . /

assessment information can greatly facilitate the matéhing process,. . g

-
Ve

and mininize the amount of trial ‘and erro< igbolved.
The first step, job analysis, has been discussed, If a form such .
the most basic ‘tasks required, this data will be agood supplement to

. A . <N .
the job profile, and a handy tool for job.development, or when discussing - .

A

-

possible job re-structuring with the employers. o :

e ) . . ] . ] .
, We then proceed to the, student, or client, ‘and examine case sum-

@aries or other reports to examine or develop the student ability profile.
Again if the,férm."apnraisal of abilities" or similar format is available,

or can be readily developed from case history summaries and reports, this
P v) o
data arrangement will permit a quick comparigon of basic JOb require-

~ »

ménps and pa51c student ablllties._ These analysis and appraisal férms

~
-

are merely a suggested arrangement of'data for ready reference, and could .

4

4




available anywhere, It is a valuable tool for obtaining jop_information!

, "relates to the concept that every job requires the worker to function to ,

- ’ . .
)
.

Many tools;and devices are helpful in, assessing the individual's
. . -3 i

capabilities and in comparing this’ information with available information

-

.about jobs, This discussion will be centered -around what I consider oge of -

N

the most useful work aids, the Dictiomaty of Occupational Titles (DOT).

- . -
g ¢ s

Actually'this publication represents a series of volumes each W1th 1ts own ;

s
-
. .

, particular contribution to counseling, job development and .placement,

+

Just a brief corment on the background of the DOT, iThis instrument

-
A

. - . M 4
represents what I consider the most complete job classification system now ,

<« -

- .
. .
. Lo

for coding and clgssifying,occupations,‘for developing job clusters, and ’ /
) /
/

for developing base materials for guidance and job development.‘ R ' :

* The’ DOT job definitions were developed by trained full-time occupational ) 9‘

r Al <

,aﬁalysts who performed on-site job analyses (each Job was 1nvestigated by

’ different anélystswin different parts of the nation, and .then a composite

definition and rating system developed) Volume ‘L of thé DOT contains the-

job titles; codes,rﬁefinitions; and alternate; titles for over 23,000
different jobs bearing more than 35,000 job titles, T

~ N ! i .
The digits of the code number go ‘much, farther than simply identifying

Y

_ the specific job for c}aSS1f1catron purposes. With.Just a little practiCe,

”~

you can -discover a considerable amount of job information from the code |

number alone, , To 1l&ustrate, the first three digits of the ctde represent a
~ - . ¢
the occupational group arrangement, and identify the job in terms of,work

A

field, material, product, service and/or industry, The first digit indicate§ -

+ -

one: of 9 ®ccupational categories; while the next two add_extra details, *
However, the part of the code most important to guidange and job devel- e

~ - . L
opment and‘placement,work is the’last 3 digits, This part -of the code,

. N .




. , - - -t
-

data, people, and things, in varying degrees. The 4th digit represegts ‘ ' ”

hata‘and provides a hierarchy of functions ranging from "No Significant
Relationship" to the highest function of "Synthesiaing." People, the ‘ .

5th digit, includes functions ranging up to QMentoring,  while the 6th

digit, Things, indicates £unctions from "Handling," through "Manipulating

L4

and culminating with ?Setting-Up. Thesegworker functions then serve as

the’basis for grouping or clustering jobs into "worker Trait Groupsg' with
[ .

. common functions and similar significant requirements. The workef'traits :

arrangement be gins w1th the 22 Areas of ‘Work,. and is then -subdivided into

»

the Worker Trait Groups, aach with its narrative déscription, qualifi- ’ - .

+

cations profile, list of related classifications, and the grouping of
. [y ) i ( ) ; ' .
occupations within that particular-arrangement, Information concerning

the work performed,‘worker requirements, clues for relating applicants and

.

requirements,'and training andhmethéds of entry are included in the

I

. narrative for each Worker Traits Group. The Qualif{cations Profile

indicates the'following characteristics of the jobs within a_given Group.

General Education Development, Specific Vocational Preparation, Aptitudes, @ -

Interests, Temperaments, and Physical Demands., All of this information

is found in Volume II 6f the DOT.: _ - : : o
Supplement I to the DOl lists'most of,téese characteristics for - ‘e

€very job in the DOT in numerical order. Supplement II, which{should be .

most helpful'to you in your work; has the charaéteristrcs arranged by )

WOrher'Trait Group and then by individual occupation,

. This long-winded introduction,was provided to pave the. way for the

initial approach to JOb matching, i, e., exploring the variedypossibilitles . . -
for the student. For example, assume that the student has had food : <7

service experience or training as a Kitchen Helper. The DOT code for this -




-
. .

;

‘3} . v . . . ’ R

“ * /

job would be 318.887, with the digits 318 indicating Service occupations . 4

« and Kitthen Work specifically, while the 887 indicates the-“Handling"
Worker Traits group., This group is located on page 360-369 oﬁ’Volume II ) )
of the DOT. Referring to this section, we find thefcommoﬁ chjracteristics

¢ ’

for a very large numbet of jobs. If necessary, we could then!turn;to
Supplement 2, and examine the listing of worker charactér;sxiqs for each

. . \"
individual job in this worker. traits group. By reviewing the case infor- -

mation for the students, we should be able to, narrow down the search for-
- A " -

" specific jobs wbichahgve~éimilap éharacteristics. Obviously, the final

step is to locate and analyze joés locally which'might be suitaﬁié.
This process actually occurs much more rapidly than would seem R ”

possible from this lehgﬁpy discussion. As with.any technique or skill,
AN = * N :
repeated practice soon-develops expertise. . ~ ' .

. -

. Use of simple formats such as the Analyéis of Job Requirements and E

. “the Appraisal of Abilities will facilitate the final matching process by

. ¢ . .
graphically 1llu§§rating‘the characteristics® of both the student and the.

. N
- »

‘ < N\ - , . ..
To® summarize, job matching is not complicated.. The ingredients re-
quired are: a systematic organization of significant information about ’ -
N » . . .

the student and the job, generous doses -of common sense, and sound
3 >

.job.

¥

intuition.
L d :.. 5 \ .

. , _ , Y Y
. Generalized job information can be obtained from the various volumes

of the Dictioiniary of -Occupational Titles, job descriptions, and other

e -

Y

-similar materials. Spgéific'job requirements information can be derived

from -job analyses. S . ‘
R \
Student appraisalé furnish many Hiffergnt types of esgentiaL job ~

matching data. ‘These data may be obtained by psychological and work
" b

¥ 2 . - -

sampling tests, by observation, and by clinical diagnosis;

‘
) " . * ;
. : . £ ~ ¢
' @ . z - . !

.
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Aruitoxt provided by Eic:

' e ) ‘ ) ‘
: - - . \ .
: :: . \\\ ‘) . . ‘ . . ‘
. .QJQb,anéhing can statt#by‘explqring characteristics* needed fog,
N ‘ * ” . L . - . o ~ » N
SO 7 . < *““h \ ;o . . fé,}

down &0 séveral “specific jobs, and finally

-determining which of these jobs may be'avai;able locally, Final job -~

. clusters of jobs, narrowing

. . ~ . . A . .
matching may often involve assisting the employer to restructure the
T — . ‘ - - -~
job, modifying tasks slightly so that the worker may more easily adapt
. - . . L ' '
té ‘the job requirements. . .
R N 5 . R .
: - Job/student matching is challenging*and often frustrating, but an
N - . 3 . : ‘ . . < e
efféctive matching of individual and job can be one of your job's most
- . ’ . . .
rewarding and satisfying_gxperiences.: R , .
, 3 .- . o ’ ° i
£y . - .
& . ’ 4 -
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<
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Name - , L. , -

.

APPRAISAL OF ABILITIES

’

S w,,. ~ - 1

. A@\ILTTIES -

POSSESSED Bf

APPLICANT
YES | NO

*l:‘Can,perforﬁ:sfﬁble arithmetic operations,

Can make change and qnderstanQ'ﬁoney value

-~ » P N
Able to read and understand numbers on
rulers, .gauges, and other simple devices,
S - . -

<

*.

Can cqmmunicatéhorallx;

Can

.
: . «

. T —
read. labels, recipes and instructions.-

Can

— T —— — ——
write simple instructions or notations
. . 9, B

Can ﬁénibhl{te ;pprqpriate”t&blsisefely.

'operate“eb ropriate sinplevmgchines

apparatus. .

*8,+Can
. —and

“
1 %
-

94 Has

good personal \pg\france, neat clean
etc.

L

a. W1th\d1ff1cul§y

10, Adapts to change,

.b. moderately R

~ R
. 3

c. easily .

11. Concentrates amid. distractions, - R

@ B .

v - g

12 Malntalns composure under tension,

')

l3. Works ea51ly w1th people,

P

J4. Reliable, prompt and punctual. Follows an_
assignment th*qugh to completlon. -

15, Able ‘to meet and deal with the" public, -

'16; Able to work under close super&ision.‘

l7 Able to work alone,., wrth only general
superV151on. 7,' . .

18. Efficient in’ use of expendabie suppiies.

19, Remembers. more than one 1nstruct10n at a
tlme . ~

20. Able to use telephone..

.

21. Able to use telephune directory.

-

22. Able to adjust socialiyvtd cotmunity.

23, Has: ; sure time outlets.

24, Khows and-can uée'alphabet;h

A

253 o

%25, Able to operate and/or seérvice motor
svehicles, ~

- reurd 'f
. « s
E
L] . - 'e
4
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systems~for'assisfing these people in finding* their place to contribute in

o~

¢

VOCATIONAL EVALUATION THROUGH THE
USE OF WORK SAMBLES

4 a

-~ W

, Dennis: L, Krehbiel . . .
. . Supervisor, Cateer Exploration Center i
Area XI Community College’ . g
Ankeny, Iowa ' - ;
' ‘ ‘4 ' o\ -

INTRODUCTION : :

. “ N .
Work is no longer only a means of earnlng a living :;d prov1d1ng for

. ¥
ones own physical well-being. It actually has became a way by whlch man

3

finds his identity in society. The number of workers 1nvolved in productlon

. -
v o=

goes down steadily, This means then that the one 51gn1f1cant thlng, in

’ tetms of our changed SOClety, is” that educatlon becomes the "link between the

N
individual and work, or the link between an individual and hlS place in <

*
o @

The émployment situation today is'one in which many of the country's

i -

.most educated and talented people are unemployed. This makées it much more

.

difficult on the mental retardate - unless - we know how and have workable

)
v

our world of work., Our society insists that everyone‘works. Our whole

. . ‘_='4
educat;anal system prepares a person to go to work, However, we know that,

.

few high school graduates are prepared for their place in society upon
lea%ing high school, This mi\st not happen to the~Rerson disabled by mental
retardation. Our goal with MR's is to help them find what kind of work

I3

they best qualify for, Vocational evaluationfend exploration through work

sampling can help in this endeavor. ° ’ .

] Dufing'the growth and exploration stages of a person's life,- the

»

. i ! ’
individual is engaged in learning about himself and trying new experiences




! h T - = N : P toe i -
- . . S ! i - ‘J/“
, , 4 . . - ,—-""'/'F/ o
to determine the kind of person he wishes to be and become.- To make the .-~
R // v

best decisions for himself the individual mu§t knOW'himself,#something
e / . s RPN .
‘ . . 13

_about the occupational world and its demands, and something about the

relationship between his characteristics and those require& by occupations. .

. .

The mentally retarded's experiénces are most often very limited.
. i S ' v N
It is the schools'. responsibility to help provide experience that will ) :

. ©

. permit the individual to learn about himself and the occupational world. .

v
- . V.

Howe?er, this must be done on a standard and level they understand.
The mentally retarded need training more than the other students, Our

schools must prepare them for entry level jobs. . The schools must help - P

in the transition f¥om school to work:\‘The work sampling system can

[

be useful in accomplishing this.’ - . : N'R : : ; |
'DEFINITION - ) , A \\

¥
The.terms "vocational evaluation” and "work evaluations\?re often
'used‘in;erchingeably and eauifalenb. Usually, however,. vocational

evaluation is defined as consisting of evaluation for pertinent medidal,

.

.

psychological, vocational, educational, cultural, social anﬁ,environ- ¢

. . .
mental factors., Work evéluation, on the other hand, is nevér defined ,
A - -~ - - ’ . M

in these broad concepts. It usually refers to the evaluation of an -

.

" individual's vocational strengths and weaknesses through the utilji-

-

o . ) .
zation of work, real or, simulated. ,For our purpose here, vocational

f
and work evaluation will be considered synonymous, It will consist .

. Lot oL . 2 . s -
of'assessment of strengths and weaknesses and provide work exploration, N
v ™ -

- primarily thrdugh work samples. ) < ‘
L] A .' . } -
. . . 4
Rationale for Work Samples . <. . .
- This paper is concerned primarily with the EMR's, ‘Educable .
X - ) :
’ t

4

- | L |
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. Mentally Retarded, Where did this term come from? ﬁhat does it mean? .

B
b3 cf

B ) . -
Unfortunately, it doesn t have the same connotatlon for all people. Some

~

people W1ll assume that a mentally retarded person has no ab111t1es. of

'.course,/all of us who.uork with EMR's know this is not true, I question‘ *
whether we should even be putting these labels on students at all, They
;re given, this.label because they have demonstratedla lack of academicK?‘

P
)

El

N 'talent. Is thls to say that they don't have any other talents? I don't

think so. We have had mentally retarded youngsters in the Career

Exploration Center who,have'déﬁonstrated strong mechanical abilities.
. . : p e .

Some have demonstrated abilities in other areas, depending on their =
interest. There are indications that intelligence is made up of many

different factors. Guilford'has‘classified 120 factors of human intel- \

. N . . \
AL &0 .

-~

llgence~(Gu11ford 1967), over half of wh1ch there are now tests Por.

K}

" Only one of these factors is class1f1ed as academic~talent.' LJL Thurstone

has 1dent1f1ed seven separate factors of 1nte111gence, V1z., verbal

e T
e .

¥
s tny

PR

. ,‘,_J
—— —comprehension, word fluency, numer1cal avlllty, space V1sualization,
4

memory, perceptional ability and reasoning. Other researchers have also

5
-

" found that intelligence is made up of many factors.. In view of this .

. evidence we are probably doing great injustice to pepple lacking

-

academic talents, If we are going to label students as mentally,

[

retarded, we had better be prepared to identify what abilities‘ghey do

N——e -
[y <
haves -

- .
~ ’ [}

For the mentally retarded and other students who may pot possess

%

’ - verbal and academic talents, the act1V1ty approach through work .

/” -

sampling presents a means of eliciting and mod1fy1ng behavior where ¢

- .

«®

verbal and symboli¢ techniques fail. Work samples (W=5) can assess

v

with-insight the degree and’ direction ¢f the students',adjustability

» - . - 51 ) ’ l/)
T ) ¢ ) 4oy . ot .
| - L L] . .

- ' ‘ j
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. - . &‘ 'v
to work, W-S also permlt the teaphers and counselors to galn an

‘

understandlng of what the student can do and learﬁ and to uncover ) .
“latent signals of talents leading to approp;iate vocational choice.

" Since work samples are slmulateafjob duties, and do not resemble a

~

,’fofmalvtest situation, the leds tﬁreatening atmospheye faollitates

e 7

less defensive behavior while encouraging ‘the student to assert his
‘ / ' . 8 e
. capabilities, Thus, he will revéal his strengths,.weaknesses and

potential for certain kinds of work, A work'sample will often«gine the

»
<

student a real insight into his ability to perform. Alse, the natone
of the job will be'revealed which will help.the student determine

his true vocatlonal interest, An accurate evaluatlon of the student s
-,,,‘__ - . / ,

potent1al, interest and capabllltles for work is essent1al. Without
1t, a method for understandlng the, student's problem .of adJustlng to
training and/or JOb is lacklng.A

The broad objective of vocational evaluation'is to develop a e
oictpre of the student from a vocational viewpoint, This includes:

A picture of the student's worker-traits and how they compare to minimal

/

tequirements of selected jobs or work areas; physical oapabilities,

learning ability, personality characteristics, sgcial competence and

. 4 : ! ’
other vocational. factors,
The use of work samgles hold several advantages :when used in.

satisfylng the above objective. Some of the advantages are:

1, W-S look more like work and often will hold’the_student's‘
’interest as opposed to psychological testing. ’
2. The students can see how well they are performing and better

understand the1r chatlonal interest and abilities; and

‘therefore holds more meaning for the individual.
; . "

e [
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'3.. The student discovers for himself’ the work tools and requirements

of different kinds.of work., )

e . .
4, "Teachers can observe work behaviors.,

- ' ’ - . ’ .. . - N P
5, Work samples are not biased due to reading, $peech, or education,
3 ”, . . . N . ‘.

6. Maybe most iqportant, workpgamples have built-in success éxperiences

"providing unconsciops motivation.
Work sampling does have somée’ disadvantages. They ¢an be expensive if , .

one tries to duplicate work tasks evolving expensive equipment, or materials,

P . +

However,, in most cases this is mot necessary., Work samples could also be
. : /

‘considered time consuming, but they'are still much quicker and moreNngyehieﬁt

than sheltered workshops or actual job éXpe:féncé. The time and money spent
- b . 4

s . ® . - ' .
for evaluation can be far more economical in the long, run, Much time.and
. . 0' N - —— '\}) s

L4 . .
moneyféan be ‘spent on training and job development only to find out the
= 4 . . [

- » -~

student is not suited for or interested in the particular’ job, You not
’ . . - - . .

only have wasted time and money "hut may have‘jeopardi!" future placement

with, that employer. :
BN . / . L e

> N

What Is Work Sampling , ¢ = ) )
Woxk sampies are real job tasks, not formal tests énd substitute job
production for s;andar&ized tests in measuring ability, skills and potential,

- x
- ~a

A work sample may be an actual job administered and observed under standard .

conditions. It may be a mock-up of gxcompénent of a job, It may be a task

.

made up by the teacher to reSemble an actuél job. They all are déﬁigﬁed

to measure trafté.imgortant to .successful employment. Work samples can do |

two main things: Prgvide realistic work exploration, and .assessment of
abilities not normally discovered through regular school rdutine,
The purpose of work samples are: to observe behavior,.to determine

potential for training, job placement or other needed services,_as a




‘therapeutic milieu for effectlng change ln vocational self-concept, as o
‘a diagnostic tooli and .as a proénostic tool, ! 4 '~ ] ‘L b

Sound evaluation needs more than an estimate of conventional strengths ‘ .
and linitations. It nust yield an index of ability to cnahge and im rove,, v

P

a measure of’potential to increase the repertory of gesponses, to modify

self-attitudes and behavior patterns. A work sample program seeks to .
, :

find out what an individual has going for him now, where he can 55 with

more education and training, It also seeks ,te uncover latent signals , .

leading*to appropriate vocational choice. ~

.

Settinngp Work'Samples

2

Susta1ned observatlon, focused\ion S1gn1f1cant work related factors

[

and performed iu a systematlc way, is the key to sound work .evaluation, -

Az /

The tasks selected as work samples shou1d~be 51mulat10ns of activities ,

*

i thaf«w’uld be encountered on a-regular job and which requ1re the use of

.
A

standard tools and equ1pment. If .at all possible, ‘the' work samplrng ' ¢

-

'enV1ronment should reflect the atmosphere of the real work sett1ng.

Occupatrons—are broken down into the various components and' factors that v

-

are Found within the g:ven occupatlon., The components or factors are
used as work samples. The first work samgle attempted By the student is
always the simplest and most basic operation of the occupatlon. The
Work samples should range in complexity-fron"uer& simple to difficult.

This permits successful experiences but yet will. tax. the student's upper e
.. A ) ’ ’ ‘ t

limit, g ‘

o~ »

Y2 need to carefully examine the objectivés we are trying to reach . g

-

‘when establishing work samples in order to decide on the methodology. B

" The simplest goals of work,sampling is to answer questions.. Is the

'Student capable of holding down a job at this time? If so, at what level?

a- . N

[ 2
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-«

at ]

%If not, why not? 1Is' the student ready to decide ¢n a job or treining

area? If so,‘what? If not, why not? What is ‘the plan to .bring

.about studentr and/or environment change so the student can be

e

-

~

& — .

successful. ) . . _ -
Some basic fact to be méasured and some suggested means of
. g . <~ .
2

measuring them by work samples are:’ '

P

-1, Verbal - -using, tape recorder or telephone.

2.'Numerical - counting, filing, weighing or measuring;

3. Readlng - read1ng safety srgns, d1rect10n and trav%l signs,

N "a

filing alphabetlcally and sorting mail,

&

"4, Writing - tasks.involving written 1nstructi$n, simple note
~ -’ " I B
for directions or filling out forms.'- - &

] . o ]

) o ] .
In deciding which occupations to deVelop-work samples on, look -
at the type of Jobs that are\fea51ble for the rangé of student to
be 1nvolved in the work sampllng program. = Also exmaine "the’job

opportun1t1es in your co@munlty available to the EMR student.

/ -
A}

. Before developing your work samples for a given occupation, you

will need to do a job analysre of that occupation, A job analysis is

a process of defining the significant worker traits and requirenents

of tﬁe speeif£c~job. , ‘
-Once these traits havé been determined, design the Qork samples
to measure the:traits. ’éx measuring the student worker traits with
the work samples.and.eqmparing them with the traits required to do
the joh,‘you_can éet a leve1 of attainment for the student within
the .occupation, | .

The D1ct10nary of Occupational Titles (D.0.T.) and its Worker

Trait Group Arrangement has. much of this work done for you., Your

. ‘ o
[ i : N oo 6255

-
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* school more'than‘likély has a set of D,0.T. Check with the school *

z - - .
counselor or library.,

Drawing Useful Information From Work Samplés

* g .

- The results or information drawn from a work saméle will depend .
greatly ;nAthe teécﬁer or person (evaluator) conducting the work .
;ample. 'The gvaiuator will wént to know whaF kind of iﬁform;tion’c;;
Be g%pectea from the &ork’samplé, then‘carefully obse}v;’the Sfﬁaeng o M‘j$i
and recordaobéérvations asfthey occur. C . ' '

There are basically two kinds of information gaineng%om work - -~

’ .

sampling:’. informatiﬁh'about the §€udent, and information for the

. student. The student will find out for himself such things -as: Whgt . .

. A -

) is expected of a worker, which/kind of wofk he'likés and diélikes,

what kind of work he is best at and what adjustment he may'need to

:make in -order to be successful. The evaluator Wi}l want to sit down o

~
-

with the student and discuss the results of the, work samples. This - S

will be an oppPrtunity for the evaluator ‘to check on the student's
! o . - .
perception of himself. If he' is being unrealistic, or is unsure of - -

«

some. results,, this will be the time to go over it with him. .
, h

Information about the studerft's worker traits will be gained by a ,

comparison of actual behavior with the job requirementé. If the student

7

was, not successful on work samples at the level needed for successful

employmént, the problém needs to be recorded.. This statement will give
_informatjon about work habits, physical capacities, leatning ability, ] .

and other vocational factors, The ahount of instruction needed.and

-

retention of instruction should also -be recorded. This provides infor-- . .

mation on his learning ability. In most cases the student should be ‘ <N

given repeated attempts on work samples he is having difficulty with.

[+ R4 rd

~ ’
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This is up to the discretion of the evaluator., The student may learn to

* N -; B ’

do the task after several tries. This will not oniy reveal learning levels -

e but should also reveal the potential for growth. The highest work sample
~ successfully completed will indicdte the level of ‘employment for the ’ i .
’ 1 7
student within that occupation., 2,
i Reporting Results . . . ' ) : .

4 7
The effective vocational evaluation report is a logical, werl-planned,
. . . - . \-J L
carefully writtén means of communicating vital vocational information about

;\\\\\a\ftufent. The report must be concerned with a student's total functioning

- e . N -

as it relates to work. A mere 1isting of results of specific work samples
/

will not be adequate and neither w111 listing worker traits or a statement

that th student worked well in a selected work area. The report should

il clarify the vocational strengths, weaknesses, how‘well the student meets,

L
L

selecteo minimal vocational criteria, trainability and level of training,. .-
effective teinforcers and key factors in brinéing about change.
. The effective report will contdin only significant vocational findings -
- 7 that have been separated from trivial or unessential information. Clarity‘
results beoause the evaluator 1earns early in the evaluation what it is
that he needs to know‘about a client, He knows ‘the questions to be answered
and he has set up a plan for obtaining answers to the questions. The
repo;t should dswer these questrons. . - _ )
The report fwill disgues a student's vocational strengths and weaknesses, ‘
interpersonal relationships, naturity, dependability, acceptance of,s&per—
vision, iearning problems and generaliemployaoility and adjustment problems.

1t may discuss how well a student. fits requirement for a particular job or

an occupational group by comparison with the Dictionary of Occupational

‘Title Worker Traits. The evaluator should predict the probability of

B

A .
N
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_ success in a specific job'or training, and the t&pe of assistance that

-‘may be helpful to the student., The report should also reflect some

personality information, How he reacts in interpersonal situations,
> ’ +
t _ 4 cp o e . . =
accepts *supervision and criticism and his frustration levels are all
. x n * ~
important.
-\

.

In testing your report, answer these questions: Is this report ) .,

~

reall} telling anyone anything, is~this repert worth the money spent

for evaluation, does it tell anything you didn't already know, does it

‘'t + e - .

p01nt out assets or liabilities? . . - .
e .
. . - \\ - O .
. Existinngocational,Efaluation Facilities o) L
. ~_ .

Vocational evaluation has»been done for year\\but primarily only ' .
A \
in sheltered workshops like GoodW1ll and in the D1V1sion oflk\habilitation

\\
and Education SerV1ces (DRES) evaluation centers. There are three ﬁRES;\\\\\\

evaluation centers in Iowa with the main faC111t1es located in Des Moines.
[ . —
The agency has facilities at Oakdale and Fort Dodge. The Concentrated .

. IS

Employment Program (CEP) Wlthln the C1ty of Des Moines also has an

-evaluation program that uses work sampling as‘a tool

s £ . L3

IQWa‘has vocational evaluation and exploration facilities at three

3 - .

+

Area Community Colleges. Indian Hills at Ottumwa, Kirkwood at Cedar -

Rapids and Des Moines Area Community College at Ankeny. All have

+

'faC1lit1es and equipment to provide vocational evaluations, Hawkeye

¢

at Waterlog, Iowa Lakes at Emmetsburg and others are developing evaluation

techniques. ;
. ‘ - K | ‘ : 4
SUMMARY
The use of samples of real work can tie together the questions of .
capabilifp, vocational development and the responsiveness tq. meaningful . . . .

) -

'R{ia ~ . . ““-‘:,
{{;& “ ) .
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- . S ‘ Cr
reality, Work sampling provides knowledge about the applicant’s interest,

-

. - < . & .
(\agllities, a%tltudes,-personality and motivation, Also other important
» »

work readiness indicators are prov1ded whlch permit the, teachers and

-
Yl -’ -

counselor to cope with questions raised by employers concerning skill 3
¥ .
potential and job stab111ty of'an applicant nging no work history. . f~
« M - ’ ! » - .

Work" sampling is not~t6 be considered a panacea to solve all theé EMR's" N
, LS IOt 3 )
' . } . o
_or their teachers' problems, -However, it is a useful tool, to be added to

. . 2 e
others’ you haye already‘geveloped, for a-better look at the individual and

to provide more assistance to the students. -

. .

) . *
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, "REASON FOR WORK SAMPLING
AT
KENNEDY HIGH SCHOOL

-

we

[ 4

Arnold Eritk&on
* Lead Teacher, Kennedy High' School Work Study Lab
‘ . Cedar Rapids,> Iowa

«

s, -

. . The Special Education students at Kennedy High School are no doubt

»

]
E3

~going to be limited in their choice of future occupations. If we think

*

. . )
only in terms of educating them academically, then wg“Are doing them a

.

disservice, , . . )

Their academic prowess is limited, as proven by psychological

“

‘testing) although by conéentrating on an acadepic'curriculum alone, we.
59 : y

may be.able to raise their academic achievement slightly. But will

this ameunt be‘euough to prépare’them for a life of self-sufficiency,

-+ * -

which I belieVe should be our ultimate,goal., I think not.

1Consequently a program was instituted at Kegnedy High School that °

-

concentrated.dn work sampling set in a more realistic environment, away

"~

from school, The follow1ng is a descrlptlon of our program.

Our Work Study Lab to which the students are bussed each day, is

located in downtown Cedar Rapids; Iowa, At the.Lab, work sampling is
b RS i ‘\

isolated~-trai't work sampling, simulated work sampling,

-
’

and actual work sampling.

,0f.three types:

The latter is what we aspire to as the most

I

desirable for a&justing our students to the world of work} Ehery'

c

effort is-made to make “this area of samplihg realistic,

2

Students must fill out application forms. Time cards are used on

-

the job.

There are foreman; weekly individual evaluations and job

- -

,prof1C1ency cards‘on each student. If a student is "fired" becguse of
RS v '

attitudes which would be unacceptable to actual employérs, a vocational

.
. ~
. . ‘ ,

-

-,
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~

)

tehabilitation counselor is available to help him. After the-necessarya

- counseling, the student can be "rehired." .
&

The areas of actual work sampling are food services, (we have our

s

restaurant service, with invited guests),lassembly line for producing , |

élementary school materials,, office experiences, (collating, filing,
> +

-

mail stuffing), custodial care, and plant maintenance. ™

The isolated work sampling is done at the beginning of ‘the school

.
x

year to assess specific traits and talents,

T e

Simulated work samples are used when there is not the necessary

.

"actual jobs" available, R %

« .

Our students will seek and,hopéfully gain part-time employment in
fhe competitive market dﬁring their‘junior and senior yeags of high
;gchqol. We feel tﬁat work sampliné at the work StudyALab Qill imgrove
the students' job performance and work behavior so that their future in

the world of work will pe a. positive experience.

N
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_ KENNEDY ‘WORK STUDY LAB

.

Supervisory Staff.
+ A, Lab Manager ’
B, Office.Department Manager
*C. Production Department Manager

D. Food Services Department Manager

Department Respons1b111t1es
A, Lab Manager

- 1., Overall Supervision of Lab . .
. 2., Program Planning - .
3. _Approval- of Purchases, Requisitions and Trips
4,. School and Community Contacts (Products De11very)~—~A-“ - e
B, Office Department Manager ’ . €
1. Receive; Date and File Orders ° .
,%° Confirm Receipt of Orders with School and Set Tentative Date
for Completion ) L
3., Arrange Completion of Ordex, with Productlon ) oy 0 ‘f
4,-, Packing of Orders o
5. Billing for Material Used in Orders - -
6. .Requisition Raw Materials for Production, Food Service, and Crafts
7. - ‘Inventory Equipment of the Lab : :
8. Supervise Tool Check-Out - )
C. Personnel Department Manager .
. 1, Time Cards and Payroll (Awards) ,
" 2. set Production Schedule
3. Personnel Evaluation .
a.- Personal Appearance . )
b. Attendance - . ‘
c. Grievances ) i .
d; Jnterpersonal Relations - . ¢
4, Health and Safety
a, First Aid )

.Do  Food Seérvices Department Manager

b. Inspection: Sanitation
c. Safety Glasses; Hair Nets, etc.

b. Deliver Flnlshed Products

1. -Cafe Operation - ,
’ a., Short Orders
. ‘ b. Training of Waitresses, Bus Boys, Tray Carriers, Servers,
. .: Dishwashers, Cashiers :
2%, Coin Machines . .
3. Break Time : .
E. Productlon Department Manager
. . I, Plywood Products . , . T
! 2, Cardboard Products ) ‘
o 3. Bulletin Boards
° .4, Crafts and Hobbies \ .
5. Repair and Construction
6., Custodial Services . ’
a, Tgilets ; .
b. Floors
c. Windows H‘
(N + d. Trash Pick-Up A
“ 7% Delivery Services = . ., .
a., Pick-Up of Raw Material (Workers Supplied to Lab .

Managetr for Delivery Services)

-
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CEVALUATIE)N OF, WORK SAMPLING

»Donald E, Oxenford
Consultant, Work Study !

Joint County School Systemn . .
S, . Cedar Rapids, Iowa_ . ¢
- PR ‘)f . - 4

= -

I recall attending a work study workshop where discussion, in one

] ; ] _ . ] o,
session, centered on the evaluation techniques and instruments used for

off-campus work experiences., Someone suggested that we ask ourselves, .

"Why do we want an evaluation?"' At first hearing, this seemed to be an
.. 1]

2

unnecessary question, However, taking time to discuss and answer the
question gave us a new sense of direction ip completing -our task.
\ .
We must now ask, ,"Why do we want to evaluate the work samples .

employed at the Lab?" and "What are the components of an evaluation?"

S

I would suggest that.the reason the work study lab was initiated

- .

was to provide meaningful.iﬁfbrmation about the students ‘who were being
) R . s S e
exposed to work samples in various job q}uster areas. This information
- L \ .
would be fed back to the school setting so that an adequate progrqm of

work-adjustment and classroom support could be incorporated into a

vocational plan for each student. A No longer can we, or should we, rely
on the "trial and error" method’ of assessmentlwhich meant providing a

student several work experiences that may or may not have been successful.

td
. [ -

There is a definite need -to provide vocational assessment opportunities

Y

. &
much. earlier in the school life of a student,

Much of the information in print regarding vocational evaluation -

.

and work evaluation deals with youth and adults in post-school setéings.

1.therefore believe that-one of the paramount needs is to evaluate the

-

work study lab model as a viable means of predicting areas of vocational’

strengths and weaknesses forseach participating student.

Y

* ’ 6§‘ . ! - .
| 52 ,
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. , . / . . .
Another need is tordetermine if a valid work -evaluation can be .
- 7
achieved‘using instructional and supervisory personnel that are not " o
« -* .
formally trained to conduct such evaluat¥on,
- v - .
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'JOB. SAMPLES

14
" Gene Jahncke -
Cootdinator, Special Classes ]
Cedar Rapids Community Schools ! :
Job samples take at least two forms (simulated and actual) and may .
‘ , . ‘ . '
occur inside or.outside the school setting, The sampling, desirably, . .

f -

takes place in a work situation, Sometimes the term "isolated trait" is ’

used. For the rest of this paper "isolated trait“ is used instead of -

.
s

81mulated; Examples'of isolated'trait job samples are: ,putting nuts

on a bolt, typing tests; reading a parcel post zone map, OTr an accuracy

“‘test on .an adding machine, .

- Pl
. . N .

Actual job samples are collected from actual work expexriences, They,

might 1nclude bolting together a fuse box, typing the attendance report,

AL

malling material from the IMC or add1ng retail sales receipts.,

i

A possible third>categdry_job sample is the result of obse_uation or
testing 1n the JOb situation, Sometimes this is called a‘situa ional job-
" sample., Goodwzll Industries of Milwaukee, Wisconsin, has a gui/de for -

S e,

evaluating clients in the work situation. Major categories evaluated are: . .
- v . r . ¢ ‘ .

persondl appearance, emotional stability and control, self-confidence,

ability to carry through work ass gnments, physlcal coordination, learning
l

‘ speed, attitude toward work, attendance and punctuality, rate of mqnual
. !

production, work quality, initiative and resourcéfulness.. /

There are, then, ‘three types aof job samples that aid in predicting

I

vocational success for our student§. They are: situational Job/samples, -

-




-

© in the school éetfing.

isolated traif sam?les, and actual job samples. Although schools ‘have

frequently used situational job samples and isolated trait sampling in

the past, there arejinteresting possibilities- for actual job samples

<

)

The Work Study‘program of Kennedy High in Cedar Rapids has .a

laboratory located in a downtown urban renewal building. Much actual’

work sampling is done there, There is a production shop area that does

work for Cedar Rapids schools such as: making new pieces for inlay

.
.

puzzles, bulletin boards for teachers and éuppet stages, This neces-
sitates much actual office work. Raw materials must be ordered, over-
head expenses figured, orders.alphabetized and filled, production

schedules decided, telephone andsmail communication carried on, proguet§
1 [

wrapped and packaged, bills mailed, etc; .

. During the workshop we wish to share with you some of our experiences

" with job samples and hear experiences you have had. Togefhgr we should

be able to compile quite a list of }ituatidnal, isolated trgit,'énd
actual job sample possibilities for our students’,

+ .
. R »

¢
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THE READING FREE VOCATIONAL INTEREST INVENTORY: .
MEASUREMENT OF JOB PREFERENCE IN THE EMR .

- ; . )

Ralph L, Becker
Project Director, Columbus State Training School .
Division of Mental Retardation
Ohlo Department of Mental Hygiene and Correétion
Columbus, Ohio

' !

.

to obtain the extent of a retarded individual's preférence for particular

.

work areas while enrolled in a sﬁate‘residential training program Or a

public day school work study curriculim.

& The problem of developing measures of interests appropriaté to the

»
. .

unskilled and semiskilled levels has been.difficﬁlt to achieve with

4

conventional interest inventories. These instruments were originally

‘

developed for use with business and professional men or with cbliege,and

«

high.school stud¢nts aiming at the middle,through the upper ranyge of the

occupatiogal hierarchx«(Strong,‘1943).‘ Long (1952) has bointed out that

" such inventories as the Kuder Preference Rycord and the Strong Vocational

achieved” by most mentally retarded youth,

Interest Blank characteristically focus upon specific jobs and occupational
- . - N B .

areas with whj the lower ability job applicant is not familiar. To meet

the demands‘pf applicants in the lower occupational job range, interest
inventories developed by Clarke (1948, 1949, 1955), and Long (1?52)'were
. i |

standardized on appropriate groups of non-professional workers. However,

L5

while these instruments tap the unskilled and. semiskilled job range they
require a Ievgi of reading arid’ comprehension of statements beyond that

'

-~

To overcome some of the|limitations of the reading comprelension

variable, test developeré have devised picture tests haviﬁg occupational

x

>
~
Al
-

The central purpose of the study was to develop an objective techniqué

-




significance. Such instruments are the Vocational Apperception Test
(Ammons, Butler and Herzig, 1949), the Picture Interest Inventory

’ (Weingarten, 1958), and the Geist Picture'Ihterest.Inventory (Geist,
\ ,

1959, 1964), While these instruments circumvent the readiﬂg require-

, ments, they do, nevertheless, include job areas far .beyond the

P

retardeds' vocational reach.
To make pictorial tests on interest measurement applicable to

retarded persons, test developers have devised ingtruments'whose{

»

occupationai range is\realistic for this population., The Picture .

Inventory of Semi-Skillled Jobs (Urich, 1960), the Vocational Picture

Igterest Inventory (Beéke:, 1967, Becker & Ferguson, 1969), and the

A 1

g Q . - .
ocational Interest and Sophistication Assessment (Parnicky, Kahn, . L

- .
*

and Burdett, 1968) are|more recent advances in attempting to measure

this aspect of the retarded person's personality. a? . - ’
Proceaure
Under a grant from the U.S. Office of Education beginning in ’ " .

« .
- I A ]

. 1] ." ¥, - n .
the summer 'of 1968, phase one of a §tud& was implemented to determine

able mentally ’

]

those areas of commerce and industry in which the ed

reta;déd (EMR) had demonstrated proficiency pfbduc;ivity in the

~

performance of their job, ReQigw of the literature -uncovered Guide

To Jobs qu The M;ntally Retarded, an extensive study of the.wide

range of job titles held by EMR subjects from an analysis of vérious

'squrée data conducted by the Ameriéan Institutes for-Research (1964)., ,
A major section ofxthe Guide condisted of 134 specific job activities *
requirements profilés itemizing the specific tasks required of the

job incumbent. In addition, the 134 profiles were érouped according to -

‘e

. ’),,: N ’ . ) .

/ *

. L g 70,
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|

. |

. . hy . . . . :
. W

commonality of jobs or job types into 21 job families. This mas ter profile ’ .

.isia listing of observable work tasks common to mest or all job titles in

:-1 .. @ job group. The Guide served as the source for developing .the Reading-
Free Vocational Interest Inventcry. : < 2 -

Item Selection, Working directly from the master profiles, job tasks

. N .
were selected in a manner that each task was counted only once. This-

A )
R

’ b . . - - '« "( “" .‘ . !
procedure was necessary since various job activities (tasks) entered into

other master profiles in varying degregs.of'occupational inputs On the
basis of logical validity, each job activitX was then assigned to a group

3

of job activities with which it had a logical commonallty. Processing

each job activity in this manner resulted jn'eleven different categories

for males and eight for females. Each of the male categories.(clusters)1

and each .of the female categories were thén inspected for task content.,

was labelled with a descriptive term that bétame the name for that interest

«
e

|
> . - R
On the basis of the type and kind of task being performed, each cluster

-

*scales The male scales were listed as: 1. Automotlve (Auto), 2, BUlldlﬂg- .o

Trades (B-Tr), 3. Clerical (Cl), 4, Anlmal Care(fih Cr), 5. Food Service

- . . LY

(F S), 6., Patient Care (P Cr), 7. Horticulture (Hort), 8. Janitorial (Jan), .
. : 9, Personal SerV1ce (P Sv), lO. Laundray SerV1ce (Ly), ll. Mate;;als

Handllng (M Hg) For females the scales and’ symbols were 11sted as: .
b . ‘
l. Laundry (Ly), 2. Light Industr1al (Lt<Ind), 3., Clerical (Cl), .

4, Personal Service (P Sv), 5. Food Service (F S), 6., Patient Care (P Cr), -

~
-

7. Horticulture (Hort), 8. Housekeeping (Hsk). \

*

- —1Ltem Illustrations. The list of job activities (items) secured from ‘

the Guide and assigned to criteriom categories to form interest cluisters

-~

served as the basis for drawings., Each category or interest scale con- .
-~ ) .
tained an equal number of items, 15. The number of itéms was determined

| . . , . . .
‘ ’ * ’
.
|
|




v N ‘ .g'

r .

by summing the number of tasks by category with 15 satisfying all
. B ‘ ‘5 . ~ N\

-~

clusters.,

.

. The job tasks given in the Guide were terse statements of the <.

’,

activity* required of the job incumbents in performing their duties.
Added information was required in order that activities could be o a;
illustrated by the artists Dgtéiled information on all items was.

pfepared indicating the occupational tools or equipment, environment,
o : -

and lay-gut,bf the illustration. Specifications for all arﬁwo;k

.

called for clean, Bold, line drawings and free of fine detail.and
\ ..

" s . .
figure-ground problems of perception. In addition, the dominant Y
Iz "
figure was drawn to enable the examinee to project himself into’the |

<~depicted activity. 'The.préliminary list consisted of 165 male

illustration§ (11 categories x 15 items), and 120 female illustrations
-~ . Je [ - R R . .
"(8 categories x 15 items),. ALl drawings were then submitted to a - .
committee for review and recommendations.

The Test Format., Following the preparation of all test items, ,

a method of collating and preéenting éictéiial items in booklet format
was studied. The }inal design was ,one suggested by Cronbach- (1946):

é forced choiée betﬁeen‘alternativéoresp;nses for increased iteﬁ .
galidity.,°The usual dgsign dep?§ts three illustrations (t;iad) only -

one ofﬂyhicﬁ the examinee can select though ali three may seem equally

Ry
i

attractive or unattractive to him.
According to a pre-arranged schedule, items were presented in
groups of threes with three triads per paée. Each %triad was separated ,

from all others on a pége by heavy dark dividing.}ines; The total

rumber of triads created under this plan was 55 for males, and 40 for -,
B ¢ ‘ - 3’
females. Directions for administering the test and the purpose of the ’ . e
72 s .




<

inventory were‘iqdicated on a cover page. The cover pége and pages of the .

pictorially presenped’test triads were bound into an 8%" by 10" booklet and

called Experimental Booklet A-1 of the Reading-Free Vocational Interest

Inventory (R-FVII), Separate Sobklets were prepared by §é3.

.

/ \
Itém.Analysis. The pictorial items were originally formulated from

[y .

job task descriptionsAgiven in the Guide and tentatively grouped.into eleven

~

:) male and eight female iﬁteresi categories on the basis of logical validity;

For each of the male ghd female categories, scoring keys were established
/ *  with each item keyed to that scale for which it -had logical Jalidi;y. To

s .

* identify items from the various intexest clusters, the key number was

located in the lower right section of the item as part of the illustration,

v

The gbiéctive of item analysis w4s to determine the goédness or '

» v £ :
validity of individual items through high discrimination indices, and item
clustérs with high internal coﬁsistédcieg: A series.of item analysis studies

were conducted on combined male samples and combined female samples of.

institutionalized and public day school EMR youth, Characteristics of the ‘

*e

spandardiéétion sample are presented in Table 1y

The final item analysis study took the form 6f Experimental Booklet D,
having satisfied'such critexia as content reliability or the internal : .

consistency of tﬁé scales, and item validity or the discriminating power

of individual items. In addition, the item study revealed that various . -

. items were valid for more than one occupational category, i.e., in addition .
’ X l' @ . ’ *4
to diScriminating between subjects with high and’low interest in the D sl

- - . N .

criterion category, the same item discriminated positively between subjects’ e
- ’ . N

.

é ¢ -With high and low intera§tvip a second cageépry. ‘?hqs, 24 male items an&i - ;}‘,
21 female itemslwq?? keyed on two differeng intéreéf ;caies. ‘ 73; \?“
T . M. . . . -
] ' . T ,‘j. . ¥
. ! . ; ’ - )
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CoLlecﬁing Normative Data. A finai'product evolved in the format of : '
the Experimental Booklet D, In order that examinees' choices for a wide

range of items having occupational significance be interpreted, a .
E-3 ’

N . /
standard-of-reference was required against which subjects' performances

«

could be compared and measured. The inifial task was to obtain a

reference group whose characteristics and geographical residence would

,

be répresentative of EMR c?ildren wh& would -be using the'instfument. Thg $

. » * . .
strategy was. to divide the country into eight %76graphical divisions .
- . i ' ' .
insuring that all sections of'-the country would be included in the . -
5\ ’ . . . )
collection of nprmati;e data, These regions are: Mideast,’Southeast, ’ . .
/ . o - N

Southwest, Farwest, Rocky Mountains, Plains, Great Lakes, and Nelenéﬁan&, . .

*

{To insure that sampling would be representative of each region, the . .
- v ‘ . . N !
plan was to include the same proportions in the standardization sample

n

~ with regional distribution -of actual enrollment. To determine the actuale

. enrollment of E@R youth in public secondéfy‘dgy schools, a questionnaire

t

wasd prepared and mailed to all chief *school officers in the 50 states and
“the District of Columbia., Information reported by chief school officers

was ‘treated to yield an estimate of the eight regionél and U.S. population

E -
%

“census* on EMR males and females attendihg special classes in publfc .

»

secondary day sthools for the school year 1969-70. Using information from

-
’

R B * A . N -
state directories of special education, a, random sampling of school

. N ) 2 F) . -
districts by region-was conducted for the’ continental U,S. including the

Hawaiian Islands.’ State residential facilities were réndomly sampled so

.
]

as to include all- geographical sections of the country according to

. » -
oo ¥ . Y ]
¥ - -

regional ,divisions. : -

s

LI ot - o
'S .- - - % - »
BN N

The Noxms.Tables. The purpose of norms tables serves-as’ {weﬁéféﬁce

P

. . . v Soe .
standard for translating obtained raw 'scores to values on Some,dther ) .

Sy, \

.

scale f€¥ interpretation. Two sets of data for'each sex wérejggﬁx;qted

% -

. 7 - - ~ o
s RL




a "

\ . LY 1
for purposes . developing norms: public day schools and ‘state residential”
. : ’ . ] P .

"

. / - ® i,
schools. In addition to the collection and development of separate normsi
[, P

for public schools and state 1nst1tutions, a composite norm was’ prepafed

ot l

combining_all males from both types of instructional,settings; a composite
. p [ L¢

.
.
?

norm for all females was also prepared. "This resulted in six nomms for ,
the following agency type$ by sex and size of the norming sample: PFublic

Day School Males,(N=2401); Institutionalized Males (N=1006); Gomposite
Males »(N=3407); PuBlic Day School Females (N=1996); Institutionalized'

Females (N=1010; and Composite Females (N=3006). . K .

In preparing the norms tables, raw scores were converted to .percentile

JR— .

ranks. Though the percentile scale is easily unaerstood and 1nterpreted
. * N . .
by practitioners, it does not lend itself readily to such operations as

» h 4 . .
addition, subtraction, and the like. To make subjects' test scores more
. L - —
’ ) . . ‘l . ;'
broadly interpretable, percentile ranks were translated into (their LA
equivalenb~normalized standard score (T-Score). Including the normalized

standard score scale allows practitioners to compare scores made on

:i". ’ - . /
different interest tests and to calculate measures of central tendency or

R . L B .
~

[ : . .

L]
other data for quantification, study, and analysis. . .
- e M .
Reliability of the Scores . . . .
. - * L} . s . -
- ) . - ™

. - In evaluating the reliability.of any.instrument it is recognized that

different reliability fqrmulg treat the data differentlx. Two dimensions
* ’ = ' ’ - & - . L4 )
of test reliability-were considéred 'in the present study: content relia-

v .
4 «

. <

bility and temporal reliability.
\

Content Relidbility.- Provided the test is not a speed. test, evidence

.

of content reliabilgty may be obtained from a Single administration of the

-

instrument. One procedure of doing this is through an internal consistency

. ’

\ .

- 1 13
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two items. may be qu1te independent_of each other, all 1tems oh the test

LY

should be centered.on the same conteht area to accentuate what they have

.

in common, It 1s through the use of the K-R 20 formula that the content
s

conS1stenry (reliabitity, of eaéh 1nterest scale is expreSS1vely measured.l

- /

Responses of subsamples of males in grades 9-12 in public day schoolsjy-

'ungraded institutions, and composite$ in the standardizatikn sample were

- . . \C
analyZed. The K-R 20 reliabilities for each sca%g by type of agency are

I 3

presented in Table 2, —Résponses of subsamples of females in grades 9{12

. - . { -
in public day schools, ungraded institutions, and composites in the
standardization sample are reported in Table 3.

Content rerlabllltles _(K-R 20) for the subsamples of males ranged

o o

.

from .68 to «92 in both the publlc day schooLs and state 1nst1tut10ns

’

w1th a.med1an of .82, The fact that the Automotive K-R 20 is .92 for

L4 »
agency.gypesr'indicates the high degree of relationship among items in
‘this cluster to measure automot1ve characteristlcs as deflped aid

k]
depicted in the test, The Materlals Handllng K-R 20 of .68 demonstrates

»

.

less of this factor whlle one explanatloﬁ may be that these ltems tend \

.t

to be distributed inte other interest clusters. ™ .

-

Content reliabilities for the bubsample of females ranged from .69 ,

to .964in public day schools, «67 to ,94 in state institutioms, and ,70°

. .
- ’

to .96 in compOS1te groups. The median for each a’;ncy typz and compos1te
was .82, .79, and .81, respectlvely. Agaln, the fact that the Patient

Care K-R 20 is .94 and +96 in agency types, indicates the high degfee of

"relationship among items in this cluster t8 meas.rd patient care

2 . N

characteristics as defined and depicted in the ;test. Less of this factor

-

is demonstrated in the Personal Sexvice cluster for institutionalized

¢

girls (.67). One explanation may be that these items _enter into.oiher

: . oL

4
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me,“_SWM,WM_hintenesﬁuciushensuinMyaxying.degnges of input assuming that other

T - - - ’ . R R - ' .
I’ . conditions such as item discrimination has been previously met, \
. Inspection of K-R 20 reiiabil{Eies for matched interest clusters o

»

on male agency typ?s (Table 2)lshows modest to high similarity’of
' obtained values. Inspéc;;on of K-R 20 reliabilities for mafchéd
interest clusters oﬁ female agency types are less consistent thaﬁ males
; ' / (TaBie 3). Though,th;rg i; a general tenéency for six of the eight
A matched scales to have si&ilar values, éwo scaléé show-increﬁsed diversién.

‘:é;::) .- The Laundry Service scale and the Clerical %ﬁale when matched with' the

o3

12
!

v

4
same scale on the second subsample demonstrate this disparity, ~

Explanation for the disparity between K-R 20 reliabilities on‘thel

ﬁwo subsamples may be found in job tasks more common to pﬁe group than

another. For example, laundry service Bperations in a state residential
‘facility is a major training and work area for many institutionalized girls.

‘.

Strong familiarity and association with job tasks in this category versus

less experieﬁ:;w;or.;he sampled public school girls, may be accounting for

ks . .

this difference in content relfgg;litieé of the two subsamples. ‘Again,

- . L} »

. ~ L : . v

S ___differences between obtained internal consistencies for the matched
. . { )

;. * Clerical scale,'msy be du; to tﬁe degree of actiwity‘and familiarity that

]

b

public school girls"experience in relatica to their ifstitutionalized peers.

i

Temporal Reliability. This is a retest correlation obtained by

- -

A}

(%dminis;ering the same test on two occasions to the same subjects. It is

a coefficient of'tempoial stabifity because it tells how stable this,
. ‘6 3

’ particular performance is over a specified lengtﬁ of time. A test can not

» s .

7

! 'give valid‘results'if it ;E\Sd différept results at differgnt times. For

) the present study, subjects were tested apa‘then retested (test-retest)

.

. and feliabiiity coefffcients compg;éd by the Pearson produht-moment

correlation coefficient.

[N
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Subsamples from the male standardiza%ionhstudy,wereHadmihisteredvthe

/
/

. 4 L -
inventory and retested after a two week interval, Table 4 presents
T reliability coefficients for each interest scale by agency type and com-

. . S .
posites. Reliability coefficients on subsamples of females retested

- ’ . Ny -
after a two week period are reported by interest scale and agency typa

- »

in TabieHSa - .

The reteut coefficients for sub§amp1es of males ranged from .73 to

. ~ . &
.91 in public day schools, .74 to .94 in state institutions, and .75 to

+92, for composite males, Correlations wexe mainly in the 70s and 80&. e

-

. . . ‘ v
Correlations for the institutionalized males were generally higher than

those inipublic day.schools. Eight of the eleven coefficients showed T,

at least modest differences. Inspection of Tablé 1 shows the iﬁstitu: .

tionalized males, on the average, to be at least 2 years, 5 months (2 5) ’

A -.

older than males in publl- schools;"Endlcatlng greater rellablllty of

s

thf scores for the more ma%gge group withstanding slightly lower IQs.

I S

L}

Retest coefficients for subsamples of females ranged from .68 to .87

in publié gay schools; «65 to .89 in state iﬁsituti;ns, and .72 to .88

/  for compositte fémales. Correlations were mainly in the 708 and 80s. Of,l
-1

the elght retest ,coefficients, 1nst1tut10nallzed females were generally .

hlgher on five correlatﬁ?qgi,lndlcaglng greater rellability of the
w
scores for the more mature group.(an'average of 2-8 olds;) withstanding

4

v

t

slightly lower iQS.,*- - . '

Validity of the Scales ’ .
= « o - - .

N

The validity of the scales is the .extent to which the test does

measure what it claims to_ measure, Three dimensions of test validity

e .
i ~
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complete study and analysis was made of tne Guide to determine the wide

were con51dereaiin.ﬁhe~present study: content validity, concurrent valldity,

and construct va11d1ty° g :

.

Content‘Validityo Content validity was bqilt'into the test when a

’ 4 4
range of job tasks apprbpriate for’mentally retarded individuals, Estimates

of "the importance of each job task to the successful execution. of the job

- . Y

was critically reviewed by study teams. T'e result was a final list of

ot
0 L ‘."\r",

. i
job tasks taken from a un1verse of items known to cover the 3ob adequately

and proportionately. Moreover, statlsﬁlcal item validity was establ ished
thsQugh extensive iteim analysis studies for retention of Ltems with

a . O

- . o l
discrimination powers., . ' ‘

Concurrent‘Vaiidity. This is one typelof empirical validity when both

test scores and criterion values are obtained at about the same time. The
criterion or.standard against ﬁhgch the test was validated consisted of

P

separate samples of males and females fuom residential institutions and
public day schools in eleven male ‘and eight female, occupationgllﬁroups.
Each occupdtional group representdd an interest scale. Subjects were

selected according EQ occupetional information reported from tést.sites.

P -

The information described the job ‘tasks of incumbent wonke}s or assigned
r ’ . . ' .
them to specific job clusters or familiei—ing;cated on the interest scales.

. - % P . ’ . -
Means of raw scores on each interest scale in each occupational group were

converted to percentile ranks using the appropriate percentile norm,

Percentile ranks wererthen translated into their equ1valent noimalized

, standard scores and proflles plotted for* each occupatlonal group ,a .cording

-

to ‘sex and agency type of incumbent workers. Eleven g;aphs"(Figures 2-12)

«

" present typical profilés for eleven male occupatioﬁal groups in institutional‘

, . R N
and public day schopl work programs. Figures 13-20 present typlcal proflles

I

K ® h
. . ,e\ :
« ~
. .

,
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. for eight female occupational groups by agency type. The predominant e

interest axea of each of the incumbent groups is indicated. . The
sample size Bi?job incumbents ranged from a low of 35 to a high of

55 subjggts‘on'assigned scales.

. .
1

. o
‘Inspection of Figures 2-20 indicates that the expected T-Scores

for each occupational group were larger than for the other interest

- L} ¥

"ownll

7 ﬁscales. That is, 0ccupational'gFoups scored higher on their

. scale than on scales outside of the incumbent work area. In ost ' ) .
. ) . , . .
cases the respective interest scale for incumbent workers in both

. ‘ -

’agency types are readily identified on the physical profiles. This | *

situation’may result from the. characteristics of the workers them- )
. ’ T ) . - ' . ’ B 2
.selves, i.e.; those subjects whose scores were used in]plotting . s

[ 3

'y \
respective intérest profiles were satisfied and motivated with their
~ ‘ I ’ \‘. . .,

current job activity. . T

Construct Valihi;z. To the éxtent,;hat a variable is abstract

rather than concretL, we speak of it as bging a COhstrhct. Constquét‘

i validity is evaluated b& investigating what qualities a tesf

measures, that is, by‘determining the degree .to which certain

».

’ L S .
explanatory concepts or constructs account for performance. on the

- ‘ . ,
test, * Four. sources og/data types were, used to infer c¢onstruct validity o
. . . . , ‘

of-the test: content validity, internal -consistency, concurrent .

¢ validity, and ingercortelatibns of the scales.
A variety of items listed,iﬁ,thkgGuide were logically cé;egorized

by type and kind of activity to form item domains, These domains R
*

represented logical clusters of items with, similar obsexvable charac-
. ) T . ' . , >

" teristics. To test the goodne%s of individual items, a series of *

itemt analysis studies were perfcrmed, The final 'list of item domains v

- ., .
. N P .Y
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-~ 7 weré thep tested for internal consistency -(content jfelfability), The - —— -
» 3+ [

5 [}
/ ) ~ ¢
. -
- x

instrument.
’ . i / fe o % . . .
In conducting the cuyrent galrdlty‘studles, incumbent occupational

\

‘ groups were represented /om the interest scales. The result of the =

. occupational validatigh study, established emp1r1cal relatlonshlp hetween

-

‘test‘scores on the 'nventory'with respective occupational groups in the
field through pro ile analysis. The emergence of this positive relation-
ship satisfied/the descriptive name assigned.to each of the item domains |,

. - N ,
or interest//:ales. . . : ]

. . ) z
To ,further investigate the intér-relations between the interest scales,

‘all scales were 1nteﬁcorrelated for each agency type and for sex. The

desired correlations are negat1ve to low pOS1t1ve values, this would
suggest thatﬁlnterest scales weke formulated from independenL constructs.
The 1ntercorrelations of the scales for the composite sample of all males

in the standardlzatlon study are reported ir Table 6, Intercorrelations

e . - of‘the~scales for cbmp051te females ‘are reported in Table 7.




. m~ﬁ;Af»~IﬁSpectﬁoﬁ,of Table, 7 .points upgé,éingleAmodest relationship (.35) . .. . .. : :

between Patient Care and Personal Service scales, The majgrify of
C - -

intercorrelations are within the range of negative to low positive values.
[} N -

In general, inspection of the values obtained within each of the'male and

female intercorrelation matrices show item domains to be formulated from

independent'conétructs, Only two values in the male matrix sﬁpw

correlations whose magnitude suggests a single or at least a composite- :' . n
) . R : R S
type construct. e

Discussion and Summary S R =
\ B - . . ~ -

The purpose of the study was to devise a non-reading technique to .

. - M .

measure vocatiognal pre?érence.of EMR youth in different agency types.

. - .

The s&ope'of the study included males and females as independent samples

from two sources: (a) those enrolled in grades 9-12 in public day -

schools’, and (b) institutionalized youth in ungraded programs. Subjects

were selected from each of eight regional sections of the.U.S. including

»

the Hawaiiafi Islands under a strategy of representative sampling, ) .

In developing the instrument, certain basic attributes were cong

] M ’ e .

sidered: valiﬁity and reliability of the individual items End.for the

L ’,

total test. The validation of' items and total.test were demonstrated

through precise statistical analysis and by occupational profiles of
actual incﬁmbent retarded workers, The réliability of items and total

test were' demonstrated through measures of internal cdhsistenpy and .o .

,test-rétest correlations after a two-week intervala\_2994/g; explanation .
‘ . N
of the interest scales of psychological’entities was inferred "through -

steps in construct.vélidation. It -may be concluded from a review of all
* . .

/-. ‘the data that the fequired measurement on the validity and liability

~ .

r

of .the pfesent'gﬁudy has .been satisfactorily met, .

b B ¢ .
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To date, ‘preliminary validity studies appear to be holding up. There -

‘still remaiﬁs the need to establish predictive validity of the scales. I
Research should use present test scores with‘adJunct;infprmatioﬁ for job
A 3 - . i ” /,‘f«,“ . N

placement of clients and then follow up by correlating initial inventoried

score% with job .entry. Such information would determine the credibility
K3
of the scales and the degree of confidence practitioners could attach to
their recommendations made to clients, - ‘ LR e S . A
. . Ry Sles ) . A fng,ﬁr .

For school districts with adolescent and young adult populations of

[] -

EMR SUbJeCtS where no special education program eXIStS or is in the develop- $

¥ « " .
v

mental stages, the inventory may be used in (a) curriculum planning,

(b)- in expanding educational objectives relating to'occupational'preparation

&‘«‘/

X
-
-

and adjustment, and {c) relating the vocational practice to trainee needs BN
ad . -
+as determined from igventoried andqobjective measuremeﬁt.

Further use of the inventory and try-oht with populations as the

14

trainable mentally retarded, the disadvantaged, and the illiterate, would

. determine the feasibility for this type of design with other populations.
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' TABLE 1 ' ' i i
“. o Characteristics. of the S{andardization Sample
by Sei; and by 'i‘ype of Facility *
bf - ot L ) i - ‘ V ’ . o
‘ MALES - : Mean IQ  Mean CA  IQ Range  CA Range
Lo . ’ ' R ’
Public Day Schools 69.4 17-5 . 48-85 15-5 to 22
(Gr. 9-12) ~ ' )
- State Institutions .- 62.4 19-10- ‘4784 16-6 to 25 - . -
(Ungraded) . .
s ‘ >
\ i'
‘ ‘ o
FEMALES . Mean IQ Mean CA IQ Range CA Range
Public, Day Schools  67.9 17-4 48-85 15-4 to 21 : ]
State Institutions 62.3 20-0 . 47-84 16~7 to 25
(Ungraded) ) ‘ . — ,
r ”
M P .\«
- t
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AN
IﬁternaI»Cdnsistency of the Interest Scales

Standardization Study . s

for a Suhsample of Males in ‘the

K K-R 20 Reliability -

Interest . No. of Public Day Iﬁstitqtipns Composites

Scale - Items  Schools (N=143) (¥=50) (N=193)
1. Automotive P15 - .92 F .92 93
2. Building Trades 20 _ .82 . .81 " 83
3. Clerical . 16 7 .78 17
4« Animal Care 15 .90 89 .90
5. Fopd Service 18 ‘ .82 , 85 .82
6. P‘sfiient Care 15 %91 .91/ .92
7. Hortioulture ~ 17 S A5 .87 .86
8. Janitorial . - 19 .76 282 g . 80 '
9. Personal Service 18 .79 . +78 .79 o
10. Laundry Service 17 | 5 +T1 .74
11, Materials Handling 19 .68 .68 .68 ‘
TABLE 3

Y ]
Internal Consiptenqy of the Interest Scales
for a Subsample of Females in the .
Standar@ization Study

K-R 20 Reliabflity

Interest . No.. of ° Public Day Institutions Composites
Soale ' - Items  Schools (N=90) (N=45) (N=135)
1. Laundry.Servioe 19 . ~‘.6'9 - «86 : .78
2. Light Industrial 19 .79 . .75 1T
3. Clerical: . -16 .86 S .16 .83
4; Personal Servioe "o ' . oT2 .67 ’ 70
‘5. Food Service 18 .78 .72 , <17
6. Patient Care 15, -96 94 . -96 »
7.¢ Hortioulture 15 .94 92 L o-xe 94 T -

8. ggusekeeping 18 E .84 .81 - v 483




Test—Retest Correlatlonn of thc Interest Scales for ‘a

TABLE 4

Subsample of Hales: Publlc Day Schools

Grades 9-12, and Ungraded -Ins

rtutions

A

Interest

-
o

Scale

1. Au?omotive

2e.
3,
4
5.
6.

Building Trades 3 -

Clerical

Animal Care

Food Service

Patient Care

Te Horticulture

é. Jgnitorial

Pest-Retest Correlations of the Interest Scales for a

~

: 9.'Personal Servicg .
10, Laundry Sg;vice'
11, Materials Handling

Pest-Retest Reliability*

Public Day
Schools ‘(N=143)

91
.86
<19

-13 -

TABLE '5

Inptl*utlons Comp081tes'

(h =50).
<94
.89
«80

094
.88
.89
489
.85
.83
-4
.82

Subsample of Females: Public Day Schools

Grades 9-12, and Uhgrade& Institutions

Al

*

-

(N=193)

.92
.88
79

et

,e91

.85
.88
.86

".86

o§7
.76/
» 15

A )

Interest .

Scale

1. Laundry Service
Light Industrial

n
Y

3.
4.
5.

6.

Te
8.

Clerical .

Personal Service

Food Service

Patient Care

Horticﬁlturé

Hoqgekeeping

Test—Retest Rellablllty*

.Institutions Composites
(N—135)

" public Day
Schools (N=90)

s T2
«13
.68

V*Interval of 2-wegks

. (N=45)
.89
-« 87
.85
.78

/6‘
88

, 7

¥




»

¥

TABLE 6

Intércorre#gtions of the Interest Scales: Male Composite

a

Gyoups of Public Day Schools Grades 9-12

I

and Ungrade'd Institutions (N=3407)

‘/ ~ —
. . ' « . N '
.Interest 2 .3 ~ 4 5 6 T 8 . .9 10 11
Scale ) B_-Ti' Cl AnCr F S PCr Hc:rt Jan ,P Sv Ly M Hg .
¢ 1. Auto .42 =.13 =.16 .01l =.25 .06 —.05, =49 =.55 =.01
© 2, B-Tr —16 .00 -.29 .37 .26 .04 =.52 -.43 0L
.01 -.36 .04 .23 -.51 -.4l .25  i21 .06
4. An Cr .48 =.14 .59 .00 -.19 =21 =-.34
, 5. F s PO ‘ ~.03 =.49 '=.08° .27 .13 .27
. 6. PCr ~.50 =.39. .30 217 -.33
7. Hort , .28 —.44 =.29. -.09
8. Jen ] - .32 .06 .13
9. P Sv ' ' .23 =02
10. Ly .01
.
[ 4 N
L TABLE 7
’ Interco;cre.lqtions of the Interest Scales: Female Composite
.. Groups of. Public Day ‘Schools Grades 9-12 .
and Ungraded Institutions (N=3006)
Interest 2 '3 4 5 “6 7 8 |
Scale Lt-Ind .61 PSv FS PCr  Hort Hsk
l. Ly .97~ -.11 ~.40 .02 ~e29 -.16 22
2, Lt-Ind e - 13 -.03" ~.05 059 .23 ~.15
) 3. 01° ¢ c12 -.34 . . ~.04 -.21  -,52
4 P Sv K L -0l i35 -a38 =55
5. F S - . -2l =02 .02
6. P Cr \ ' K =58 =.26
\Z. Hort ) . «24
. & ,
- \ ! u ’
. 8% . |

Q4
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Sééple’#6'
. * READING-FREE VOCATIONAL INTEREST\ INVENTORY
o . ) ; - a ’/ i

T

o ¥ g ot . .
SR S
. : 1‘

1

\

.

1

4

. Numerical Code for Major Interekt.Areas -

~ - . |
— T . /> ./ .
. - oo T . / :
R . N , e ) g o
. Male - o - mmm oo ‘Female Y e ’
- ' / - - - .0\ ..
l.ﬂAutomotive , ) 7 l. Laundry Service, !
2, Building Trades ~ _ ; . 2. Light Industrial B
3, Slerical ) /» 3. Clerical Tt .
4, Animal Care - . ° &4, Personal Service .
5. Food Service- ’/ + 5. Food Service
‘6, Patient Carxe ‘6. Patient Care . ‘<
7. Horticulture © 7. Horticulture ' ’
8, Janitorial. - : 8. Housekeeping : a -
9, Personal Service \& _ ' Tk .
10. Laundry Service L. . \ » : -
11, Materials Handling . ) . 4 by ton
.~ Explanatiofit ~ A : . R
~ . In Male test booklets ‘all items keyed #1 are Automotive clusters. ’
,/rALi—iféﬁgdﬁeyed #2 are Building Trades items, - For each 6f the eleven . ’
male interest areas 'sketches are identifled by numerals located in the : J,,
lower Tight--section -of each pictorial frame, i e

>

E In Female test booklets all items keyed #1 are Laundry Service
clusters. All items keyed- #2 are Light Industrial items, ‘For each ﬁy E
of the eight female ‘interest ‘areas sketches are identified by numerals.’

> y . ‘}s .
Where pictorial items contain two different numerals located in
the frame, these items have been found to serve two different interest

’ areas, and have been k%ged accordingly.?

To determine an examinee's preference for each interest area,
count the number of times he (she) selects ltems that are keyed for
that area. Each item is identified. by key. For examplé, if a male
subject selects: 12 items keyed #l, his raw-scotre -on .the Automotive .
scale is 12; In like manner, a frequency count is made, for each of the ~
11 male’intérest scales and for each of [the 8 female scales, Raw scores .
pbtained in this Way are then converted}tolpercentile ranks by referring

to the appropriate Percentile Norms Tables déveloped for the inventory., .’
The percentile ranks allow for a direct measuremen{ and‘interpretation ’
of each subject's vocational likes 'and dislikes, . )
-~ - - ' . '- ﬁ i
. 7 -
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.. ..measures of intelligence, dexterity, personality and an understanding ..

~

?4

o .
vocational employment is\of crucial concern to both rehabilitation and

"of the background of the student and his family, Progress\within a,

THE EVALUATION AND MODIFICATION OF

o WORK BEWAVIOR OF EDUCABLE .ot C
MENTALLY RETARDED CLIENTS ‘

’ e LI
Jenry D, Chaffln, ‘Ed.D, . . .- ) .
Associste Professor of Special Education Administration , .

' ‘University of Kansas . . .
Lawrence, Kansas . . ¢é

3 »
. x v e

. Introduction ) ¢

»
a . . e

- \ .
The evaluatiorn of \behaviors which are ifportant to productive

\ .
. . \ [ . .
special education personnel, It is through evaluation that employment . ~<x :

potential may be assessed, vocational goals established, arnd progress
. . . ;*1.‘ ” ~ ! H
within a ‘training sequence determined. T ‘Y

. T

(Y

- * . - ’ g . )
~Recognizing the importance. of evaluation in program operation,
T net : \ ! cLe

school &ork-study personnel thioughout the country have e%tablished
proceduresvfor measuring both the work potential and the progress of
the individual student during training. The former usually invodves -
‘ . ; A N

-

s . , . Tl -

-y ' . . ,’"Yg ’)' < e
training‘program is usually-determined by the use of ratiﬁg‘scales or
L d -

forms wh1ch include such factors as erendability, 1n1t1at1ve, appear-

1

ance, work habits, and attitudes toward worka Though work-study

personnel realizé the importance of systematlc evaluatlon and make pro-

- tow

vision for 1t, procedures from school~to school vary,con51derably and

LN

usﬁally.are based on -experience-and subjective judgments rather than
- .. .- -

[ 1S

«
L4

scientific research., . .

N

Research relqtéd to: employment of the retarded is difficult betause
D

of. the dynamlc characterlstlcs assoclated Wlth the concept of employability,




‘in different businesses at different tasks allowed the ihportant variables

difficulties,

-«

. . . ",
'Jddgments regarding wocational activity must consider not only character- O A
- » /- . B
istics of the ‘'individual client, but also the type and complexfty.of the job .

« ”
- . s
. * ‘

in which he may function, and, in additionm, factors associatedwwith

D Y

, -
s « ¥ .

employer or sdpervisory attitudes. Considered Singlj, each of these factors

, / T e

present fornidable research groblems. Add the effects of interaction of

these variables and such research becomes distreSSingly complex. N .
The reseérch on evaluation and training of educable mentally retarded L ¥
, , .

clients reported in this paper sbegan in 1964 th first year of the
Kansas Project, ‘a 3 year selected demonstrati ptoject federally supported -

by the Vocational Rehabilitation Agency. The, purpoSe of the project was
to demonstrate the effectiveness of the combined efforts of Rehabilitation
and Eddcation personnel in habilitating educable*nentally retarded clients.
The resdlts of this prOJect are reported elsewhere (Chaffin, et al; 1971)

e . .

A primary assumption throughout the Kansas* PrOJect was that actual .

employers, observing and supervising student clients in their business )
' ) I : _ L
establishments, could provide meaningful and accurate assessment of '
- . . .o + - A hd
- . .
clients! work behavior. Therefore, from the beginning of the project each ‘
- ‘l’ . . . . . .

student was exposed to a variety of short, work experiences in the community

.

. as soonfas he entered the program., This e&posure to different supervisors >

\n

of job success, attitude of superVisor,'task complexity, and work enViron-
‘e ',S
men%,to operate differentiglly on each client. Despite the fact that we

A L]

had no relative measures of any‘%f these variables nor a discrete,meaﬁgrsh\

. P -~

of their effect on any client, general differences in the' work behavior

- "4

-of the clients were very obvious. Treatmenty then, of work telated

-

_problems was developed from employers' descriptions of the client's

Iy

111 -
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.With the above procedures as® standard for evaluatlon durlng the

-

prOJect, the staff directed cons1derab1a effort toward understandlng ) ,
the content of these evaluatlons, hop1ng some precision might be added. e .

to the evaluation and yvocational traihing procédurés of mentakly
' . 7

rétarded individuais. F1rst, the staff conducted a comprehens1ve
|

examination of factors whlch maght effect employablllty as reported e
in the literature. Secondl , procedures~were;out11ned whereby the
. = : ] '
Lo | .
- staff collected descriptiye accounts of behavior associated with .

successful and uneuccessful student& in- the project. These behaviors

*were incorporated into two d1fferent evaluatlon forms and systemg;xéally . ) .

* .

researched. ‘ﬁ‘final effort involved the consideration of a single
variable (production rate) which the staff believed to be highly in-
N fldential on the.employer's judgment of succes®ful and unchcessful . .

empfoyees: Each of these approaches is considered separately below. . .

» ¢

~
»

Review of Factors Affecting Employability.’ .

as Reported in the L1terature - . o o,
. o ’ ~ | I B .
. Many investigators . have attempted td isolate spec1f1c factors f‘l" - -
affectlng the employablllty of the educable mentally retarded. Slnce o f/:
b
complete reviews of these 1nvest1gat10ns may eaS11y be. found, this . “ . ,

will not be attempted here. The most comprehenS1ve of;the reviews on .

. M P . 2

‘the subject of employabilityvis Windle;s z1962) monograph which includes |, /f
- * !i

nearly 300 references., Other reviews may be found in the work if B j )

‘Tizard, Litt and 0 Connox (1950), Shafter (1957), Kolst‘? (1961), and

‘ A

Vance and Cegelka (1970). R . . L
v Kolstoe (1965) and ‘other investigators have pointed out that 0.
. ] ?:: 1 ’
studres of,specific factors related to employability of the mentally - . ‘a
. - p v . * . - ‘ . - . t
/ N . \ - ’
e . .
' “o112 - . "

. . - %,;(ﬂ‘ifg "
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- L f \

retarded often present confusing results, The contradictory nature of
. , e : . N

these‘studies is best illustrated if each factor presumed by investigators ,

fo affect employability is copsidered ingependently oflother factors,
’ Fragmenting the studies in’ this way may Timit the reader's understanding \
Bt - q . ! ’
S U : R /\
of the study, as .a whole, but it can be justified becaise of the readiness

/

. . o R . . i L
with which, the effect of a particular variable on employability can/be
. - o . ! I R N -

» - - N . . - i i ,

examined, - o C - ‘
¢ . . A B o I L '

[ s - o
Intelligence 3 - * ~

!

Studies reporting on the relatlonshlp between 1nte111gence and

~ l‘
H

e loyment success have shown vaxled results. Flve 1nvest1gatlons, Abel

(l?&O),‘Baller (1936), Collman and Newlyn (1956), Jackson and Butler (1963), B

ol / _ N
an& Phelps (1956) found a s1gn1f1cant relatlonshlp, while e1gh khers, )

Baer (1961), Bobroff (1956), Cowan and Goldman (1959), Han;i\er 21951),

. Kolstoe (1961), Madison (1964), Voelker (1963), and Shafter (1957) found

IQ to bq a non-significant factor, The wide range 'of IQ stotes stu41es
and the fact that task cgmplexity (and its relation to I1Q) was never

& .
consrdered (Kolstoe and Frey, 1965) sérve to further compllcate this 1ssue,

-

however, a general consensus would seem to be that any IQ from 40-80

will not 1nterfere w1th employablllty if job selectlon is carefully done.
] t ’
" It seems llkely, though, that opportunity for placement should be greater
- 4
if IQ increases.,

Chrof8logital Age _ L

The results of studies considering this factor as it relates to .
1)

-

,emplqyability have also-been equiVocal. Kolstoe (1961) found that the

.

mean age of employed clients was slightly less.than the mean age of un-

employed clients, whéreas others, Deno (1963) .and Hartzler (1951) have

v

2 T s s .

','» . , : ‘r"-f ‘:113‘ . . -

N .
»
] i 3

N

o
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found that older clients were more employable. NEff‘(l959) and

\

. x§hafter (1957) found no significant relationship between age and
7
employabilityo : . .
These f1nd1ngs are not so 1nconS1stent when one examines the -
’ ‘ P °
g actual ages of clients studied., Both Neff and Shafter, who found»

', age was not an important factoxr, studied previously institutionalized
. . - . 7 "
i - - .
¢lients of an employable age, Kolstoe's subjetts were between the ages
. ! ~y ’ o .ot
) of’l6 end 40 with a median of 19 ahd,were referred because ‘they w%re,

considered unemployable by>the counselor in their local community.

I -

 The fact that a younger age was associated with successful employ-

r P
¥ PR N ,

‘\ment in thlS grOup may be an 1nd1cation of less resistence to ;

_;‘ . training rather_}han ‘to age Qr maturity. The Minneapokis study

(Derio, 1965) involved clierts between theé ages of_l6»and'24 wilth-a -

» - = A

" -, Mmean of 20 who ‘had left school two to five years earlier. Thus,. the ° -

‘~older clients may have had more opportunity to find a comfortable -
\ . < . 4 . ' v ’ -
-, place in the employment world All other factors being equal, age

-

alone 1is- probably not a critical determinant of ‘employability, . ) . -

\

. assuming that the.individual is of an employable age.

- . .
. M .

School Achievement . , . _A ) : N )

- . % . . %’

School achievement and how it relates to successful employment ‘ :

¥4 . . “
has been studied by Cowan and Golmar (1959), .Deno (l965), Green (1945), -

- o Madison (1946), and‘Shafter (1957), all of whom found no relationship. ‘ .ot

However, Voelker (1963) reported ‘that h1s employed subJects had |
.,“ significantly higher scores in reading and arithmetic, while Kolstoe ‘ ’
. (1961) found that his unemployed subjects had slightly higher-

. achievemenE’scores than the emploxed Statistical significance was




%

[ B

K

«
»

«®
B

. z, L . . _
not found,~h§§§ner. Erickson (1966) alse found school achievement re~

lated toLempiayability. Numberx gf'years_spent'in:school wai}aiso found

P

» . N Fy ’
to be,non}gignifgéant by Kolstoe (1961). :and Shafter‘(1957), whereas the

o Minneagﬁgis Study (Deno, 1965) found no re1ationship in the gfsup studled. -

) The data s ugpest that successfully employed :etardates have learned
their skills SOmewhere.other.thanlschqoi andnthatxschoollenyixonment, which

) . . . . . . N 3 ." /
is characteristically low, is not critical to job success. The evidence

regarding these factors is far from clear and further study is neéded,
T e

A > ‘- Iy N . : L4
since it seems logical that increased achievement would increase the range
et v
* T : N .
of vocational opportunities. . : . ' X

Influence of ‘the Family e

. Influence of the familyAasVit'feiates‘td'the employability of the

retardates has been found to be of significance by a number of investigators.

s

Cowan,and Gbldmap/(1959) do not directly consider this problem but suggest

tTt:jﬁTT?ﬁ“pOSltiVe or negative influence does ex1st. "Stability of the home"

M

has been,referred to by both Abel (1941) and Green (i9§i)iasia fact;r’
related to successful employment. - In agfeement are Jackson and Butler (1963)
andeoelkef"(19g§9 who report continuity of home life as significant and
”Neff (1959) who found that "good andﬁnoderate support" from the family was’

?fqund among a largé fumber of his successful workers, Madison (1964) also

;
BV
e
>

ffeports that "family contact‘during work placement" wasﬂsignificant in his

stu&ﬁ; It\seems appropriate to coaclude, therefore, that a stable home,
supportive of the'fetaerd individual, is apparently important to his -
iy . - S ; PN - \ .
eventual success in employment. N

. .
a - ,* ? - -

Personality ’ o
- g ; . el w
= There can be little doubt that ﬁersonalit} is intricately related to
“ P ) —_ i
; ; e T
. g ’ ‘._ A0
- . o+ 115 o .
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“ the employabillty of the retarded° Specific personality characteristics

have been mentloned as determlnants St Job success by many 1nVest1gators.

.

Emotional stability has been cited by Bronner (1933), Gunzburg (1958),

~ ‘ N N . ‘v~ )
_ and- Hay and Cappenburg (1931). Gregariousness was found important by
_Hegge (1942) and Whitcomb (1945) though not by Shafter (1957) who men-

. tioned obedience and truthfulness. Abel (1940) emphasized the importance

4 SN
of .ambition and self-respect in suecessful employment, °

. - -

The MinneapoXis Report (1965) has c1ted "1nadequate, handlcapplng

att1tudes anJ mot1vat10n patterns as contrrbutlng to the JOb termination

of 56% of the clients studied. Attitude gnd motivatién are again men-

" tioned by Thomas (1965) who adds "poor social judgment,"
. ] . * g .

Some attempts bave been made to objectify the influence of person-

ality“factors on job success. Sarason (1943) used the Thematic Apper- .

Jgeption Test with a group of twelve high-grade mentally defective boys

and reported that the "data derived from the Thematic Apperception Test

3

can be of palue in—the all-important task of placement,” Bot as
Patterson (1964) 1nd1cated he (Sarason) Ndoes not speclfy Just how they
can be of value." Some other stud1es (Connors, Walkon, Haefner, and
Stotsky, 1960; Stotsky and Weinbugg, 1956) have used sentence completion

type tests to relate personallty to employablllty and have been only

.

moderately successful. . . .
More objective data is needed to|provide information about the pre-
cise personality characteristics which may be important to vocational

e , -

success’, « However, research has.indicate§>;hat a rating of subjegt{ve
judgment regarding personality (or personl adjustment) can be pre-

~dictive of employnent succes;y(peno, 1965; Voelker, 1963; Warren,;l961).

> -
: . N *
. k&3
A
”
.
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While subjective judgments seem to be most accurate, a poor employment
prognOSis based ot an individual' s'personality or personal adjustment is

e " not eaSily translated into 4 corrective instructional program, Perhaps

' .
- R -

'§ ) this is. why Windle (1962) has contended, T \ i

Personality. sometimes appears ‘to. be the last refuge of
' . the mystic., This unchatted jungle of hypothetical constructs
seems to have taken the place of the soul ig Teligion and -

) . ) free will in common sense.' Behavior which cannot be explained
. : on the basis of intelligence, education, physical 'skills and ‘
« other known variables is usually referred to: personality. In
e the Field of mental subnormality, personalitv is especially

likely to be used as an explanatory crutck,

o s " Figure 1 providesla'summary of the preViously mentioned studies, -

o~
+
. . - v :
. : ”
. e

! - Behavioral Descriptions’

. .
k4 '

Py ’ The review of -the literature failed to reveal any specific Eactors

~ which were’distinctly indicative of employability, with the two possible
exceptions of the areas of home influence angd::pérsonality. ﬁhife'Windle's

P »

caustic remarks about the latter factor may be somewhat justified, most.

authorities agree that pep&gnality characteristics of an individual are

" important to his job success, However, thesg characteristics are niot

v ) sufficiently differentiated‘to allow the initiation of a specific modifi-
)

‘ cation program. And- measurement of personality variables, especially with .
. i ’

the mentally retarded, is virtually impossible. Altering home conditions,'
the other factor possibly related to employability, seems unlikely,

especially at the senior high level.»c ' . -
ObViously lacking from. the review ‘were descriptive accOunts of -
B /
e behavior which might be associated with successful or unsuccessful employ-

ment. In view of this, it wis determined by the*staff‘that accurate,

/

. . - s, ~
. behaviora iptive—accounts; reported in narrative form, -should be- - —

o , 103 - . e
3 . . N e,
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* . . Fig gure 1+ . . v
. ', FACTORS AFFECTING EMPLOYABILITY
w " ~// .
. Factor Variable S Related to sticcessful Not related..to successful
S P employment employment
¥: Socio E¢onomic Status Rautman {1949); Low *  .finneapolis..(1965) |
- Kelstoe (1961); High sal,
2. Chronological age Hartzler (1951) 0lder; - o Neff (1959) )
. DU : Minn&apolis  ( 19655 Older’’ Shafter (1957)
’ Ko]stoe (1961) Younggr« o
Intelligence Abel (1940) o " Baer (1961) "
N Baller (1936) Bobroff (1956) ]
-Collman & Newlyn (1956) ‘Cowan & Goldman (1959).
: ""JaékSop & Butler (1963) /Har;zlér1(1951) .
Phelps -(1956) Kolstoe (19671) .
K T *  Madison- (1964)-
. , McIntosh (1949)
‘ Ty Shafter (19579 - .~
4, School Achieverents Voelker (1963) " Baer (1961)
~ Kolstoe (1961) Cowan & Goldman (1959)
- Minneapolis. (1965)
- ‘Green (1945)
. A Madison (1964)
e Shafter (1957)
5. Yéars in School . Minneapolis (1965)  * Kolstoe (1961)
— : . S ’ . -Shafter (1957)
Baer (11961)
-Years .in Special Class M1nneapo11s (1965) T Baér'(1961)' . -
’ ' " ©  positive ) .
) Kolstoe- (196T)
‘. , .-negative -
. , - L= )
Stability or Continuity. Abel (1940)

7.

of Home Life

-

Cowan & Goldman (1959)
Green (1945)" -

y Madison (1964)

Jackson & Butler (1963)
Voelker (1963) : -
Neff (1959)

1182 N
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‘as little as possible, For example, to ask if the student. has a "clean

"=

céllécted dn all clients. Hopefully, these behaV1ors could be analyzed

i -~ ™

later and S1gn1f1cant behaviors 1ncluded on the evaluatlon form, .~ 1

The initial evaluation form used in the Kansas Broject was developed

.

‘by_Kolstoe (1961), This evaluation form included .most of the presumed

» - . . .

v
4

characteristics needed for succeéessful employment that were included in

LI .

other evaluation~forms and~had the further advantage of being researched

by both KolStoe (1961) and Warren (l9bl)* This form (see Appendix A) was
3 * i
used for about six months - until the staff had had sufficient, experience
’ .

to make some meaningful.changes,

-
*

After a consideration of problems of evaluation up to this point, a

-~ =

5

number of things séemed obvious to the project staff. First, when evalua-
tion procedures provide excessive structure to the inter?iew situation, the

employer is more likely to respond as he "thinks' the interviewer wants

B .
-

‘him. to, rather than expressing his real feelings about the emoloyee. It is

poss1bleathat too much structure makes h1m uncomfortable, thus altering his
responses, .or it may be that excessive structure creates an atmosphere that

<

reETECts\a,formal "grading" situation for the employees Therefore; the
employer may modify his responses in favor of the employee so/that the
L ,

&

client will receive a-''good graHe"rat-schggli__~*-_;\\\\a ‘ ;
' Next, it was ohvious that .the evaluation tool should~be as short as

~
DS -~
-

. N \\ -
possible but it must retain thorough. coverage of all relevant areas.of

-7

P

E
employability., An-efficient evaluation form 1nclud1ng these areas 1s

‘A
o *

1mportant for conserving t1me for both the 1nterV1ewer and 1nterV1ewee.

~

In order to insure that all relevant areas are cons}dened during the

d ) 1 . ’ .
intermlew, some structured items are necessary, However, these items -
14

should be presented in a way which will influence the employer's responses

s
-

—




b

. ‘1’<: « ' L] L] i . " I -
and- neat appearance’ suggests that these qualities are a requisite for )
! ” ) N ) [ ’ ’.&

- : “ } / e e
thaE;jobf It may be better to ask if a student employee's appeardnce ,*

AY * -
is "appropriate" for the'job, If'thé answer to this is negative, then

.- » - * T,
-a specific example as to "why not" shoulo be el1c1ted from the employer.

A . / R
A final séction to .Serve' as a criterion reﬁgrence or val1dat1o9 of
Pllad 3 ‘.

other items is most essential, This statement wouhig?fmly ask the

. employer, 'Would you be‘as W1ll1ng to hire the studenjfas&ybu would the w
. ‘ ; <

average appllcant, 1f the job were available7" Prev1ous rggearch . A
’ .!‘ \'*9 . . ?’ .

. (Kolstoe, 1961‘ Warren, 1961) has shown ‘this subjective response to be

- . ’,

pred1ctive of later employment at. better than ,01- level of confidénse. A

.

\
R "After a‘consideration of these factors, a new evaluation form:wa&& .
N . . . * ,‘ “ :

v
ps )

constructed.. A research de51gn was -developed which used this scale and““ .
o - e e
* was dirécted toward the explorat1on of speC1f1c character1stics that R~:$_;

[N ~ .

. s : i1 : . . § 4
might be critical to employability. 'Two studies were carr1ed‘out,.the\ .

second being a partial replication of the first,' They are reported below. .

. .
. N .
“ - N ‘ . s . I " % cafrgs
. . . ' SN

,

fl

. . Determining Critical Aréas of Employability

v Vo . R M &~

Study ﬁi .

Al

. en

Background o ‘
q _From Fehryary 2, 1966, through March 1, 1966, thirty-nine:work o

-, ; . Coe , \
- sample evaluations were obtained on™3l special education students from ,

'éhawnee'Mission North and, Rosedale High échools. The following is/a o ‘

statistical analys1s of .theé data result1ng from these evaluatzons. ) ‘ .

- i

The evaluat1on schedule. used in. this investigation (see Append1x B)
~-——consists of four sections, pect1on one required employers to comment ) -
s, 9 . ‘

spontaneously on .the stgﬂent S performance. Section two asked for the

> -

H + -
. I3
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~
b

Ao

student's strongest asset and his greatest liability. Section three con=

sisted of behavioral,statements to be checked. as descriptive‘or’non~ -
, . . A * . ke “

descriptive of the student in question. The final Section, which was ..

-

used primarily -as a criterion 1ndex, asked the employer whether or not the

- ” «
.

tudent was. con°1dered employable as .a paid worker for the posltlon. /

- ’

: r
The evaluation schedule’s wexe administered to the employers by a

project Staff member, With one exception; all evaluations were ©btained

‘by the vocatlonal rehabilltatlon counselor. In general, the administration

N . "

of. the evaluatlon schedules was approached in'a fleX1ble manner, with the / ¢

interviiewer modifying questions when'’he deemed -this necessary; Below the

general findings-of the investigation will be discussed, . o -

O

‘ - ' ] N
0f the 31 students, 23 were from Shawnee Mission North and eight were

’
bl Ond

irom Rosedale, Two evaluations were obtained on. eight students, all of : : I

whom were from Shawnee ‘Mission North, Thus,. 39 evaluations- were obtained
¢ 4 T -

from 24 different'employing agencies, -

.Me thOd’ - ’ - ’ ) z

The data wére broken.down in terms of employable (E), quallfied
employable (QE), ‘and non-employab;e (NE) students. Analyses of variance !
&ere performed on- IQ scores and.chronologlcal.age which revealed that_the
three groups .did not diﬁfer.significantly-on these ‘variables., lnspection*
of the number:ofida?s emplo?ed revea}ed the data for the employable group

' bto‘be markedly skewed. Theréfore, a mediam, test was applied, which | ) ,

revealed no‘slgnlficant difference among the three groups. In addition,

;
0o, . g

jit was’observed that while 7 -of the 8 Rosedale students were cons1dered

- ~

employable, only 5 of the 23 Shawnee M1sS1on North students were considered

"

employable, -A chi square analysis revealed these differences to be sxg

nificant beyond the ,001 level. o
oW ’ ™ o

* - o ~ . 14
. . - . . -
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Item Analysis ) \\\\\ . \ . e
' g . : R N ‘
The 13 items included in sectibn\three'Wepe subjected to chi

a3 S
;»

square analyS1s, with employment potentlal as~t e cr1ter10n.\ For ‘the

purpose of the analyS1s, the employable and,quallfied emplQZaB‘e

groups were combined. The results of- this analys1s are’ presented in

N T
Table I. .

r .
M \

Inspection of “Table I reveals that three items were significant
at the ,001 leyel, thfee items were significant at .the (05 level, and
- ' ¥ :

" one item was signifigant dtnthe .02 level, Six other items were

K7
¥
clearly non-S1gn1f1cant. The thrée most s1gnificant items concerned
h 0“4 . R . . 3 m—

the, student s abll@ty to work W1thout superv1S1on, the quality of his
CA

wotk and’ his prpduction-rate. Other s1gnificant items dealt with the
student s perseverance, his lack of d1stractab111ty, his ability to

work without "clock-watchlng, ' and. the student's appearance.
. : 4 7

>
Preliminary Conclusions: - *. - ' . .

.-
.
3

.1, With the present sample, IQ, CA, and number of days employed

were<riot significantly ‘related to employment potential,
. .

- 24 Seven of .the thitteen items exceeded the .05 level of signif \
ficance, Six of.these items were retained for inclusion in a
the second form of the evaluation schedule. Items four and
five ‘'were somewhgt'redundént and were combined to make one

< . - . Y Y . .

item., . e

4 ’,‘ - .

3. There appeared to be some small-differences between employable
and‘nonfemployable students in percentage offliabilities‘ﬁalling
in various categories., It was decided that since this data was

relatively unstrugtured and would distgibute itself into a

number of categories, it could f_)g‘analyzed better when combined *

with similar data‘from the ensuing study. o
’ ' ' 122
P i 408
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e . TABLEI .

- PROBABILITY LEVEL OF :
“ITEMS WITH CRITERION OF EMPLOYABILITY
Cos o - ) U R T . - P
T. ‘Student's appearance is appropriate for job. .05
S 2. Student catches on to skills more s]ow]y than-
- average (non-retarded) employee. NS
. 3. Student finds something to-do or asks supervisor ¢
el for another ass1gnment after first task has been
. -completed. NS -
s “~Student . is able to pers1st at a. task without A ‘
' becom1\\ distracted. . .05
5. Once student gets started on task he finishes it. .05
6. Student works ‘well without supervision. .001
) 7. Quality ‘of student'Wgrk coincides with supervisor's .
expectat1ons for averagé (non-retarded) worker. .001
8. Student is a CTock-watcher: .02
9, Student's rate of production compares W1th
. superv1sor s~expectat1ons R .001
10. - Student is able to get along with superv1sor
, adequately " NS
11. Student is able to get along w1th co-workers
. adequate]y, i.ev, little or no-friction. NS
12. Student's punctua11ty s about ‘what would be
. expected of average employee - i NS
° 13. Student's attendance is -about what wou]d be .
B ‘expected of -average- employee. NS .,
R
- - 3
P

¢ ?\{af’?‘ 10)9
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Study #2

-

. To further study;critical areas associated with employability,
- . ¢ ]
a partial replication of the first study was .conducted. Retained

for the second study were the seven questiohs previously determined
to be s;gnlficant. Questions two and three were rewritten and

' . -
presented. in a different form, and éleven new questions were added.

-
L

Procedires for conductlng this study were identxcal to Study #l,

»

All evaluatxons obtained on students from March 2, 1966, through

April 3, 1966, were included for statisticdl analysis.

o

Of the 36 students in this study, -30 were from Shawnee Mission

North and sikx were from Rosedale. Two evaluationS‘were‘obtained'on
nineMstudents, all of whom were from Shawnée Mission North, and
three évaluations were-obtained for one student. Thus, a total of

1
.

47 evaiuations were obbéined from 21 employing agencies;

The data were broken down in terms of employable (E), qualified

employable (QE), and non- employable|(NE) students, An analysis of

variance performed on IQ scores and CA revealed that Lhe three groups

once again were not significantly different on these varidbles, As

1]

in 'Study #1, an fnspectron of the nimber of days employed revealed

data for thefemployable group to'be-markedly skeWed. A median test

was applied and signIficant differences among ‘the groups were found '
(P— 05) It was observed thEE"While four of the six Rosedale

Qtudents were considered employable, only twelve of the 30 Shawnee

- . - v

Mission North students were considered employable. A chi square

analysis, however, reveaied°;hese diffefences to be non-significant.

»
-

Item' Analysis ‘ w .

The 19 items'inqitg in section three were subjected to chi-

%




’priateiy, and responds well to criticism.

?

~,

S v, : . >
square analysis, with employment potential as the criterion. For the

purpose of the analyS1s, the employable and qualified employable groups

~

were combined. The results of this analysis are presented in Table IL,
\ . 2" . . [
.. Inspection of :Table II reveals that only three of the seven items
. e e — 4
retained from the previous study remained significant. These items x

t

pertained to the student's appearance and his quality and quantity of
work., The four other items retained from the .previous study because df - .

their significance proved non-significant. These items referred to - .

s
*

" and two-items pertaihing to

l’ o'
working without.supervision, "clock-watching,

distractibility which nere combined in the second form. Three additional
itéms were found to be significant in this study: These were questions

relating to the student's personal -initiative (.05), Following instructions

[N

e 01), and conforming to rules"and policies of,the company (.01). Eight ' :

-

other’ questions were found to be non-S1gn1f1cant1y related to the criterion

~ v

question. They -were: able physically to do the work, seeks unnecessary

.y

assistance, verbalizing disiike for thé job, withstanas job interruptions, T

-~ [

.

easy to get along with, listening t¢ instructions, 1nterrupt1ng 1nappro-

0 1. N
KA . " ¢

.

Conclisions - Studies 1 and 2 , .

Q and chronological age were found to be unrelated to employment
“potential, confirming the results of the-Study ##1. Number of days

' employed was- found to be significant in Study #2 while not-in #l.
R . 3 “ 3

Study #1 found that students from Rosedale were apparently more

A"

-

employable, but this was not confirmed in this second investigation.

2, In view of the fact that eppeaganoe; quality and quantity of work

were found to be significant in both studies, it is logical to conclude

-
.

. A
oy they are important areas of employability. However, the data also

v
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TABLE IT = -
PROBABILITY LEVEL -FOR ITEMS NITH CRITERION
OF EMPLOYABILITY @

[y

-.

4
Te

10.

1
2
3
4
5
-6.
7
8
9
0

1.

—

12.

3.

14.
15.

16.
17.

b

18.

P i 7

Is the student's apﬁéarance appropriate for the job?
When required, can the student.stay at a job for a
long period of time without being distracted?

Doés the student work well. without supervision?

Does the' quality of the student s work meet emp10yer s
standard for the average worker?
Is the student a clock-watcher?
Does- thé student's rate ‘of production. meex employer's
standard ‘for the average wdrker?

Is. the student physically able to do the work

Is the student mentally able to do the work?

Does the student follow instructions? .

Does the studeént:know and follow the ruTes and/or
policies for, your company? l

Does the student frequently seek assastance for mingr
work probleins which may have been solved without help?
Has the student ment1oned that he does not like the
job?

Can the student be interrupted and still maintaln

‘efficiency?
. Is the student easy to get along w1th7

Does the student exhibit personal initiative?

Example either case. -

Does, the student seem- to 1listen when rece1v1ng
instructions? .
Doeg’ the student fréequently 1nterruﬂt 1napprogriatety?
Does the student respond well to criticism?

/05
NS

NS

- 001\-
NS

.01
NS
NS
.0
.01
NS
NS*
“INS
05
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: - . ' suggest that the presence of any of these characteristics does not |

insure employability, since between 30 and %0% of the students

-e

receiv1ng a favorable rating on these items were also considered
unemployable.
/ 3 The fact that upon replication only three of the previous seven

. 51gnificant items were confirmed resulted in a careful examination
A
of ‘the research method, The lack of- reliability between the two

% - ) P . 5 .
¥ studies could have been due to a number of variables associated.with

. ~ selection of students, variety of employer's -gttitudes, and the

" type and complexity of the job, Theseffactors would appear to in-

.. . fluence the outcome of this 'kind of research to the point of making
: ' ) 5 - g '

- : it unfeasible unless they are controlled. However, control of these

. ' o factors would likeky result in rather sterile fiﬁdings since the

<
T

functional objective is to have:an instrument that can be used with
any retarded subJect’in any tyﬁg of JOb working under any type of :

supervision. L . Id
’ e . x - ’ i .‘_ ’} ) .' . . FYRR]

. T Analysis.gg Employers' Comments on .o
T, Client Assets and Liabilities ’

;A‘ ‘.l L . ) . . = ‘ : Stud}: ﬁ ) ¢ v " ~

/ . . '
v ' oL The results of the first two e;udies were somewhat disapp01nt1ng in that

\ . N

- only three of ‘the seven significant variables associated with successful

employment were’ confirmedvby the 'second study. This finding suggests those .

# *- LN

- ) variables not confirmed 1n Study #2, though important are not clearly critical

a2

to employment success when one also considers the variables of em loyer

A

‘ attitudes,_job task, physica1 work environment and atcitudes of /other employees,

has

- : Coo.o127 ‘.

) « < y{':é‘“», - » " '. .
CERIC e i . '
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Figure 2 illustrates this point. The client characteristics in the

shaded area are critical only in rélation to the varying.characteristics
. L » ! ‘ - L '
‘of the work envirqgnment, The three employee characteristics in the
U . " . -

. non-shaded area remain important to successful -employment despite the b4

e

characteristics of the work environment. % -
. ] /

'An add1tional investigatlon of cr1t1cal characteristics associated
with employabllity 1nvolved the ana1y51s of employer responses ‘to the

questions: "What—do-you.consrder the student‘s strongest asset re- :

‘garding the job?" and "What do you think is,the student's'greatest .

liability?" '

Y

Evaluation forms from both Study #1 (N=39) and Study. #2 (N—h’) were

included in this analysis (Total N=86)., Three of the forms did not have N

A T -

respnnsed to the question related to greatest asset and 12 forms did not

prOV1de data on the greatest llabilaty of the student. Thus; “the current

b . AN - )_. <

’ analySis contains 83 employer responses to. greatest asset and 74 employer ;-
. . . : PR . ‘ . ~

+ responses to the ¢lient"s greatest.liability,  ° : | : x
., Tesp £S 8 . y s
» N - ‘e

A careful study of the 157 employer responses resulted in the

formation of six general categories suitable foregrouping the individuai .
. . . . i . . . 9': -
responges, . The responsés were then placed into each general category

and further identified as to whether the response was a liability or an’ “

asset and if the client being rated had been judged successful oxr non-

.successfuleor that particular work experience, The results of this . * - .
M . » . . R

study are summirized in Figure 3. : : L

s
4 % .
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Two important f1nd1ngs resulted.from this investigation.

.

l. Statements related to job skills are predictive of, employment

‘success,

2, Employers in an unstructured situation tend to talk about

personality (Cat. C 38%) and attitudinal (Cat. A 29%). variables

even though they are not critical to later judgment of success

' ‘ . ) - <

Or non-success, . o *

7 ’
. - . Al
.
. A4 -

< Production KRate a

as

a Variable of Job Success

~  Study-#4

<

"

T All of our research up to this point has suggested areas relating to

job skills as being very impoftant for job success, a finding so obyious to

+

most.of‘us that it seems almost inconsequential, It should be emphasized

N N . . e
though that past research or*literature'?elating to employability of the

.

'retarded in almost all cases/ignores the area of‘job skills and'emphasizes

the importance of persOnaliﬁy and attitudlnal varlables. While the author

-

admits the importance of the personality and attitude, the results of the,

. %
current research make them suspect as far as the predictive aspects of

.

-employment are eoncerned. And too, they dre extremely 'illusive in terms of

”

current. tools of measurement.
- Study #4 further investigates the importance of job performance. A

description og this study as reported elsewhere (Chatfin, 1969) is ‘included

here on the following pages.

v
i . ~ ) ‘ 2,

.
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Abstract: This study investigated the importance. of production rase of
mentally retarded clients as an influencing factor in their employment success.
In Experiment I, the-production-rates of 10 pairs of clients (10-suécessful
and 10 unsuccessful) were conipdred..Experiment I.involved increasing

the production rate of previously unsuccessful clients and decreasing the
production rate of successful clients, The-results of this :study

suggest that production rate was. important to. spccessful employment

and awas sensitive to modifitation procedures.

. THE production sate or actual working
/ability of the mentally retarded is a factor |

largely neglected by research‘egs4 concerncd
with the employability of the -menully re-
tarded (Windle, 1962). Instead, researchers
have focused-on various social 6r personality
variables with resulting agreement. that these
factors play an important role in-the em-
ployability of d}e mentally retarded.

The accurate assessment of personality. fac-
tors i’ difficult and their relationship to job
success is hard to substantiate. Windle (1962}
suggested that explanations of  behavior in
terms of personality are frequently used to
“disguise i lack of knowledge [p. 26)," and
P’atterson"(l%j) noted in his review of voca-
tional’ assessment methods for the retarded
that “neither - objective, nor projective per-
somality tests appear to be useful in . evilua-
tion or-prediction [of cinployability] (p. 142)."

Several invéstigators have observed that cer-
fain inappropriate social behaviors adversely
affect the retarded individual's production. In
a workshop experimenit by Loos and Tizard
(1955) the subjects’ outpur was observed to

X

-
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be Jow because “too little time wis spent ...

in work and too much time in talking, sing-

ing, looking at comics.and doing nothing [p.
401],” Gorton (1966) noticed thg differential
effects of social interaction ory’p}r;)duction in
the subjects he studied. Although the obser-
vations were not.quantified, Gorton suggested
that the. more complex the social interaction
and the more difficult the rask, the greater
would be the effect on production. Using
operant techniques, Lent (1965} reinforced’
only appropriate social behavior and observed
significant increases n the subjects’ produc-
tion rates. No studics. were found dealing with
the production ratc of mentally rctarded
-workers in acompetitive work setting.

The .purpose of this investigatioin was to
study onc variable: production ratc and .its
iffluence on cmployers’ judgment regarding:
the success or failure of retaried adolescent
workers. More specifically, the- questions be-
ing considered were: (a) Do retarded work-
ers: who are judged. suceessful by their em-
ployer have>a higher production rate than
rctardcd?workcrs who are judged -unsuceess-

A

»

I

~
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fnl in the same-joh® (). \Vi]l a formerly suc-
cemful worker I ;m!bul as unsuceessful’ if

. his preduction rate deereases significantly, and -
comversely? (¢) Will x forierly unsuccessful
worher be judged as suceesful if his produc-
tion rate increases slbmﬂ aitly?,

Method—Esperiment |

All-students who were cnrolled in the Kansas
Special. Education and Vocational -Rehabili-
tation Project (Chaffin, Haring, & Smith,
1967) were-considered -as -possible subjects for
this study The project provided work. study
expcncnccs for cducable retarded high school.
students in” two Kasisas school districts. At
the time of the mvesng:mon. 58 mdmduals

) were enrolled in the program. Each of these

students was: prejudged by the project staff-
#s. being probably successful -or probably un-
successful in their next work assignmenc. “This
' judgment was based on the student’s work
‘record--and other information from his case
file .including -school- rccords, social hlstory.
» and psychologlcal and medical data. Cate-
gorizing' the students in this way resulted :in
35 students being classified- as “probably -suc-
cessful” and 23“being .classified as “probably
unsuccessful.” Out of the total population; 10
pairs” of students were selected by the staff as
sub)ects for the first experiment. Each of the
10 pairs consisted of one successful and one
_unsuccessful student. Shb,ects in each pair

were’ matched on previous number of work

placements‘ 1Q scores; and chronological age.
‘Each p:u' was then assigned to a work place-
ment in thé community, and thc employers
were asked to judge:the students as successful
or unsutcessful following 2-weeks of work. In

on¢ case, an.employer judged a “probably un-
successful” student as successful. This resulted
i laccmcm of another “probably- unsuc-
eessful" sub,cct on- this job who was subsc-
qucmly Judged unsuccessful bf(hc cm loycr
Thus, cach of the 10 pairs-findlly selected for

. comparison -consisted of one successful and

onc unsuccessful sub)ut as ,udgcd by their
‘ unplo)cr after, 2 weeks. Fach pair worked at
the same job with the same supervisor in the
same work environment, thus controlling the
variables of work environment, task complex-
iy, and attitude of supervisor within pairs,

Pl Y

A

s

but not between-pairs, since cach pair wm‘kcd
ata. ditferent job. Fight cployers supplied
thc 10 jobs which included packing ¥eterivary
supphu, folding towels and surgical gowns,

preparing and wrapping sandwiches, sacking,
_ and weighing candy, assciubling boxes, solder-

ing simall -clcctronic -parts, aid packmg and

stoting milk contaiucts. Each-subject worked. -

2' hours -daily for. 2 wecks. Employers who
did not routinclughcep individual production
records were asked to do:so and-record forms

S . <
werc provided.

Following the subject’s last day of work,
an interview was held with cach cmploycr
and 2 work.evaluation form. completed. Dur-

ing -the .interview, -the. employcr was asked if

he would hire this student as he would’ ‘the
average applicant, pr p“o’ﬁdéd the- ;ob was avail-
able. Thls was the-critcrion quesnon for ' the

final- placement of the subject ‘into one_ of- the *

tWO groups:. If employers .responded. in the
affirmative, " the -student was considered suc-
cessfal,.and if the employer responded nega-
tively, .the student was considered unsuccess-
ful.

Results—Experiment |
The dadwproducuon rate of each of the 10

pairs of students was' computed and the dif-
ferences statistically compared- with the Wil-

coxen Signed Rmk Test (Siegel, 1956); An
nnalysns of the resultmg scores revealed that
in every case the subject Judged siccessful

by his employer had a higher production rate

than the unsuccessfgl ‘member’ of the pair.

_ This differerice was.statistically significant at

or beyond the .01 leveliin 9 of the 10 cases.
Figure 1 compates the daily production rate
of the successful and. uusuccessful worker for
each ipair of subjects in Experimenc I In one
case (pair 8) there was nv significant differ-
ence between the successful and unsucccssful
subjects. "gus ‘was due to a mjnor hand'injury
of the :successful subject on the exghth *day,
which. resulted in a sngmf cant decrcase in:his

,pcrformancc .

The results.of Experiment. | suggcst a-defi-
nite positive--relatiomship between the indi-
vidual's production rate and the cmployer's
,udgmcnt of job success or nonsuccess. This

experiment does not establish a causc and
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effect rclatlonshlp, however, since the success-
f lworﬁcrs,«m addition to working at a higher
Tate, may have been _neater, more. appropmtc-

ly dressed, or may have possessed iore pleas- -

12345 YI\’«)

SUCCESSFUL = wmmem—eome

-

ing pcrsomlmcs or_ better attitudes toward

work thzq their unsuccessful’ counterparts, If,

after the production rates of successful and

unsuccessful subjects are reversed, the em-
ployer’s_judgment is reversed, it should be
acceptable to assume-that-the production- rate
of the rerarded workers influknced the *em-

ployer’s judgment.of their work. This is the

strategy that comprised Experiment'II.

=Experiment Il

Thc subjects for Experiment II consisted of
four.succcssful and four unsuccessful workcrs,
randomly sclected-from the subjects who- hzd
participated in the first experiment. Four em-
ployers werc sclected similarly.
Orie successful- and" orie unsuccessful stu-
dcnt were placed wnh cach cf the four em-
ployo,rs,:md assigned a,p&oducuqn goal based
‘on_the production jrecofids obtained in the
previous experiment. Modification procedures
were implemented’ to increase the work rate
of unsuccessful subjects fo a. production goal

- i

EXCEPTIONAL CINLDREN

.consequences were nccessary, Driving the in-

1234367890

2.3 43678 99

UNSUCCESSFU.. = ey vens
Ry

comparable to that of a prcvnously suceessful
subject in" that;job and-decrease the work rate
of successful gubjects to a rate. compzrablc to- -
prey; iously ubsuccessful subjects. The predic-
tion Was that successful modification would'
result -in a_corres ndlng chzngc in the_ sub-
Jects -employment rating. As in the first ex-

‘periment, each subject worked 2 hours daily

for 2 Weeks and-thie final judgmeit of success
or nonsuccess was made by the employer.
Specific procedites for modifying thié in-
dividual“work-behavior of subjects-were rela-
tively imprecise. These procedures consisted
mainly-of individually informing the subjecrs

of their prbduction goals cach day and re- *

lating the atcainment of this goal wnt social
approval or disapproval. In a few cases other

vestigator’s car and playing, pool with the
rehabilitation- counselor were reinforcing con-
sequences in two cases where social (verbal)
consequences werc ineffective. These impre-
cise procedures were considered perissible
since the goal-of-this study was mot o demon-
strate exact hclnvwr.:l control or to know pre-
ciscly the effect of a given variable. Rather,.
the, concern was to miodify the subject’s pro-
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duction rate and to.observe the'eﬂect of this.

RATE PER Wi,

RATE LR Wi

‘ DAlLY PRODUCTION =

E

Jécts performlng the same job, but his pro-

' modification oa the employer's judgment of . duction- .proved somewhat-Jower than. the rate

the .subject .as a ‘successful or unsuccessful
worker. N
Results—Experiment It

The daily prodaction rates of subjects- in Ex-
-periment II- are presented in* Figure 2 along
with the -daily assigned' goal. Subjects one
through four had-been- ;udged as unsuccessful
in Experiment 1. In this experiment their -pro-
duction rate increased and they were subse-

quently judged sucgessful by their employer .

Two of these subjects (S-1 and S-2) clearly

* attained. -their production Zoal while' two -
* others did not.* *

One of these did not réach.his assigned goal,
but his production rate:’ was significantly
- greater (.005 and .001) thantwo unsuccessful
students in ‘the same job. Therefore, even
though this subject's pcrformancc was below
the specified criteria for this cxperiinent, the
. possibility remains that producuon rate was
the influencing-~fictor in the cmployer’s
Judgment of success. The. other subject (S-4)
whose performance was short of his assigned
goal abo had a- snghlrcnntly higher production
rate (L00S) than one of tlu.‘ unsuccessful “sub-

¢
v

of anotler. However, the employer. said S-4

employed. Production data did not support
“the employers statement, bt the subject may
have appeared to be working_fast-and-perhaps
_the employers ;udgment was .based on this
impression.

.Subjects ﬁve%through enght had all been
;udged as successful workers in experiment

-jects was a2 low productlon goal comparable
to the subject in Experiment I who had
been unsuccesstul in-the: same job..In all four
«cases, -the previously successful subjects
achieved 'at or below their lowered' produc—

UNSUCCESSFUL

\’was “the- fastest” of all the subjects he had:

SUCCESSFUL

‘1. The: target. behavior for- each. of these sub- -

tion goals and were judged by the employer .

as unsuccessful. A reasonable conclusion-scems -

to be that ‘the employer's jidgment was in-
fluenced by the lower production rate.
Discussion: Limitations . ’

Although the results of -this research are such
that some. broad applications can be, made, a
“number of lactors surrounding this:investiga-
tion and its prlmary -purpose  should be

. discussed. o Yy
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lJru\ ‘the rcwarch was carried out with
rlativy small nuniber of subjects. “The “first
cxpuunult compated the prmluumu rate of
10 sucedssful and10 unsuceessful subjects, The |
scumd ttempted to reverse the cmployment
utmg 4 successful and 4 ansuccessful sub-
jects from the previous cxperiment by in:

. creasing lor decrcasing. theie production rate!
This strategy would scem:to reduce the neces-
sity of -Having a large “cxperimental popula-
tion, yct| allow some gencralization of the
results, although it should- be replicated with:
-other subjgcts for wider. generalization.

o A-secord limitation is the. fact. that the jobs -
the subjec}s’ pcrformcd in this study ‘probably
were not -Acpresentative of jobs most frequent- -

ed by mentally retarded individu-

als. ‘Howgver, to. cxplore ‘the influence of

prodnctno‘ rate on the cmployers’ judgments’

of success pr'failure, it was-nccessary 1o place

jobs where some- discrcte measurc

roduction was available. Future -in-
vesugano may lead to the formilation of
. creative 1Ways of mcasuring an individugl’s
production on nearly-every type of job, thus
providing more information regarding the im-
portance of production rate to employment
success.

Another limitation-may be that-the_subjects
worked for short pcnods (about- 2 hours)
during the day for only 2 weeks. Employers

. may’ not- ‘become fully. aware of an individu-
“al's strengths and limitations .as an cmployee
in: this length of time. Also, such factors as
-perseverance on,a task or tolerance for work
‘over i period of time are not available for
assessment during this brief work .period. In
addmon. the effect of fangue on production
cannot be assumed to be present in this study.
The short work period might be construed

" as a limiting aspect of this study, but-it is |
also likely that when differences in produc-
tion show up during such brief time lengths,
thesc diffcrences would in all probability be
maguificd” if. -the period of work were ex-
tended. .

“The previous limitations - rcprcscnt reasona-
_ble -objections to the resilts and conclusions
“of the present study, but they are all limita-
tions minimized somewhat by the modifica-
tion aspect of this investigation. The fact
{ ‘

FACEPTIONAL CHILIREN ' . , . p

* did" the employers examine the production e .

that the cployers’ judgniemts were vevensed:
by nltcriug the production rate of certain
suhjccts in. the study suggests the c\nmnu
of ' a causc and effeet relationship  between
cmplu) cr ;udbmcnt amd-a student productidn
rate 6n the job, whicli was the primary pur- g
-pose of this inv csnptum. .~ ; eo
Probably tlic niost “fimiting factor in “this ' M
study was. that the employers were requited
to keep théir oven production-records. oit- the
students..Thus. an cmploycrs judgment of
‘success or nonsuccess of the subject. may have
been inflicnced by his - “knowledge of’ their -
producnon. This procedurc was routine for
only two, of the busincsses used-in the study.
Though attempts werc .madc to.dcemphasize
the importance of ‘the production .record, it
was necessary t6 check periodically with: the
employet to insure that accurate records were
being maintained. There were -no particular : .
incidents which led:the investigator to believe )
that-the participating eniployers relied-on the N
production -records for évaluation.In no case ’

>

records before making their decision -of suc- ‘ .
cess or nonsuccess about the student em-
ployee, nor did they make frequent references : )
to' speed- of work- during the _investigation.
Data on one subject- (S 4, Experiment II) sug-
gested that the employer was not aware of "-
production dlfferences Avhen_making-his judg- : .
ment. In spite of- these obscrvanons. knowlcdge '
of producnon can-be cited as 2 possible con- e
taminating viriable: in this study. This vari-
able might | be coatrolled in future research . . s
‘through automatic rccordmg equlpment. 5.
Conclusions ’ <
Despite sonic limitations in this study, a num-
ber of findings. appear significant. First is the
conclusion that-production ratc_does influcnce
¢ ployers ratings of retarded workers. If the
importance of prodwction rate |s,.conﬁrmcd in
future -studics, the rchabilitation’ worker might
-usc -this measure as.an-indication of a client's
employment status. By noting the variati
in.the pcrforum‘u.c of clicnts, it inay be possi- )
-ble to nnuclpntc and thus prevent problems . .
from arising that might Titer he interpreted T
as persanality of social problems. ’

Another important finding is the sensitivity

<
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of prodiiction rate as a measure of work, A
vatiation of “duly work performance (sce
Figures 1 and 2) of the subjects-in this study
oceurred despite the fact that the variables
of tank coimplenity, supesvision, and-other en-

vitoimental actors were experinientally con-
]

trolled. s
Since these variables were controlled, other

. ... . . - .
variables: within-the wark envitonment or fac-

tors within the personchimself obviously cxert
their cffccts-on production rate. While sqme
of the diffcrences in daily production- may- ‘be
a function of learning, most of the variance.
probably cannot be accounted for by it.
Finally, it is significant that production rate.
was-modificd in this study with relatively im-
precise procedures. The initial procedures
of modification involved clarifying to the stu-

terms -of productlon Nenxt, if necessary. the
job task was analyzed and suggestions made
for i lmprovmg ‘his performance. Social approv-
al or disapproval was available, depcndmg
upon the individual’s production rate in rela-
tion to his assigricd goal. When other rein-
fprcers were used, the procedurcs were still

relatively unsystematic. The client was sim-

ply told. that a desircd reinforcer was con-
tmgent on attainment of (hls production goal,
and in nearly every case .the behavior was
modified to a measurable depree.

. The results of this research -suggest that
prbducnomnte is.a-very important ‘factor in
the success or failure of  retarded workets. Al-
though the attention of other investigators has.

focused on persomhty and social variables, the -

old tashioned concept of “a day's work for 2
days pzy"’ seems to be itnportant in the voca-

‘tional fraining of the mentally retarded.

Tnlmng should be carricd out by cl.mfymg

exactly what is cypected of the client in terms.
of job dutics, produmon standards, and quall- .

ty of work. Frequent checks regarding the
difference bctu.ccn the client’s present per-
forimance an_d his required performance then

provide the structure for modification -pro- -

cedures.

*
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‘ "'Sample‘ #1

, " GROUP I o
PERSONALITY & SOCIAL ADJUSTMENT

GROUP IT
WORK "HABITS & EFFICIENCY

L . . -~EMPLOYMENT EVALUATION AND TRAINING 'PROJECT
., X ' VOCATIONAL ADJUSTMENT.. TRAINING:
// - "+ WORK.REPQRT- SN

- Employer's Evaluation

Trainee's Name . = ' 7 o V.R.P. Job No.

‘Employer's Name . , _ Address’

Date Started A Déte'Qompletea : : Time on -Job_,

Job Title_ ‘ | __ Supervisor_* .

LN

N AVERAGE EMPLOYEE
Less Same More

»  FACTORS .= = - w - --  |Than As Than Cmnnents

°Se1f-cpnfidence o o ‘ 1 } 3 ‘

[\

Cheerfiil _ -

Cooperates with supervisor o
L1l - -

~

Cooperates with- other employees

Respects. supervisor ~ ‘ . .

NETH

1

Minds own business

Accepts criticism

Mixes socialix with other employees _
B \ j‘ B . kv

Neat and-.cléan

Other

um

On time

Safety conscious

”

Careful with materiéjs and property

Completes work on time

QQ9lity of work

~ . #

Undérstands. work . LT .
" =

- s
. . NN

Other '_, ,

Shows initiative J/ ,: o,

.
o
|
1
. ]
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Sample #l Ccont )
ER ] . ’; >
. g '.\ oY ¥

-

, Employer’s Evaluation

e

WORK REPORT

~

l:‘}‘5

. Form 06, Page Vi

VRP # -

N o
" Trainee's Name

L)

V.R.P. dob No._.

AVERAGE "EMPLOYEE -

T ‘“‘#‘v‘-,
, , e Less Same More
o FACTORS . |Than .As Than Comments

. Group I--Personahty and s
ad;ustment

Pl

Group II--Work habits and
‘ eff ici eney

ocia 1

4 Ay

-

0 ylould you be as willing to hire this 1nd1v1dua1 as you would your average appHcant
zé/fif a job were available? - -
§§ ' YES. PROBABLY ' A PROBABLY NOT _NO , ,
5§ If above answer is. "PROBABLY NOT" or “NO," p'lease answer the fo'l'lowmg :
L v
. Would hire IF......(State cond1t10ns)
Conn;en:ts: . ! T -
/AN * ‘ .,
\ P
v L —
/ / ) +
5. ,/ . w
’ ’ ‘ R £ .
" . ) Prg
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Date Ytarted:

Sample #2

.
T e

R :
Date: . R

Student's. name: .

S ok title:

EMPLOYER EVAZUATION. AND TRAINING REPORT

3 S VRP #1, Form6

S R ”}
: .
.y

[
¥
Bai a4

3
R

IR A R

-

'”Détg completed: ™

Name of business: -

Address: :

I:;nfOY‘fﬂ l;"ltt ' ‘i”""(‘,ﬁ‘

I. “General Inguiry: How.has student been getting along? Tell me about
‘employee.” (This'section is fairly uns

wam-upzperiody)

< PN

II. a. What-do ypu consider student's strongest asset as regards the job? °

<

b.  What do you consider student's bigge

o T 4 y - * 3
fmplqyer: (sr P
- g ’ — o .
- S L]
Phone:” _, . N
Position: - N o
* $ b ' . é- - -
, ,
tructured - should be used as a
~ AY o

1 4

- b

f \

~ i

Y
“
.
A9
LN )

a

]
.
* 1
‘

st 1iability as regards the: job?

<Y

&




| :Sa’r’npl‘e #2 (cont.) ’ . / * o '
II1. would. like to ask you a number of quest1ons about the student
\Answer yes yes with reservat1ons, or no. . 5 ~ -
1. Is the student's appearance appropr1ate for the job? ¥
____ 2, Hhen required, can the student stay at a job for a long per1od - 1
of -time without be1ng d1stracted? _ -
3.' Does the student work we]] w1thout superv151on7 ' S -

. . 4. Does the qua ity of the student's wnrk meet employer's standard
for the avepage worker? .

Y

5. Is the student a clock watcher?’

(=]

. Does the student' s rate o of product1on meet emp]oyer s standard
c. ,/ o for the average worker?"’ .

7. Is the student_Ehzslggjlx able to_do the work?
ﬁa“——‘TT'—T the student menth]]y able-to do tHe work?

9. -Does tho student follow instructions? - ) .
10. Does the student knew" and fo110w the rules and/or po]1c1es of
1 your company? ~ _ | s+

" v ————

*

11, Does the student frequently seek assistance for minor work prob]ems
, which may have been solved without help? & - ™ )

-

___;12. Has the student mentioned that he does not Tike the Job7

—_13. fCan the student be 1nterrupted and st111 ma1nta1n efficiency? -’

;;;1~”T"" ’7_5_14. Is the student easy to get, a]ong with? T
' " 15. Does the student exhibit personal initiat{ve? Example eitheh case.
- .
____16. «Does_the student seem to listen when receiving instructions?
" 17. ' Does the student frequent]y’jnterrupt'inapphopriately{ ’A . :‘

_18. . Does the. student respond.bﬁﬁﬂfto criticism?

19, After the student completes a task, does hé: ;

. {a) find something appropriate to do . ' : .
« " (b) ask for further instru¢tions ' . .
-t (c) wait until told -

—

IV. Would you be w1111ng to hire this individual as you wou]d the average
app]1cant if the jolby were ava11ab1e7 . -

1

Yes 4 Qualified yes._ "No

(;J}

lali 150 -
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THE EMPLOYEE Q-SORT S

-~

.Jerry D, Chaffin, Ed.D.
" Associate Professor of Special Education Admlnistratlon

» University.of Kansas .
@ Lawrence, Kansas :
. ) f . .
/2
4 /\ . . - »

>

"Real"” Sort -

. : R < . .
In front of you is a board with twen'ty-five $quares on it, And here

(show employer) are twenty-=five cards w{tﬁgzgatements about (c11ent s name)

The squares on the board have dlfferent titles. The square at the extreme

left is for the characteristic that is "most like (client' skname), ‘the -

next "very much like him," the third 'like him," and the fourth "a little

a4

like (client's name)." The fifth column is for those characteristics you

1

are undecided about. The remaining columns are for characteristits that

are (point to each as you say them) "a little unlike him," "

unlike him,"

"very much unlike him," and "most unlike (client*s name) ."
_ 4 =

Now, as §ou read each of the statements I would like fof you to place

»

each one on the board in the poéition‘thaf be5t describes the client, There

is only one card for each square,. You‘max change tHe’pdsitions of the cards

on squares as oftem as you like, - If you have any questlons, please ask.

-

Lo

: ui iz
"Ideal" Sort i

-

Now we are going to clear the board and start all over again, This

. time I would like for you to place the cards..on the squéres that best‘de-

scribe how you would like (client's name) to be. Do you have any questions?

145
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7 Sample #1 - @ N

Q' SORT RECORD FORM

Client's’ Name: | - Sex: : Date: . .
School: . Teacher: Grade:_ -~ - Age:_ }
Emé]oyer?f, ) o _Relationship to Client; )
Name of Busiéess or Work Station: =~ - - ' S -
. Address: _ . . L Phone:
’ . 7 \ . B ’ ) ” ~~1//’ ‘ . [RNg
- . \9 R B ) ‘. oo - 2
Card No. . “ Sort 1 Sort 2 D D
. . ‘ . : 7 7 7 - "Rea‘l 1 _ IIIdea‘III ’ ]
1. .Clothing always appropriate ] : -t ) - »'lf . «
-[ 2. Sticks to job task - I . : b A
' 3. Works as fast-as -other ‘employees
1 4. Catches on to job: tasks quickly = - .
5. Gets along.well with co-workers ) L ! ¥
6. Physically able to do the work L ) R
7. Minds own business - - . R A : -
8. Enjoys the Job - "~ ° © - R i ‘ 2 N

\O

Asks_for work when task completed
Listens to instructions - . i
Knows how to do ‘the job , . ‘ . [ T B
Is a willing worker ' o] ) ) ) I :
- [15.  Works. 1ndependent1y

16.” Hair is too. long

17. Does .poor quality work’

18.  Argues with supervisor ]

19. Gets upset when criticized =~ = .

420. -Careless-with job:tools. and materiadls-
21. [oes not: follow directions well

. Completjes work on time ) N ‘ )
‘lU Fingshgh1ngs to do without be1ngﬁto]d , B i i ) .

-h(A‘JN-—J

J22. [Nslikes the job ' .
23. Is often late T - ‘ S
24. “Asks for -help often ’ ' . - :
25. Ta]ks too much T . . : { N
y Dz " : - + . L
) N . Fa= ] had - B i L—/-/l‘ E =
R 200 i - . .

) . -

¢ *This refers to the pérson who is sorting ihe‘child;. K - .
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MOST LIKE ME

-
g W

1 VERY MUCH L

NN

EIKE ME

A LITTLE LI

KE .ME

*340$ wW331-gl Buisn uaym
pasn 2q 03 Jou’ seade papeys

£ -
" UNDECIDED ~

JSE S

_ALITTLE UN

LIKE ME

| UNLIKE ME

<

MOST UNLIRE
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"} DO WITHOUT -

| BEING. TOLD

TASK
_-COMPLETED

— e —.
| cLoThINg | STICKS-T0. | WORKS AS .
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~ STUDENT Q-SORT o : oo
(A Modification of Chaffin's Q-Sort) - '
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O
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. ‘Raymond. E.'Morie§
) R Consultqnt, Secoridary Programs-
- . Spetial- Needs Section . v

; Iowa Department of Public Instruction

»
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)

. A .
-

-

You must complete two Sorts (a 'real sort" and an "ideal sort") . .

s

to determimne behaviors you &aht to change; .The teacher or the student '

can complete the two sorts, It is up to you (the teachef)fto,deteﬁmine .

how you want to use the technique. : L. ~

;

"Real Sort" - Di rections < . -

In front of you is a board with twenty-five squares on it,” And”’
v . ) %

'here*(show student) .are twenty-five'cards with statements about people,

The squares OP the board have different tltles. The squEre'at the .

2

extreme left is for the chdracteristic that is ﬁ)st like you," the next _ /

very much llke you," the third "like you" and. the fourth "a little

L4 ~

..:

like you.," The fifth column is for those characterlstlcs that you are

undecided about., The remaining columns are for "those character;stics ) . L

¥ . B
that are (point to each as you say them) "a little unlike you," "unlike

£
Lt

you," "very/much unlike you,". and "most un}ike you.' e . )
— 5 B . ’ .
Now.ae‘you read,eaoh»of the statements I would likeé for you to

placé each one on the board in the position that best describes you, .

There is ohly one card for each square. You may change the posftions .

oﬁighe cards on the 'squares as often as you like. If 'you have any

questions, .please ask.
b E

. <

149 , .




)

- . -t

"Ideal Sort" =-+Directions’ ° / < ) e L
. ‘ ' Voo . *
v orn - . .

Now we are going to cledr the bdard and start all over 3gain.
. v )

This” time I would like for you to place the cards on the ;squares-that

~ LI <

*

‘best -describe how you would like €O“Ee. Do &ou have any questions? o

> -
A

A . y . - by .
 When the student complete’s a sort you must:record. the placement
’ PRFY '1_ * . ’ :
of each statement in relation to th'e square it was placed in., Since QJ
¥ v . Al

i - ’

each column for the squares have been numbered yoﬁ give each statement

", ‘ 1. : . .
. that numerical’value., In this case gstatements placed in the squares

- & -

»

over "very mith like me" would receive’ the numerical value ‘of 2" _ )

/ - ’ ~ -

-tho§e over "undecided" would receive the numerical value of "5"; etc. ¢
Records must be kept .on the "real sort" and on°the "ideal sort."
When both ﬁave 5een recorded, you then find thg difference betﬁeen the

two scores for each statement, This could be a positive number or a
# “ N
negative nunber, Once the difference is found you square i¥ or multiply

”

it by itself to get D2, ~ .
"In ‘terms of piioriéyzyéu can chose those béhavioral statements .
which show the largest*D? to work on in terms of a behavior modification

’

program, ',‘ , »

?oy can get-an over-all view of how Well the student sees himself by -
‘uéing the following formula: ) o . ‘ ‘ L
. , : , 6_(ED?) . , S
r=1-n (n4-1) ) ) :

e

This formula is ac'tually a correiation‘of how close the student‘
Fanked himself on the real sort as compared to the ideal sort, If you
get awpbsitive-number above .65, the correia?ionlis very higﬁ. If you
get a positive number below .65 or a negative numbet,'the correlation is

poor. This indicates work will have to‘héwdone to modify the beh;viors

as indicated by the'D%'s, ' ' .




o

h

) * r - stands for correlation in the formula. Correlation is a

means of tefling how closely things are related, "r'" never goes above

o ' +1°or below -1. B E A
» , % - is a constant iﬁ,the formula, It ne;ér changes., -

? ¢ 4" 6 - is alqonsiant in the formula. You always multiply th; cum of
. the D? by 6. L -

s/ ..
get a total., This is ED?, -
n - is the total number of statements you use. In this case the
[ ] n = 160‘
n2 - is tﬁg n multiplied'bY.ftself. In this case:pz = 162 or 256,
-.' i . -
. .
4 -~ ’
) Bt - ¥ .
1
‘ -
b b J

~ED? - This’is the sum of the ﬁz’s. You-addﬁup all of’thQ,Dz‘s aﬁd 7

»

L 3
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Sample #1

v

&

MOST LIKE MH

VERY MUCH L1

"LIKE ME

1

A LITTLE LIH

N

o

UNDECIDED

IKE ME

" A LITTLE UNL

UNLIKE ME

) .
VERY MUCH UNLIKE ME

i

"MOST UNLIKE

ME

AR ~
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* Sample #2

5

s

-

You must cut these squares out so they can«be‘pracéd on- the Q

>

Sort Form,

.

»

-r
>

Y

[ ——

well

. “Clothing is . Enjays Willing to Is always ,Not very .
”| always neat | working coopérate late strong
| and clean N
pafches on Always com- - Argues with | Talks too Cannot
to things  |-pletes work supervisors | much stand being‘
fast on time ’ responsible .
. | Gets along Finds things | Does poor * Aéks for Gets things .|
I well with to do .with- | quality help often done the
others out being work L right way
told y ‘
Strong " Asks for -Gets upset Dislikes Can take
enough to do| help when when criti- “being a joke
“most things [ needed ~ cized ~around
/ | people
Minds own Enjoys being| Does not | Dislikes". | Always
business | responsible | follow working follows
~ }'directions

the rules

Y7




) 1 " ? B . h _<]1
Sample #3 , : o .
. Q SORT RECORD FORM C : e
v ‘Student's Name : . . ) -
- - : |
. Sex R Grade . ~Age " -
Address . . R .‘ . .
i e ) - 4 . : ‘ . » N
Phone . ] ! o - g
. T ) , . Real Ideal X
T : > . Sorte Sort D D’
. N ” i ‘
. | 1. Clothing is._ always neat|. - ] '
. . _and clean. T~ . 1 - Ce
. ~. . - i . R .
é::;‘ L T~ . R _ 5 : _ ) . - T
f 2, Catches on to things: \\j\\\\ \ . -
faSt -1 ) \\\ - s . 1 [ .
3. Gets along well with L \f\4~\\\ '
others " 13 . T~ . C ’
. <, ) ~ N . .
b Strong enough to do .. B S \Q‘\\\\\\
“ . " most things ‘ . R
5. Minds bwn business | - \ ’ o R .
‘ ne . , . o
6. Enjoys working - N R Y
. "™ 7. Always -completes. work ; . .
on time . -
8. Finds things to do ‘ Lo RN
without being told ' ) ( .
- 9. Asks for he1p when /
needed * T .
;- - |10. Enjoys being a -4 . : . i
oL - responsible : -
11. Willing to Cooberate i
i
12. Argues with supervisorsf _ ' )
4113, Does poor quality work - o ) ) . ‘e
14. Gets. upset when ‘ o .. - /
\ critized ‘ ; : o : -
15. " Does not’ follow ) .
directions well
- R . ) '\\7 _ [}
; - W
[ :‘1%0* v . * T
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Sample‘#éw(coﬁfl)‘A ’

121, Mot very strong

116.7 1s always late

17. Télks“fog much

18. .Asks for help often

19. Dislikes being around.
people ’
peopte

20", Dislikes /érkipg' ‘

-

\22. Cannot stand being
« ., ‘responsible *

23;.jG¢ts things done the
right way , .

24, Can take a joke-

25. ‘Always follows thé
rules
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: COMBINING INFORMATION.-AND PROCEDURES e ’ »
. RELATED TO RENDERING STUDENTS ‘EMPLOYABLE ‘ ' T

o

Raymond E, Morley : . B
Consultant, Secondary Programs ’ .

Special Needs Section - ’ T i} L
/’ T g Iowa Department of Public.Instxuctlon X 0
~ . Co
\ ‘ - : |
- * P Y
. ) K . ) . . .
: The purpose of this meeting as I understood it was to discuss - .
. : : . . < ¢ k3 . h N ¥ :
to enhance our efforts in helping thé mentally retarded become well
* . 1

oriented to the working worId and to himself or themselves. B -
N 5 * . . . o“ e A
.Our objectives In this area are: T

‘ o . . < . - . A , .

_relevant informayion and- procedures we can use in the public school . - 1

A, to rendgr individuals ,capable of wdrk and, = - . s
- ~ . . .
. o, . i M N . - .
By to assist individuals in gevelbpi a value system which v

-

-

’ makes them want ta‘bé’ﬁ?é uctive workeis. :
. //_“;~\\ . . ] RN
E " In relation_ to both of thése obJectlves We have to concern ours s
selves'withwthe inféumation and procedures we can use to accomplish , ’
. ' '
the objeétives., .
) _ . ' . - N
The information we need to be concerned with relates to the ' ) . ‘ e

o

‘ . . . * e aaalll N .
interests, abilities and behavior of individuals which deem themﬂ‘A‘_ . .

3 o N - = . . .
successful or unsuccessful workers. The procedures we have to be con- g

cerned- with are those that help us ifind out the information ahd aid in . t

— ] - " e .

-the use of that information, - « s .

.-

I think one ground rpléwshould be kept in mind at all times when

dedling Qifhistudents we have labeled "meﬁﬁally retarded." For the

most part, authorities agree that mental retardatlon is a socxal

phenomena. A Chlld with an IQ of 95 may ‘be. more handlcapped Ln.a

~ .

highly compLék city than one with an IQ of 65 in a back-country settle- . \ )
. w : - nL ’ . *
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-

K3 ) » ) ﬁ‘
. .

1

<

ment (Robinson & Robinson, 1965).,

Epidemiological data from one community

may not nece5§ar13y'be»applioable to- another, even if they have many ’ x

o similar cﬁaracteriatics (ﬁolfensburéer, 1967). Likewise, in interpretlng 1
data that~are.related to wOrk adJustment there is no universal formula. ‘?

) Certa1n p1ece§ can be different, ThlS means that each 1nd1v1dual who embarks . 'l

o

e
upon coordination of a work assessmenteprogram must become very famillar

with all aspects of.beha%ior which have influence<on work" and "realize

¢ ’ .

_ ‘how_to use data inigrder to sift out information and make proper decisions," s - -
.‘\\ ; - = o > ) — — ) . o
. L . G e s - - s
e " " COMBINING INFORMATION AND PROCEDURES - A MODIFIED REVIEW -

OF (THE BECKER,.BROLIN, CHAFFIN, KREHBEIL AND' LAWRY PAPERS*

L

e . ‘ . . & . P . .

! e Studies reporting on the relationship between intelligence and - . ' j

3

- employment success have shown varied results, Some ihvbstigations, AbélL

- - N -

. 1940 Baller, 1936; Collman & Newlyn, 195%6; Jackson & Butler, l9q3, and | .
. . Phelps, -1956, found 1nte111gence to be s¢gn1f1cantly related to successful . .
. 3 W4 . . .

employment while others, Baer, 1961; ..Bobroff, 1956 Cowman & Goldman, 1959,
Hartzler, 1951; Kolstoe, 1961; Madlson, 1964, Voelken, 1963, and Shafter, T s
19575 found JQ to be a non-significant factor. Since we must concern

4

ourselves with IQ, we should not miéinterpret these studies, Few of these

- investigators have concerned "themselves with IQ as it relates to complex

tasks within jobs. We should gleam ‘*from practical experience that IQ can

-

interfere with emnloyability if job selection is not carefally done and

.
N o " -
\ . - hd - P E
.

* based on the complexity of tasks involved, If we are to gléam anything
— = - == - - -

- *
. .
P IS R . B K]

«

. o , 2 . o
) % All underlined sentences are those of the author'of this summary. )‘ : Y
ne ’ Sentences that are not underlined are those of the indicated authors R

of the original papers delivered during the conference,
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from the studies Chaffin indicated, it shouldlmerely be that:"pgrhaps"

. . L B o .
the oppoftunity for placement would be greater as IQ increases. Even )

this COHGlUSlQBL however, shou1d be . looked upon skeptically. Since

mostAJobs have not been analyzed by IQ,level " an IQ of 50 to 80 could ?

indicate a maximum of learning potential for performing in thousands =

> »

) of -occupations. This must be explored.. It can be done.hx coordinatois, . J
- RS - " R N - A g I . R i .
It can. be completed by utilizing job analysis techniques. i Y b
Studies on chronological age as it relates to employability have ..

% -

been eq01vocal. Kolstoe, 1961, found that the mean age of employed
clients was'slightly less'than the mean age of unemployed-clients‘ . .

whereas others, Derro, 1965; Hartzler, 1951, have found that older. ..

4

clients%were more employable. Neff 1959, and Shafter, 1957, found no

significaﬁt relationship between age and employability. The age groups

of these studies have varied. There seems +to be an indication that age

-
a

could be a~detriment to employability in younger age groups. This only

means - that;younger group;ﬁtend to charge jobs _more frequently than .

older workers. Job changelftherefore, can. be an expected phenomena \$§ '

Voo -

during the initial steps in finding the most desired and beneficial jobe

. K‘x%aﬂ - ,,-:—-""/ * ‘. _(

‘Coordinators should concern themselves with #t but not become disturbed

*

because of it., Work sampling; as discussed in. this workshop, .can be

used to allow students to explore themselves far before they enter the 1

T e

- ‘ ~

‘real-work world. This may reduce chronic job bouncing im young .groups.

Some investigators of school achievement as it relates to employ-
abiL‘ﬁ{, Cowman & Goldman§\l§59;rDeno, 1965; Green; 1945; Madison, 19463
'and Shafter, 1957, have found no significant relationship. Others,

' Voelker, 1963; Kolstoe, 1961; Brickson, l§66, have found.certain factors

-
. \
, ¢

. | , ¥ ‘ *
‘ - \158 - o




* Shafter, 1957; Abel,

»

-

of achievement to be related to employability,such‘as math and feading. % .

Edgerton, 1967, found that the mentally retarded learn skills somewhere
s - - -

other than in school 0¥ are helped with difficult tasksrrelated to atademics

-

by people in the community; ‘not teachers., This is part of the reason why
== — r — — ——

3 - .

the mentally retarded can be successful in community soctalization, as well

7 - — - - -

; »

I‘ - - - - T » : . .
as work. In summary, evidence seems to indicate that achievement is necessary.

Hdwevet, achievement is important only as it relates to. specific. situations,

This means that not all students need to be proficient in matB or reading

' .
0 ’ T

beyond the fourth grade level, some cannot be, Academics should be on1§ one
o, FY : . i

area of learning that we irtend to upgrade,

The influence of the famiiy has been found to be sjignificantly related

to employment, Jackson & Butler, 1963; Voelker, 1963; Nefi, 1959; and

Madison, 1964. One factor that is most important is: that support is given

to the individual to work and to continue working., It appears that the job

of teachers and coordinators is ‘to encourage the importance of family

Tl

support, as well, as. support swcudents,

Strong support is in evidence for personality as being related to
_employment success, Bronner, 1933; Gunzburg, 1958; Hay, 1942; Whitcomb, 1945;.
H K] P . ) .
1940; Deno, 1965; Thomas, 1965. Specific personality

K

4
< . . . 7 E
characeristics mentioned are: .

(a) emotional stability ‘ ’ (£) self respect .

(b) gregariousneé; (g) motivation

(¢) obedience : (h) attitudes - ‘\\\

(d) truthfuliess ) .. (i) sqcialijudgment

4 -

(e) ambition

e A —
. N

Research supports that a subjective interpretation of personality

can be a good p;ediétor df—employability,tDeno, 1965; Voelker, 1963;

R .

159

. o £31 165 S .

s
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Warren, l96l Subjective interpretation; howeVe? is poor when an .

-

1nstructional program needs to ‘be translated to aid students in"work .
- > .
adJustment. Chaffln s 1deas on the Q-Sort can‘be experlmented W1th by o

1y

coord1nators to try,to der1ve an obJectlve‘way of d1recting;behav1or.

There 1s no_ doubt we_ need somqthlng fl;i thls. Chaffin' s»work could- T '@

~be a starting polnt for the coord1nator. o I ‘ J

Apt1tude’has not been strongly supported as an aspect related to ““*-agm____%

thé .employability of the mentally retarded, Chiselli & Brown, 1951, 'h . }

‘"fhree factors are related to this; (a) the tests that have been b B A>, }
constructed are not ent1rely appllcable %ith this population (b){they o ’;s‘

.

are not performance or1ented and (c) they do not matcﬁ)the patterns of
& , .

'motlon and SklllS ‘that characterlze 1ndustr1al jobs. )
. . /-

It is readily apparent that aptitude tests do not measure the types
A i , . N .
of abilities. required in training for specific jobs, The emphasis is .
N e . N * / i .
on predicting a trainee's potential on a wide- variety of jobs by .

testing~hfs ability on a smaller number of aptitudes supposedly required

for the jobs, If aptitude data is going to be used, it should be used X

carefuli¥. It should not be used as IQ has been'used. In other words,

‘it shouldﬂnot.Be the sole érdterion you use in piacingastudents and

directing them toward a career goal. Brolin's suggestion){nﬁthis area
R B X 4 - N .
follows this line of thinking. “He proposes using it as one bit of e

r) . ¥
information in the midst of -many. ' \

Drewes, 1961, conducted a study which supports that‘performanceﬁx

-

ab111ty and dexter1ty had the hrghest predictive va11d1ty of Job .

success., This emphasis was on. S1mulat10n activities- relatéd to éﬁe

pret -

job as compared to standardized 1nstruments on dexterity and a totally

¢ i

. B *




’

mismatched test. Simulated activity‘was.the best predictor. It was con~

%

1
=Y g

cluded that instead of concentrating on macro-units of overall performance

A

it is profitable to divide the job into micro-units and de%elop,a means of

. P L . . . . .
predicting performance on these micro-units.. .In our ¢ase, mic¢ro-units can
———-0 L - - —t - = — e

- .

be work samples. .Work samples will give us a means of activity in.the .

classroom which relates ditectly to the work world, The initial means of

]

. &

setting up woxk samples is job analysis.

Generally»speaking, we can say that interest is closely correlated -

3

with job performance., Tests to dgtermine the intefests of the mentally

retarded have met with m{ked success~-perhaps equivocal. Evén though

- - ~ N L4 o - - :
instruments have been structured to tap the unskilled and semi-skilled

* v
-

Jjob range, Clark, 1955; Long, 1952, they have not proven to be totally

successful with the EMR, ; ' .

Long, 1952, has pointed out that ‘the Kuder performancé rééord\gnd ,

_ the strong vocational interest inventory focus in.bn spec%fic jobs ; d
occupational areas that the iower\ability job applicant is not fémili;r
with, The ;esults‘are charaqteristicglly invglid; éic;ure tests such -
as the vocational appreciation-test, Amons; Bu&}er & Herzig,'1949, the

?igture interest inventory, Weingar;én,'1958,‘and the. Geist picture
i;teré;t inventory, Geist, 1964, have circumvented reading réquirements
. R ] , !
but“;E‘the same time théy alsd have included areas of employment which . %
the educable mentally retardéh is not f;miligr with because of their

technical level, Becker, 1971,

" Some researchers have developed pictorial tests whose occupational

<

range is most realistic for educable mentally retérded:”-ThéSéwarejnu

"

the picturéﬁigygntqﬁy of semi-skilled jobs, Urich'1§6d; the vocational

P

B L A 2P WPV S, 7t
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picture interest*inventory, Becker, 1967; and ‘the vocational pictyre
interest and sophistication assessment, Parnicky, Kahn & Burdett, 1968.

In review of the literature, we can be assured that interest is

. :
’ .

a.critical variable in work success, Abel, 1940; Cohen, 19603 Hartzler,

a?:/ " . R
195; Michol=Smith, 19503 Supex, 19623 Parnicky,-1965, -In.niany in-

.

stances

it becomes. the over-riding factor irregardless of skill, ' ) -
y - - N X - - -~ B ‘ P

-ability and social grace or iﬂ%eracﬁgg}.. It must not be neglected when

© i ' ) i " T i ) > ’ : ’ ‘A‘ )
We:bgcome engrossed in the problems we encounter through coordinating )

. work placement. As you probably already know, interest determination is

-

one of the most complex areas to pinpoint, To- some extent, then,.it .

should be objectified through tests to help protect you against mis- ;

- v

interpretations and consequently, false guidance which can cause you a

great deal of problems. “

Neff, 1968,7has stated that perhaps "the site of the vocational

- - ’ . - ’ - » [
evaluatér ought to be in the work place itself.'" The actual job ‘tryout
= = —— - - : — +

-

is one of the best methods of making anj réal predictions about the

, e e e

student's vocational potehtial. But, if the coordinator has done his . "

job the studerit should be ready fqr the experience and it éhould-be

H v, k ™~ . . R
most appropriate, It could be helpful if the evaluation up to that’ , U
e - - : e — ~ — ] ;
point was sufficient‘to'help the student.adjust most reaailx. .

-
3

OVERALL CONCLUSIONé‘AND ADDITIONAL INFORMATION

1s All variables such as inteliigence, age, achievement, family
- = e -

relatfons, personality,’ and aptitude and motoric functions have a

bearing on the ‘employment of the retarded, . E
S T ! / . ‘
2, The most significant variables are factors of personality




.

r

family relations, motoric functions and interest directly related

* to perforinance.on the job,

-

-

1]

3, Ability to do the job and get a}ong with Eo-workers seem to be

‘the two overall riding principles important for specific jobs.

It seems reasonable that classroom teachefs should use the methods

»

of assessment which deal with the ‘most relevant abilities related to

employability. of_thé mentally retarded. In-review of the information

just -discussed, I conclude the following:

1, Personality factors and family relations are valid when sub-
L - - - »

'jectiveLy,deterﬁined. Information in this aréa, however, should be

objectified somewhat so appropriate curricular procedures could be

flexibly. adopted. In  terms of the préesent movement in education behaviof
—— ——= - — R -

modification could be used to change factors that are undesirable and

related to~emp1qiment success. . -

One method of objectifying personality yariables 6r family relation-

ship variables has been piqposed"by Jerry Chaffin,«bhairman of the Sbecial

°Educétion Department at the -University of Kansas, in Lawrence.. He has

oy k3 : -
proposed using a Q-Sort technique to identify the most pertinent behaviors

we should be trying to modify, ‘Under this system we could concern our-

selves with modifying behaviors related to employment: far before a person

is employed in addition to working on them in the employment situation.

- v a

Hopefully, by use of a modificatioﬂ bf Chaffin's Q-§Brtlrwe ‘can

identify personality variables which interfere with emp;oyment. As a

-

teache:;ypﬁvcan'list these and check each student yourself. In addition

.

you. can have 'each student check himself on these. As a result of your

“~

-findings. you can begiﬁ'modifyfngﬁinapbrop;iate behavior,

-




I have prepared a complete packet. for you. The packet includee a

modification of Chaffin's initial work in this area. Ccmplete difee-

-

tions for.use are included. . (See’chart three - Chaffin)

2. Motoric functions or performance skills. are most directly’

o~

related to work perfoirmancess Vocational .assessment of work abilities

through work samples allows us to concentrate on performance criteria,

1 think thét;py usigg,performance.techniques YOU‘Caﬁ begin to*identify‘

an exq;ptlonal child you have n;glected to 1denti£z,for a long,tlme.

A child 1n this sense WOuld be 1dentified as exceptional onlx,with

-

respect to+his abilities and skills as they relate tO‘emplgyment - an

objective that can be reached by everyone we encounter in EMR classes

. as well as in regular classes.. ., o

-

Work samples based upon job analysis have proven to be the best.

-

predictive measures of job success-when used alone, Work samples -that

, ] ) . .
are useful for assessment,‘howelér, must be based upon job.analysis.

.

. Job’analysis allows the -structuring of a work sample based upon acfual:

% Y

work requirements, The analysis reveals’ skills to be mastered and

_f“KﬁbWIeageE'Which.afe“reiatedwto-darrying-out‘perfprmance skills,

L

Work samples are real job tasks and are based on job production
standards for measutring skills and. potential. A work samble may be an

actual job administered and observed under standard conditions. It

may be a mock-up of a component of a job.. It may be a task made up by

the teacher fo resemble an actual job;. Some examples of work samples
1Y . —

could be the following:

4 . @

Laundry ~ pressing Factory work ~ assembly
cleanlng . ‘ packaging
N Hofel - maid . ‘ . ’ Food service =~ cooking
o ', : Serving
* Painting - scraping - . . L -
painting ~ - Garment trades - sewing
. / . s s .
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- The use of work samples as an evaluative tool in the classroom hold
. - L] A T

certain advantages over other techniques: (a) they are more like work
Pt and hold student 1nterest (b) the student can see how they .are doing in
actual work instead of being told (c) the student is alfowed to discover

: reQuiremeﬁts,'tools, etc., related to work, (d) teache;s can observe

.

<behavior involveéd in workp and (e) they can be changed continuously to
. - //"' ) 1/*V .
meet the needs of students with varied interests. v

The evaluation results of a work sample should not vary greatly.

4

Industrial standafds can be defined by using job analysis. The standards
! . . .

¢ should be the criteria used for evaluation. In every case, the teacher

i

. should define what kind of information can be expected from the work sample
then carefuliy observe the student and record observations as behavior | ;?”

. OCCUIS.
. ., ;

> o - A

One realistic way to set up work samples is .to progress from simples’

”

'toecomplexutasks. This would mean that all tasks conneobed with a job

-

would be outlined. There may be 50 to 500 tasks.depending:upon how

specific one wants to be. Since all tasks do not have to be represented

in a work sample you could Choose only those tasks that are most prominent

or ‘the most frequently performed by the worker.'

-

A practlcal format to use in evaluating a student through job samples

CEerey

is outlined on the next page. i o
.- i *

L2 . )

"
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- -

WORK SAMPLE -EVALUATION

b «

STUDENT___John Doe . AGE = 17. GRADE. 12

WORK SAMPLE Mail Sort , , _ DATE", 12-1-71

e S

T

STANDARD PERFORMANCE RATING 8 letters

per minute -'480>IétELrs per hour -~

*

5 hours }

STUDENT RATING- 12 letters per minute for 39 minutes ~ 178 letters
c — - ¥

pg; hour - 4 hours . ) D ’

: . / ’ i ‘
NOTES ON BEHAVIOR DURING WORK  (a) coordination poor .drops letters a lot-
\ 3 - . - N .

slows speed (3) looked arcund a great deal - distracted by noises and

people (c) moJed slowly toward boxes for sorting - checked back to find

proper area‘bé code .

. et

)




-
> /

- ' Along with your own interpretation of a student's performance g
you should be letting the student intersret his success or lack of
i success. This can be done by using the following format, S
. . B . - ! =
\‘ : - Y
. JOB SAMPLE REPORT
. : ‘Yo
DATE/ : _NAME . 4 , .
- WHAT I DID - . . . >
, RN

: r ‘ '
TIME .I SPENT ON THE JOB . . . ;-

PART OF THE JOB THAT WAS HARD FOR ME

¢ 4
\ .

DL

’ , | PART OF THE JQB THAT WAS EASY FOR ME )

P A

v ) . - : : 4Qg' - i - & —
' . A L'y . - +
‘HOW I WOULD DO IT DIFFERENTLY THE NEXT TIME . i _ ) _ |

4

This format will ledd students into paying attention to what they
are doing., Things that are causing them difficulty will hopefully
be recognized by the student.*~Likew1se, they can interpre* thelr own
. strengths in relatlon to work. ,

’ - ?




-

. ro. . - ' . . .
I have discussed information you-must be aware of. I have also s

discussed procedures of assessment of most use for the classroom
teachers: interest,ijb sampling, and objectifylngfbehavior. Neither ,

- - = 7‘1 /~~.‘ I - ’ ‘f,‘
of these aspects are worth a thing unless you have a system or plan of )

how you can use each? This is perhaps the catéh that éonfuées _us' all.’

-

A comprehenS1ve aid in trying to organlze yourself 1n dealing

L T

with students would be the. Mlnnesota Theory of Work Adlustment suggested

o - . v

by Dr, Brolin., ‘A student®s work personality {abilities and needs) is

taken intd”account along with work environment (ability requirement and

reinforcer systems). .
I

Your use of the information you collect should .be guided byﬁyour‘
. g ) X - - - L
objectives. They are:

o

(a) to render 1ndiV1dua1s ~capableé of workl render meanlng "td

¥

cause to be or,become;d ] ) . ' < o
(b) to assist indruidualstin develohing a value system‘which makes 5
them Want to be ﬁroductive workers. e N . v -
Both. of these objectiues actualledepict you as a person who should . .
T T - . NS, - ’

1}

assist students in making the most appropriate choice in terms pursuing

employment. You are not responsible for making the final decision,
N e . 1] - . .
you can t. be. You are not responsible for t%aining individuals in one
/ - v
area. " The purpose ‘of your .activity is to "help" kids become aware of r

themselves and,opportunltles available to them in the world of work.

This means you help them acquire enough knowledge to develop a well

/ -

rounded self concept.. .

. If you are g01ng to do anythlng at all with the 1nformation you’

>

collect, it should only be in the area of guidance. The more information

' ) - ’ -

o :




!

* . i

you. get on students that is rélated to employment the mote information

. * 7 o -
you have to help you relate to the student about why he may_féil ox

-

. succeed, Therefore, your responsibility'is helping a kid acguire
P . o A ) . 7( L ’ s ) S
knowledge to develop a self concept. You have to: share information with

H

the kid, not horde it and wonder‘&hetherAygu'lr,use'it,

.

In accdordance with our objectives, wé need to communicdate to the

h]

Y - . . ) . . .
student information that helps him develop the idea that he is generally

employable; "that he has skills or sf:rengths."~ The second aéﬁect that

* »
~z

L. has to be communicated is: 'what areas of employment he can be success-

) o7 == : _ ; LU = 2

P ful within." . This would best be approached by combining skill assessment
" N v " ) T g

under testing and work sampling.” The work samﬁlihg aspect lets the kid
‘explore his skills. " S A
L. . o . 8

Combinigé information could .be completed on a form such as tlie one

~

¥

,on_the f6llowing page. ALl data would be included. - -
& = C ( Y ’, R o -

’ g

- .
L

3

A
-
-
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' " WORK SAMPLE EVALUATION ‘ e S

- 0
~ - .
.

STUDENT - John Doe  AGE__17 _GRADE_12_ \ .

L}

WORK SAMPLE Mail Sort. ; N DATE 12-1-71

STANDARD- PERFORMANCE RATING 8 1etters‘ggr minute ~ 480 1ettets‘perrhbuf

5 hours ) i ) L o . ‘ .
B i 7 ‘ . i — ‘
a i . . *"‘// ’ ) .A :
~”STUDENT RATING .12 letters per minute for 39 minutes - 178 letters per
‘hour -~ 4 hours ; . // . - " . T
\ - — - -~ - > - 0y - e : . .
NOTES ON BEHAVIOR DURING WORK (a) coordination poor drops, letters a ' . '
- - R S e S ——
lot - slows speed (b) looked around a great deal - diStracted by other .

noises and people (c) moved slowly toward boxésrfor sorting ;heqked '

back to find‘proper area by code.

[ ¥ Vs

- Y =

4 . . -
ACADEMIC RATINGS: . .
math - 2,1 - Problem areas - mental.computation . ' . .
reading -~3.4 - problem areas - listening
language - 3.4 - problem areas - complete thought sequence-. |

«_ PERSONALITY' - BEHAVIOR TO MODIFY .. e R

talks too much
does not follow directions well .-
does not ask for help when needed

B
R

INTEREST - PERSONALLY, EXPRESSED T

Mailman

- INTEREST TESTS.

Cle;k - Janitor =~ Truck Driver
L4 -
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.- . . 4 :‘
- . ..
‘
7 M :
) / . - .
. . ) . . g. N ’ - ‘ . - . -‘. ..
- « Yot:'(_‘*.'acement of students on jobs was méant to be an exploratory
i i ’ ’ ’ ’ - o » : ’ : .’
- - [ "~ v DN ~
effort, not training for a life occupation. At best, with assessment, o
o '\“ : Ir ) ‘:;’ * . ) " ] ’ a * ’ ) '] - L4 -
- - - N ) . I} 3 . = * 4 ¢
* ) you can make better educated guesses in lllrectmg “students into areas . ;
SR : - . ; NG .o . .ot
! - S * : / > * ) - e v |
. 7 where: they have vocational strén’éth._ Likewise, you- can-make more - s .
. i R RS - . ﬁ C e o .
- educated guesses in directing students into. further training. . The best - , .
o 7 o ’ s .. v |
method you can go by in making decisleus is/to use all the information - - '
- N = — - n P g ™ — P —— . M
. directly applicable to.-employmernt. The only reliability you can have : .
. is to practigce hard the principles discussed. Hopefully, the more . .
:‘ i . ) . / T ,‘ . ’ ’ LY . ’ ‘- ’ < -
experience you have, the mote mature you'll become in using assessment.
d . ) :
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S eciaf/étpdy Institute:
. "VOCATIONAL E ALUATION AND CURRICULUM MODIFICATION"

Februar//l, 2, and 3, 1972
y Moine§; Iowa

7 / .
TUESDAY February 1, 1972/
Place. Ramada Inn, Des Mornes .
b
/
9:30 elcome, - Drexel D, Larige, Associate Superintendent,
- Pupi)- Personnel Ser: ices Branch, Iowa.Department--of
i / Publi¢ Instruction,
” : /
& // / 1
. , Keynote - Dr. Donn; rolinm - Stout State Un1verszty -
, ) N ed for vocatio ally -oriented assessment' its
. / Yalue, accuracx/and contingencies’ of use with

// /ﬁducable Mentally Retatded popuiations.'

/

Ray Morley,

, dpecial Needs, D.P.I. - Overview of the
adult with ¢

phasis on aspects applicable to vocational

v

Matching .
somparison of job ,analysis to student profiles,

LY

atching Simulation )
Small group matchlng student profiles w1th JOb
arlalyses. . ,

-
A1
©

4345 - 7:30 /  Adjolrn

.

L‘ "7:30 - 9:00 . Critique Session .Y
| Gro ps present apd defend deC1sions made in afternoon
° sessiion, .
» . : * ES .
- ‘ - ) ) L
o4
k . X 175 .




~- - WEDNESDAY;February 2, 1972~ — -~ -
“Area XL GommunityMCollegey_Ankeny B

. —— Places

12:00 - 1:30

1:30

<

4255553?0 ~ 7:30

N Place:

7:30 - 9:30

»

‘Ramada Inn, Des Moines

SR PN PR

Work Sampling - Dennis Krehbeil, CEC Area XI Community
College - Development, evaluation,-reporting and
utilization of the work samplé. .

Observation of Work Sample Technique in Practige:
Exploration of Work Sample Evaluation Report -
Small/large group txamination and. 1nterpretat10n of
reports. .

Lunch -

Using Work Samples in a Laboratory Settlng - .
Arnold Erickson, Kknnedy High School, Cedar Rapids -
Development and ‘use of work samples in large urban
hlgh school programs.

Developlng an Ind1V1dual Work “sample - Gene Jahncke,
Cedar Rapids Community Schools - Techniques and
considerations in the development'of work samples.

Utilizing the Work Sample Technigue and Information -
Don Oxenford, Joint County School System, Cedar
Rapids -~ Utilization of work.sampling data in
classroom curriculum modification and job placement,

5

Ad journ

.

Determining and Directing' the Vocatibnal Interests of
the EMR - Ralph Becker, Columbus’StatesSchool,
Columbus, Ohio - Assessment and orientation techniques
used in develop1ng vocational’ 1nterests of the EMR,

- /

T e
. .
~— . -
- T - v .
PR >

<

THURSDAY, February 3, 1972 .

Place:

Ramada Inn, Des Moines . - .

Work Adjustment - Dr, Jerry Chaffin, Kansas Un1versity -
Data collection, interpretation, critical areas, and
curriculum modification relating to work adjustment.

Interpreting case studies =~ Smaliéé%oup discussion,
relating to curriculum modification,- .

Group presentation of findings.

A}

176
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b " 1:00 - 2500

[ - "

: L ; - 6 :
. . - X / ,
Observations - Jerry Caster, Special Education, D.P.I. ’
. - ! ] 4'. S ’ v
: Orientation‘to Post-Institute Activities - Pete Malmberg,
) - Special Education, D.P.I.
—_— - - - i ’
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Summation, Donn Brolin, Stout
Using vocational evaluation

~ change.

State University -
to propose curricular
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APPENDIX B

o

SR,

INSTITUTE PARTICIPANTS

Kafhy Allen
1800 Watrous Building 9

Apt..C,
DesﬁMoinqs? IoWa159315

a ™~
Bill Béﬁer
-106 McCarren Drive
Manchester, Iowa 52057

Ottumwa, Iowa 52501

T/

0

Thomas Driscoll
1201 4th Street
DeWitt, Iowa 52742

\
Larry A. Esk

113 Southfield Drive
Webster City, Iowa

June A. Fahlénkamp

- Berniece Bergstrom . # 2611 Hawthorne Drlve
303. Park Avenue ) ‘Bettendorf, Iowa: 52722
‘Council Bluffs, Iowa 51501 ’
! ‘ Sheryl Forbes
James N. Berkey . R.R. #1 g
1518 N, &4th Street . Thor, Iowa 50591
Clinton, Iowa 52732 ! . ' h
. s 4 Y .
’ ‘Gharles R. Frederick
© . Prances-Burritt 409 South Summit
' #18 Greenbriar Lot Iowa City, Iowa 52240 .
Council Bluffsx\Jowa 51501 . . T
. Richard Garrels
‘Merrill B. Butts R.R. #1 o .
401 6th Street, SW ) Mt., Pleasant, Iowa 52461 .
- Altoona, Iowa 50009 A ’
- 7 N
Daféd\.l-.' ‘Haberman
Doloris Campbell s , 1213 Wedgewood Drive
R.R. #2 . Ccuncil ‘Bluffs, -Iowa 51501
) Bloomfield, Iowa 52537 , .
- Gretchen Anne Holsten
‘Ruthella Campbell 101 N. Broadway Avenue
800 North. Third - New Hampton, Iowa 50659
Burlington, Iowa °.52601 .
‘ ' Russell E, Jones
Bill M, Clark 707 E. Bremer !
1218:25th Street , Waverly, Iowa 50677 .
' We'st Des Moines, Towa 50265 . . '
o ) . ' Arlene Keiser
Carroll J, Cousins ° 502 N. Orchard
205. Ny Sheridan . Brooklyn, Iowa 52211

178
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t
.

. I Richa¥d D, Koch

[T 72 T R
Spencer, Iowa 51301

- Regina Lehmah
" 522 N, 34d Street - S
Marshalltown, Iowa 50158

o Marvin C, Lewis .3 5
1011 Cooper Drive
Fort Dodge, Iowa.. 50501

Norine Lindfield.
2720 W, 8th
- Waterloo, Iowa 50702

B ‘ Richard A, ;Lussie.

. 802 E., County Line Road
. ‘Des, Moines,” Towa 50315
Ferlon P, Mayo N
2906 Bonnie Drive
i - Muscatine, Iowa 52761

I3

4

. Maurine Mich ]
107 Crestview Drive
Marshalltown, Iowa 50158

Patfick~Mooney
517 Otsego
Storm Lake, Iowa 50588

- s
.

Doris H, Meulier
,3}8‘Ef Locust Stréet
Davepport; Iowa 52803

Ida W. Myers
R.R" .
Rutledge, Misspuri 63563

e ‘ )

' -Edward O'Leary
o 611 E. 3xd Sti‘,eet, Se’

L " Newton, Iowa 50208

»

© - Richard T, OWens
T Area XIV,

»

[l
—

Dakota City, ‘Nebraska 68731 .
Bonnie Schmalle

. Box 402 - o ‘

- 'Fayette, Iowa. 52142 ' |
Kenneth W, Seiling d *
732 18th Street, #201
Des Moines, Iowa 50314
Loretta Sieman
1647 Beaver Avenfe
Des Moines, Iowa 50310
James L. Smith B
3614 Nebraska
Sioux City, Iowa 51104

n ' . \ .
: )

opeay

Southwestern Comﬁunity College
1017 N, Spruce

Creston, Towa 50801

Darrell E, Pederson ]
4101 ‘E, Gordon Drive, #125
Sioux City, Iowa 51106

Mary BeEh Peters
1940 NW 82nd *
Des Moines, Iowa 50322

Charles Prescott
Creston, Iowa -50801 .

Joanee Quissell . b
Box 323
Grand Junction, Iowa 50107

Harley E., Schmadeke _
RFD 1 s




:::;:LXZZT%%EgﬁgiEFggﬁﬁﬁﬁ::;ﬁfduwl~»ml!fum ﬁa~;§£~ I - - - :
oo o 407 NW 20d Avenaé T : LT T e e T ' T
: Pocahontas, Iowa 50574 ~ ’

-

Mark Steinberg , .
.25 Starlite Park ) . . . ‘
Marshalltown, Towa 50158 . : |

. . }

Geraldine Stockton : . i
Box 85 . ) T . : i
Unionville, Iowa 52594 . . - ‘ |

Jack Sullivan
311 W, Kirkwood
Fairfield, Iowa - 52556

Donald D, Thomas ) )
1344 W, Central.Park L : i : T -
Davenport, Iowa 52804 ‘

. Naomi: Thompson
. 1126 N, Elm .
Ottumwa, Iowa 52501

Miss Paula Voss
Plum Street . T
Fredericksburg, Iowa 50630
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APPENDIX C o : {
!
:
|

N - .. " BEHAVIORAL CONTRACT =
. : ) - A
-4 Name :
. . i |
. Address i
L ,/ . . ) « . 7 " ,l
: ey , ____ Zip Code |
TR . - —=
Ny Please complete one contract for yourself and oﬁe for me, Pleaée:
'submit a contract regardless. of whether you choose to participate or not,
; Peter A, Malmberg
Please check the appropriate’ items, . . ) T
- ) I do not wish to contract to accomplish,an§ Post-Institute . |
detivities, .. ! :
: By May 30, 1972, I will have completed and reported (on Forms A
) . " provided) the following activities:
o 1. Analyze five (5) jobs that are, or may be, performed by EMR - p
‘ students in my area, o .
2, Conduct five (5) work adjustment ratings on EMR students,
3, Correlate information obtained in {fl1-and #2 and propose
— _._ . __specific curriculum modifications and recommendations relating,
. ) , to classroom instruction,, ~— T T, T o o = - - o o]
. By May 30, 1972, I will utilize, or supervise the use of, one
- ’ ) work sample with handicapped or disadvantaged students and !
. . ' provide a descriptive report, - B )
| v

. By May 20, 1972, I will utilize one ¢l) suggested technique in H;,M_m_“__m*;i
determining and/or .directing vocational interest and submit a )
descriptive report, :

By May 30, 1972, I will work with gomeone who will conduct one
or more of the above activities and submit a descriptive report.

- N &
.
*

Send information regarding accomplishment
- of objectives by May 30, 1972 to: . L, N

: ) . . Signatyre of Individual Contracting

Peter A, Malmberg . : o~ ' !

Dirvision of Special Education - oo 0

Department of Public Instruction

Grimes Building
Des Moines, Iowa 50319 . Signature of Contract Manager

I

L]




. « APPENDIX D o
RERORT OF JOB ANALYSIS -AND--WORK -ADJUSTMENT -RATING -ACTIVITIES -
. { } x 7 B 7fro_r 7

y

Spec;al Study Instltute. .
VOCATIONAL EVALUATION -AND CURRICULUM MODIFICATION !

/

L]
Name of Participant: .

. - -
. -

.

" Briefly‘descripe the general and specific implications of the five (5) -
Job analyses., )

< : ¥
’ /
*
’ * -
. -
. ‘-
4 ~ -
e o e B
' . \
. ‘,. .
- ' -
. Lot - - ) ¢
- =
7 . . U - .~ —
N hY
\ \

Briefly desvrlbe the general and speclfic implicatlons of the five (5) .

__work adJustment ratlngs. . ) . . T
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. ERIC

Aruitoxt provided by Eic:

&

.. 7' o . , ~ B o
What'correlations might be drawn from the above information?
N . - :
) . ~
r
| :

What curriculum modifications in regard to classroom activities
would be necessary to meet the needs of these students and/or
younger students? .

- ~

‘ S

B

How and with what degree of accomplishment might these recommendations

e ipplemehted?

x*
L d
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