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REFACE

Special Study Institute

"VOCATIONAL EVALUATION AND 'CURRICULUM MODIFICATION"

Pebtuary 1, 2, and 3, 1972
Ramada Inn, Des-Meines, Iowa

. t

This Special ,Study Institute was part of Iowa's State PlanIfor, the

litidization-of.funds Allocated to Iowa and authorized by Public Law 91-230,

Edycation Handicapped Act, Part D (Preparation of Personn ,fl in the

Education of the Handicapped). This, state program is administered by the
1'

Division of Special Educatioh, Pupil Peisonnef Services Branch, IowaState

-'

Department of Public Instruction..

This docuMenthas been prepared in response to the high degree of

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

andCurticulum Moafication_jor the Mentally Retarded." Although the
l

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

retarded, the materials can be easily adapted to serve educators not

directly, 'Servihg,the handicapped.

The materials have, been compiled, editgd and summarized t2 maximize

their utilization. In addition, it is suggested that the readet contact'an

institute participant (see, Aprendix 0 in his geographic area regarding

)

questions; comments and the affectiveness of specific ideas.
0

A
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. Peter A. Malmberg

Raymond-E. Morley
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ADULT NEEDS OF THE EDUCABLE
MENTALLY_ RETARDED

0

Raymond-E. -Morley-
,Consultant, Secondary Programs.

Special Needs !Section / ,

-Iowa Department of-PuhricInstrreCtion

The needs of Educable, Mental Retardates (EMR1) as they relate to
-

employment axe manyfold. In my mind, they can be classif,ied into two broad

categories -direct and indirect, needs. Direqt needs refer specific
, .

characteristics of the EMR," i.e., his or her habits, attitud s, behavior,

speed, dexterity, etc. Indirect needs refer to specific se vices provided'

the EMR to expediate his or her.adjustment to employfient, i.e., .educationAl.

.

programs 'Work experience, medical services, social services, etc.
. r S.

There is no doubt that indirect needs are shared by both the EMR and

his helpers; professional and n I n-professional.--They are shared because
. '

indirect needs arise from direct needs and therefore, affect more than the-.
/
/4
/ a1

/
. individual, i.e.,,they especially cause.problems for other individuals who

°'
are determined to help.

In this situation, I have chosqn,to .concentratenpon some indirect nee'ds

/

that I feel are paramount; needs that are shared by both.the,EMR and .his*
. % . .

work experience coordinator and/or ,Classrooni teacher, I think the kind of

,
/

. N
services we have offered the EMR tosbecome occupat3,onally adjusted have both

satisfied needs and/uncovered needs which still have to be satisfied.

.
.

,

I. THERE IS A NEED To BEGIN TO CHANGE OUR POSITION IN
°TRACKING ALL EMR's INTO LOW LEVEL OCCUPATIONS.

. .

.

Farber (19 68) has indicated that the EMR population can be identified
,41

as a "surplus pdpulation." This phenomenon is based*6pon the int rnal

A
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factors egulating social class growth. An import4nt factor influenCing

ocietal vies-is iicammunicatt ion.

-----
. . . .- ____---,

If we Lake a close look at how the EMR is being-- -sold .._ -to employers,

vi

_-----
, -

,

we can see why the general public w 1A-ew as a "surplus pop-
.

ulation".--an econdmicaL, organizational'surplus.:7 Not only do the majority
--- ,....

Ur

of EMR's.com rpm low income families, but,we proMote the placing of

. . a I

, ,...-
.

.,.--"

EMR's' in occupations which will lock them,into a low income brae et:'
-,---'

-----

....-----

,--
- EMR's are being placed into unskilled

,

and semsemi- skilled jobs; jobS Ka-oh

r,

are low paying (Kokaska 1971). This identification and placement appears '' '

.-

to- be unjust to some extent.

Some, research suggests that we could be "missing the boat" with our

present policy of 'placement. Brolin (1971) feels the following conclusion's

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

potential for achitnyg4high levels of personal, social, and vocational

functioning than they are presently achie4ing; (2)---that;'givenlyq

opportunity and better training progrartis, the retarded, individual can,

reach an increasingly higher level of performance than was earlier thoughts

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

persons.is not their intellectual inability, a lack of

appropriate opportunities; and (4) that appropriate training techniques

ti

and the identification of jobs which the retarded-can perform are the key

their being able to compete effectively in the Sob market.

There have been,several s tudies of employer attitudes toward the

employment of the EMR (CoHern 1963), (HartLage 1965), (Phelps 1965). A'

study oon6cted by Bolqnovich (1968) suggested the following: 6

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

-A-havgpersonal experience with employment of retardates or knowledge of



,

other employers' experierrces,. In addition, most employers -have not had
A

contactwith rehabilitation agencies serving retardates, or knowledge.of.

the pre-employment/training wail( they do.

(2) On the other hand, the employers with most favorable attitudes

toward retardates differ from those with less favorable attitudes in -that
/

they(a) have greater eXperienceas employers_of retardates, (b) knOw of

others 'who have had such experience, and (c) have had more contact with =

rehabilitation work. ..

/(3)(3) Attitudes, toward retardates are more favorably among personnel
i

workers in larger organizations thaPn among a more,general sampling_of

wanagets.

(4). Employers with lower attitudes also tend to have Chore rigid

standards of employment. However, a large proportion of employers see ttle

desirability of waving educatiOnal standards for those who can demonstrate

ability in lower skirle0 occupation's.

(5)Employers' evaluation of relative strengthS and weaknesses of

retardates, correspond pretty much to generally stated professional opinion.
..

.

Principal factors' they see are that the retardates are more resilient to

monotonous or unpleasant assignments and are satisfied more readily in
4 .

0

their work. They see re ardates as being successful mainly in jobs as
. .

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

4 occupations. 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,

and;maily feel tha't they'haVe jobs retardates can fill, they are not eager to

get involved in such employment. They do not express a strong desire for

0
contact by rehabilitatign workers and are.somewhat apprehensive about

involvement with them.

3

-10
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(7) Employers are realistic about the economic value to their companies

of hiring retardates and abOut their comparability with normal employees.

4i/

Many see them as a good latqr source only in al tight labor situation.
0

(8) Employers are somewhat uncertain about insurance problems a connected

with hiring retardates.

These point up that there is,a need for,employer exposure
.

1
to the capabilities and actual performance 4f 'retardates, that there is a

need to educate supervisors of the special needs of retardates, and that

there is some significance to thepre-employment preparation needed by the

EMR to become acceptable candidates.for successful employment

It appears at this stage Of the ,game that we should concentrate'on 1

creating a realistic but more ;opportun awareness of the trainability and

employability, ofthe EMR:

II. THERE IS A NEED FOR WORK EXPERIENCE COORDINATORS TO
ORGANIZE THEMSELVES WITH RESPECT TO HELPING EMR's.
BECOME OCCUPATIONALLY.ORIENTED.

A study by Morley (1970) indicated that the problems EMR1S experience

can be due to the procedures of operation Of a work experience cddidinator.

Variations in procedures of operation of a program were found to be most

prominent between coordinators in: (a) conducting job analysis, (b) con-

tacttng employers, (c) evaluating students, (d) coordinating public

relatio s and (e) Upgrading themselves and their programs. Data collected

by mean of a questionnaire indicated that:

fierly 507. of the responses supported that teacher-coordindtors(

did no
0

complete jOb analysis before placing students on jobs or7closely
' .0 1 . f

*

[(2) Nearly 407. of the resp Inses indicated that coordinators do'not
Y

have an organized approach in'contacting employers about hiring the EMR.

4
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(3) Over 50 of the responses su orted that teacher-coordinators

either, speak occasionally or not at all to.community organizations. about

the prpgram they coordinate.

(4) Over, 507. of theresponses supported that teacher-cooyinators

. 0

either occasionally Or seldom speak of,new 'developments _whichLcould be

utilized,to stfengthen their existing pfbgrams.

(S) 50'/. of The responses - supported full-time coordinators did

little job visitation or visited job sites without the'use of any, type of

evaluation format tht supervisors could use.

y
'--This stay suggests that coordinators working under similar program

,..
,

.., / / 1

structdres differ in.their approach toward working with students, employers,
\ _

9 , .. --'
\

-_,,

.
and othef professionals: Their approach differs mainly with respect to\

\
..4 11

,
' 4

,procedural operation.. Much of the differerice lies in varied training,
`

.1.

information "sources, and attitude
-.

toward involving onegelf with periOns in

the community find

A breakdown

In a followup

. potential for

*ere that the

01,

other profetsionals

in services is 'also

inleducation.

indicatel'in a study-gy
.

Of post- school retardates he found that 807 .of

"patisfactory_voc&tional and
c

,

oclal

\ 1 .

EMR continued to fail bec

appropriate education, housi

seling,.followup.a d he like.

Brolin (1969).

h MR's have

stment. His conclusions.

e Of a lack of public understanding,

evaluation,:, training programS, parent'coun7 .

,

studies and others (McAldes 1968), (Bradshaw 1968), and (Gottiga,id

---667) do indicate someneed for further organization to upgrade ourservicei.

It appears that the rftonSibility lids,with work experience coordinators.

THERE IS A-NEED TO BEGIN TOSEQUENCE-CARmat LDULATIOW---
INTO THE-FULL TJELVE YEARS OR. MORE A 'SPECIAL EDUCATION
STUDENT WILL SPEND IN ELEMENTARY AND SECONDAAY EDUCATION.

a
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The national surge to date,is to "careerize" education for all students -

not just for a select few. Special educators haveusedthe last 4 years of

.
secondary education for a long time, to orient youth to ,the'worldof work.

.

A rcannot fall behind the main reawakening ).n the educational world "that

career educaticlp must begin.in the elementary grades."'

'Major theo ies and research studies are supporting the fact that we

e-
shouldbegin-early toOrient-youth to'the world of work. Super. (1963) has

. I .

identified the[rowth stage" (birt(1,.NoroUgh 13) thrthigh which self - concept'

i developed. He is. supported by Gunn (1964) and Simons (1963) who have

,

found that by, the fourth grade children are beginning to have perceptions of

occupatiOnal prestige similar to those of adults. Furthermore, De Flue

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

specific and complex skills art involved in many occupations.
P

.v

Other authorities have utte\t d to the importance of the_early school

years in vocational development (H 4t h and Costar 1961)-, (Rosecrance and

Hayden 1960), (1-Ivighurst 195i), (Hoppotk 1967), (Borow 1964. This :

emphasis. is not new. It is, however, t becoming strongly activated.,

If special, educators hold, true to their philos of educating ,

students to facilitate community adjustment, then they shoul no1 fall

behind in this trend. The sequencing of curriculum from,elementaty throe

secondary emphasizing career edtication should not be neglected'.

o

IV. IN 'CONJUNCTION WITH 'NEED, III; THERE IS A NEED FOR
ELEMENTARY AND,SECONDARY TEACHERS'OF EMR's TO BEGIN
TO SHARE 'THEIR DOMAINS WITH THENEACHERS IN THE
REGULAR SCHOOL PROGRAMS. IN' THIS INSTANC,E, NEY
SHOULD BE SHARING EFFORTS TO DEVELOP CAREER EDUCATION.

7.
A recent conference held in Missouri on categorical and non-categorical

aid disclosed the viewpoints of many special education leaders across the
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country. Strong support was mustered for special education to move into

the m ainstream of general education. Not only was there support for this

movement, but models wer4 presented to actualize a special education-
,

';regular education joining (Meyer', 1971):

Since career education will'be the'main.trend in education for

tomorrow, it could be a major vehicle to move special education and

regular ed1ation closer t ether., ' The kindof information and training

we ndw offeritpecial students could be offered regular students as well.

Likewise, vocational educators have something to contribute to special

education. Most research studies and materialdevelopmPht in career

education is being completed with reg ular studentt.. Work experience.

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

area.

I thj.nk if special education personnel begin to ask f or some help and

aid that barriers wilt be broken and information will begin to be shared.

6

, V. THERE LS NEED'FOR THE SPECIAL EDUCATION TEACHER
TO BEC ME AWAREOF VOCATIONAL ASSESSMENT AND HOW IT

,CAN-BEJUSED TO DIRECT EDUCATION AND TRAINING.

4 -

Some research on psychological evaluation has indicated that teachers

and other professionals misuse information or let it falsely direct

:

endeavors }(Rosenthal and Jacobson 1968), (Beez 1968), (Sarason 1969).

Rosenthal and Jacobson (1'568) gave all the children in one elementary

sch ool a est which they indicated to teachers was a measure of children's

readiness -o show an intellectual growth spurt. The investigators later

gave-each eacher'a list of those in her class who were si posed to show

such spurts Unknown to the. teachers, the names had beien.drawn at random.

2.

That is,, the experimenters chose about twenty per cent-of the Childreri's

:s

A!.



names."out ofla hat" from a list of all the children in the class and

arbitrerily desighated these as' the "potential bloomers."

Later in the school year, the investigators retur ei to giVe the:'
4 -------- '_-- ,

)

Children the same test again. The test was actuall a. group intellegence
....

----Th---- . -
.... .

,test with which Ate teachers were not familiar. The authors reported

that the experimental children, i.e.i-t-be-P edicted "bloomers," gained
rH

significantly more in intelligence thanthe control children. The

prophecy, they claimed, was fulfilled. /

Beez (1968) carried out an investi ation of this kind of phenomenon

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

students was asked to tutor a five-year-old headstart child for half an

hour. The first task consisted of teaching the child the recognition of

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-
:

)(tr."'gical report on his child. Half of these reports indicated that th

child had low potential for school learning, the other half that he

high. The reports were assigned at random to both tutors and pupils.

The group of tutors who received the "low" reports were comparable in

terms of teaching experience and educational background` to those receiving

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

the negative biased reports were made were comparable. in terms of age and

,vocabulary level to-the group on whom "high" reports were made. Tutors

. . .

who were given reports whic0 indicated a high expectancy for their'upils

presented more words for their pupils to learn; out of a possible-twenty
t .

... .

words they ''presented !whereas for tutors. with
.

reports indicating a low expectancy for theirlpupils the average was

about five words presented. The learning achievement of the pupils

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

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

believed as a consequence of the prior report influenced the_number of

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

initial belief about the pupil, though ;11 reality it was directly a

result of teacher behavior and not pupil competence. Observations

showed that ?ewer words were presented and learned when the teacher's

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

time explaining and repeating words..

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

emphasis on scholastic skill, mayleave untapped other kinds of ability.

which may, be of great importance in working, with the less intelligent.

. . ,
Ghiselli and Brown (1951) reviewed studies that reported relationships e, ,

between aptitude tests and some measure ofainability. Their over-all

.
!

. .

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

.

.
.

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

required in training for specific jobs.' Barrett, Relos, and Eisele, (1965)

have found that IQ does not distinguish between successful and non-

silccessful

Since IQ and aptitude tests are not good predictors of <cational

ability, a broader rana,of ability must be assebsed in order that major

variables that make for work success with the less intelligent may be

detectqd. Major techniques reported in the literature will be covered

in-this world shop. They are: 0.) standardized testing, (2) Work sample,

:(3) job analysis,

7

and (4) work adjustment.

S

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

their Vocational potential will. be optimized by becoming aware of techniques

which will allow the determination of skills related to vocational develop-

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

modify current practices of making vocational training and placement

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

types held by coordinators, parents, employers, or counselors. It is

. .

anticipated that, an organized approach to evaluation and training 'that

attempts to match a person's skills with the specific skill requirements

of a particular task will do mo%,to.: (a.) integrate the EMR into higher

levels of employment, 41)) help organize procedur4 practiged by coordinators,

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

for communication with other educational personnel..
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EVALUATING THEE VOCATIONAL POTENTIAL
OF THE IDUOABtE MENTALLY RETARDED

Donn Brolinr" Ph.D.

Associate Professor and Special Education' Project Director
a University of Wisconsin Stout

MgDomonie, WisconSin

It is a fact that the vast majority of persons we.have 4beledias

educable mentally retarded (EMIR) could achieve higher levels

social, and vocational functioning if theOad -beta education, training,
.

and vocational opportunities. U ortumatelY, too- malinzret-dr-ded7perions-

continue..to fail because of thelack of public understanding, appropriate

education, housing, evaluation and training programs, parent counseling,

and follow -up., Secondary education should and can be providing programs'
7. .

,

to eliminate most of these failures. This paper will focus on the need fat'.

and administration of a 'dynamic, well- conceived vocational evaluation pfo-

_
c

gram as an integral part of .secon4ary education for the EMR.
.,.

.It is no secret,that special education, as now practiced, is being ;,

.

tlatantly criticized. There are'those who feel, that special: education, at

least at the secondary level, is no*-t. adequately
N ,0

V P .

students...Writers Such'as Golilstein .( -1969) beliEve there is too much

emphasis on academic instruction andtoo.little on the developmrnt of

meeting the needs of its

socio-occupational competeNe. Similar criticisms recur, even though the

primary Special education innovation at the secondary level during the.

past decade has been the incorporation of work experience in-the high

.

school curriculum. These work-study programs brought about the earlier

'involvement of the rehabilitation agency Viit have limitations as pointed

<9..
3 .

, , out by Hammerlynck and-Espeseth (1969).
, , .

es

a
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Consequently, pr9grams of servicecto the ragged-have suffered
because of th inadequate communication between the two special-

ists. This le el of communication has caused sporadic seryices,
and, consequently, inadequate continuity of service to the men-
tally retarded as they progressed through the work experience
program toward independent adult status (p. 49).

The work experience prOgrams havd algo involved two other types of

agencies--the employment service and sheltered workshops. The employ-

ment service has been si gled.out as one of the crucial agencies ifi.

\.
rehabilitating the mentally retarded. However, a recent study by, Smith

. ,

. \ , ,.,

(1970) found that Colorado State Employment Service'counselors did not
\

\
0

feel it was their responsibility to find employment for the menta re-
\ 4 -

tarded and were not' knowledgeable about mental retarda Thirty-
,

eight percent'of these counselors indicatedith often did not have any

working relationship with special class rograms for the EMR. Sh'eltered

4

, workshops have provided vocation a dvaluation, training, and

a.

4

4

of many EMR students, relieving participating schools of vocational edu-

0-

cation responsibilities. But there are limitations. Often .the workshop .

staff is not as' well- trained in mental retardation as the school pergannel.

Staff. memberS frequently are not aware of the student's background, nor

have they had the opportunity to observe his functioning over a. long period:

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

personnel to give the large number of clitnts they serve extensive in-

dividualized assistance. Finally, being work and production- oriented, the

workshops assume a client to have a certain level of vocational maturity,

motivation, and experience which the 16, 17, or 18 year aid EMR student .

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

more from a vocational evaluation progiam at the School.

it is my feeling, an4 the feeling of others, that the school must

assume a larger responsibility for thetvocational development of its



students. If_thejob is done correctly, fewer EMR students will need ,the

setvices of sheltered 'Workshops, DVR, and the employment service,andsthese

agencies can concentrate on seriously vocationally handicapped persons.

Since most ERR students are not significantly brain- damaged .or otherwise

medically disabled, they do have'many positive abilities that can be

converted.to vocational assets. Most do have a measured intelligence that

reflects a problem-in learnitg abstract, verbal material such as that

taught in school but this does not mean they cannot learn to successfully

liVe and work.in our society.

Follow-up studies have shown that EMR level students have much

potential than we frequently,assume.-Unfortunately, as pointed_out by

more

Kokaska (1970), there is still a tendency to place the mentally, retarded'

.in routine, repetitive, simple, and low-paying jobs when many could work

,

successfully in more highlyskilled and highly-paid occupations. Studies

such as the one of the U.S. Civil Service (Oswald,'1968) have clearly
r

deplete& the EMRts higher potenttals on the occupational ladder.'

Up to thig point, the extent and quality of vocational programming

for EMRs in the schools have depended up.on the teacher's inclination,

ingenuity,.training; vocational experience, etc. Despite their lack of

college preparation in the vocational area, some teachers have developed

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

studentg placed on jobs in the community with the hope that some vocational

Akins and interests will develop. One of the majox problems that occur

when DVR is involved is that, the counselor of tew-does hot have enough

time .to.really get to know the students because of his large caseload. It

is the special education teacher who most often is respon'sible for the

vocational develOpmentof the student.

15
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The validity of this statement was reflected in a recent study we

conducted at the University of Wisconsin (Stout) of secondary special

education teachers of the EMR. Thirty-one major competencies needed
/.

by teachers of secondary EMR were identified. These were categorized

into four curricular areas: academic, psyco-social, actiVities of "

daily living, and vocational. A queistionnaire was sent to all secondary

EMR teachers in Wisconsin asking them to rate the importance of these

competencies. Seven of the 31.competencies were_given the highest rating

of "Very Important" and of these, five were Vocational competencies.
1

Competencies in providing vocational evaluAtion, work adjustment, job

seeking skills, job tryouts, and placement were deemed "Very Important"

for the teacher to have. lhus, we.are now in the process of developing
34'

a teachr training program and an in-service program that willTrovide

'prospective and practicing secondary teachers of the EMR with these

skills and knowledges. This workshop then is right' in tune with the

needs of the times as we'see.ite Let me briefly cover some points that

I-feel are important in the.vocational evaluation,'training, and plac,e-2,,

-,Ament of EMR students. More depth will be forthcoming duringsubsequene,

'--sessions of -the workshop./

Vocational Evaluation .

, ,

Many terms have been used interchangeably when talking about- eval-

uating a client'S vocational potential, iie.,'prevocational evaluation,

work,evaluation, rehabilitation evaluation, and vocational evaluation.
. a

Usually, vocational evaluation and work adjustment are defined as separr

ate1components of the rehabilitation process. However, in6th.case of

the mentally retarded, and perhaps of other less experienced indiyiduals,
0

.
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I propose that vocational evaluation Must include work adjustment aspects,

before any real concrete statements can be made about the individual's

1

vocational potential. Thus, I see-vocational evaluation as consisting of

the following components:

Vocational Evaluation .

. 0

.

Clinical assessment

4 .

Work evaluation Work adjustment
,

On-the-job,
tryout

_

11 Clinical assessment. This assessment consists of our types:

medical, social; educational, and Psychological. Medical evaluation con-
.,

sists of the following assessments: physical capacity,

brain-damage, vision, hearing, speech, perceptual-motor

general health,

. .

functioning, co-

ordination; dexterity,ind any suspected or evident anomalies precluding

optimal health and physical functioning. Besides pointing out limitations

to 3,r;4tional functpning, indications should be made whether treatment can

modify or remedy some or all of.them. After the medical assessments and'

treatments, the status of the student can be ascertained by listing assets

and limitations as they pertain to vocationa l, planning. -Social Evaluation

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

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

a few years ago (Brolin,,1969)' foundthe parents most significant to the

retardate's eventual vocational outcome. The retardate's social skills,

interpersonal relationships, care of his personal needs, and ability to

, .
. .

utilize leisure time must be evaluated. The lack of these skills, rather

than inability
'

'to do the job, is the major reason foi loss of employment.

..17



Educational evaluation is important as these skills relate to. jobs. Many

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

level needed to care for one's everyday affairs. 'Additionally, higher

level jobs call four
r.

higher academic achievement. Educational evaluation ,!vr.
Vi

is right in the special education dom'ain. Psychological evaluation has

Perhaps been overplayed over the years, as we havehoped that the psy-

chologist, could answer questions on vodational fpotentialwhich were
,

beyond his expertise. IQ scores per'se are really insignificant,.as far

'as prognoSticating the vocational potential of the IMR--studies have

shown thiS time and timeagain: 'Where the psychologist can be of value

is in"ascertaining specific asset and limitations that are significant

to evaluating vocational potential, e.g., verbal skills, perform4fice
1

'skills special interests and knowledges, etc. A psychologist also can

contribute an assessment of personality, hopefully omitting meaningless

.

diagnostic labels. Thus, the psychologist can be very valuable in pin-
<

.
\ . .

pointing intellectual and peronality strengths and weaknesses for

eventual vocational programming.

2. Work evaluation: This assessment consists of the following:

(a) intake and other cou seling interviews, (b) interestt dexterity,
, .

and other standardized acationaftests, (c) work and _job samples, and,

(d) situational assessment.

The importan6e of the interviews should not Pe underestimated.

Valuable information on interests, needs, knowledges, and personality

can be gleanedirom--the-s-6 interviews. Standardized testing is often

inappropriate for EMR students due to the verbal ability required Or

inappropriate norm roups. While there have been attempts to deyelop

leis verbal measures such as the Vocational Interest Sophistication

t,
/05

.
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Assessment (VISA), the Geist Picture Iriterest Inventory, and. the Job

PreferenCe Record, th' validity of all ,of theSe-measufes is reali
\ ,

questionAlle, do Trt feel-there really is any,interest test that.

r

Y

b.

/
can be used with any sense of confidence. The:Purdue Pegboard appears

tole perhapi the best, fine finger dexteritY'test to use. The GATB,

..should be used with caution despite recent study in Mivaesota

(Lofquist,'Dawis, and Weiss, 1970) conducting that it is appropriate..

-Work samples and job sample are becoming increasingly important

,components of.the work evaluation process. Work samples are simulated

tasks'or work activities but not replications Of any actual jobs. A

job sampleAs a model or replication.of a job. r part of a job that

exists in industry. Work and job samples range from Very-simple tci

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

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

producing-f-and more appropriate for persons withcultural and language

disabilities, .(c) Ihey may sample the actual operations of different jobs,
4

and (d) employers are generally more receptive to clients who score well

on work or jab samples. Some of the disadvantages are: (a) many clients

may not take work samples they feel are related to jobs they do not like,

(b) it is difficult foray facility to develop enough representative

job samples for all the major occupational families, (c) samples are

expensive and, time consuming, to develop, and .0) there is still much

subjective evaluation in-their utilization. The Dictionary of Occu-

pational Titles (D.O.T.) is a valuabIe_asset,in conducting Yob analyses

and developing ,work arid job samples.

Situational assessment is the typical technique used-by-sheltered

workshop& and is also oriented toward simulating actual workconditions.

"19-- ,
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Inatead'of focusing on specific work skills, as in the work sample or'

job analysis approach, this technique is concernedvith assessing general

work habits and behaviors. The c idnt generally works on sub - contracted

production- assembly work,whia i fairly simple in nature.. Clients are

systematically observed and rated on their work personality and compared

to.those behaviors deemed necessary to secure employment. This approach

is considered by many who utilite it as the most feasible approach.

3. Work adjustment. This component is an.extremely important as'--

pectof the vOcatipnal 'evaluation process,, particularly for the EMR

'student who,is generally inexperienced and unmotivated for the world of

work. During the initial work evaluation period, student deficiencies

which may preclude successful-entry into, the world of work are !liked.

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

will eliminate these weaknesses. The work adjustment program provides

for the development of adequate Physical tolerances, changing of work

behaviors, and the acquisition of new vocational related information and

experiences.

, .

A simulated work experience setting providing work activities and

emphasizing prOductivity is-one approach to work adjustment training.
...-

4
Individual and group counseling, although difficult to empirically

Trove, have bedn shown to be effective.adjustment techniques. Behavior

modification has been found to be perhaps the most effective technique

for use with retarded individuals. The operant conditioning approach

focUses'on reinforcement to control and shape.behairior. The goal,iS
e-

-to alter the client's environment so appropriate behaviors are learned

and maintained -,and inadequate beha;lors extinguished. - After a period

of work adjustment, a more realistic assessment can be mad regarding

4 4
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the EMR student's vocational strengths, weafcnesses, and potentials.

4. On-the-job tryouts'provide the only truly realistic component

of the vocational evaluation process. I prefer to make OJT separate

-f

from work evaluation because now the student-client is facedtwith per-
,

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

and business 'people. Before placing the student on any community Job,

a complete job analysis.Should'Se made of the work to be performed.

Job analysis, to which this workshop will give considerable focus/

becoming much more recognized as a valuabli. method.of,evaluation.

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

quired characteristics of theworker.

The Department of Labor definition of job analysis is.,that it is

"the Process of determining, by observation, interview and study, the

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'

responsibilities required of the orker for successful job performance."

Job analysis considers what the orker does, how he does it, why he does

,
it and the skill involvedin doing it.

The job analyst n observe a new employee (or eyaluee) right at the

work place and -give wh tever training and instruction is needed. before'

4ju8ging the person's p
1'
tential for this type of work. Neff-(1970) has

stated that perhaps "the site of the vocational evaluator ought to be in

.

the, work,place itself." Provided rour retarded studgnts are ready for.
4

this experience, the actual job tryout Will be one of the best methods

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

The job tryout is the last com onent_of the_vobationaL evaluaticin_proces_st_____

21
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If the evaluator -has done his jdb, the Student should be, ready for

the experience and it should. be most appropriate. It could be devastating

. .

if the evaluation and work adjustment up to that point have.been
. ,

insuf-

3
.

ficient because the on-the-job tryout should really reflect the vocational
.

,. ,t
really

. .. . ,

capacitfes of the student.

Some Considerations
1

In evaluating the vocational potential of-the mentally-retarded,

it is extremely important to be aware Of the foilowing conclu.sionS we
.. .

.

,

can draw fromttsearch endeavors:

1. As a group, the retar ded cannot be characterized by.any spec-.

fic personality characteristics.

they are subject to more stresses

Because of their deficiency, however,

, conflidts, and frdstrations,and thus

1

are more apt to develop behavioral disorders.

2. The learning of the Mentally retarded .is not- consistently

inferior to that of :inormal,s." The ability to learn cannot be correlated-
.

with-the ability known as intelligence. IQ is not an adequate predictor

of the learning of the mentally. retarded.

3. The mentally retarded are capable of learning more than we often

"think - -but often they,perform poorly at first/ Thus, we-must.giye them

more than .one trial on most evaluation measures to ascertain their learn-

inging poteniial.

4. Variables that'.often affect the learning of the retard&I include

clarity of directions, significance of materials-tasks, extent of early

experiences, .the method or uriginal learning, and' the length of the

retention interval.

1
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5. We-must Advelop.appropriate moti\rational procedures, teach the

EMR to attend' to stimuli (especially :verbal), and use spaced rather than

massedasied
.
learning techniques.,

,
. .

A
6. Perceptual motor learning may present the most appropfiate

training for the mentally retarded, although they still can improve their
. .

'e

skills in other learning endeavors. k

As secondary special education teachers whose responsibility to

direct the vocationarevluation of your studOts, you may be wondering
t

how in the world'this can all be done in a reasonable manner. It appears,,
%%.

I'm sure, that you not only have to be a teadher but a. social worker,

psyohologist, counselor, eValuatOr,.placement specialist, etc.. This may

- well be true, but someone has to take this important role and, it is 'going

to have to be you if the students are to, be served adequately.

4

To my knowledge, there is, no one measure or combination of measures

that can, witk a high degree of accuracy, predict the-vocational potential

of the mentally retarded, or any other group of people for that matter;"

There -has been one attempt by the MacDonald Training.Center in Tampa,

'Florida. After five years of research, they came out with their Vocational

Capacity SC.ale (VCS) in 19634,.Thich_csInsisted of eight tests and gating

scales. There has been just a little research, inoluding minecon the VCS

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

Many stud' have been conducted which attempted to determine what

variables are most significantly relatedto the" social and vocational ad-

justment of retarded' persons. The research has pointed out that every
;-,

ariable.otudied has usually been found to be a predictor at one time or

another. The type of statistics used; population sample, outcome criteria',

contingency, factors, and many other factors have contributed to this

a.
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phenomenon, All said and done, ,ability to do' the job and ,get along with

co-workers seem to,be important variables, although-IQ, acadetaic level
. ::,. .

. f
and such factors are. important for speoific jobs. The interaction of

i' /
.,

,
client, family, community, and'helliing agency vatiables.,ail seem to

..- -

C

determine the tretardate'S work adjustment.

;

A Vocational Evaluation Model'
..

,

_

'.) .

,

, ' :'.i.43, -
':.

'''. .

How do-we mak( any sense out of the mass of data tnat Wetoect 1
.N

on our clients? !Obviously we must have some systematic fraMework,Ot
.t, = \.

. . .

,., model under Which to operate. One that I would like to suggest
.''-'

\. , .

your consideration is the Minnesota Theory cf Work Adjustment which is -,...

1,
.,

concerned with placing the, individual on an -appropriatiljob. Under this
,, ..'.

theOry, work adjustment depen ds on the correspondence between the t ..,

individual's work personality.and the work environment. The individuals

work persOnality consists of his abilities and needs; the Work environ-
.

merit consists of the abilities required for batisfactbry work perform)

mice and the needs that are potentially satisfiable by the reinforcer-.

system of the job. This can:be depicted as follows:'

Work Personality

I Abilities
a,

(Individual)

Needs

Work Environment

AbiiityRequiremènt

Reinforcer System

Satisfactoriness,

Work Adjustment

Satisfaction

.
.

When the abilities of the individual correspond to the ability require-
.

, . .

ments.of the job, there is satisfactoriness; when there is correspondence

between%.the individual's needs and the reinforcer system of the job,, there
,. ,' .

is satisfaction. Thus, if there is both satisfactoriness and satisfaction.,

31,
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there is work adjustment and stability of tenure on the job. What are the
.

4.',

p ossible measures 'of the various elements of the theory? .

;
1. 'Abilities: Work samples, situational' assessment, on-the-job

tryouts, GATB, Purdue Pegboard, and,other ocational-aptitude , ,

tests-; Alt8, and the various
clinical

assessments.
, .

. .

2. Ability requirements:" DOT, job analysis, Guide to Jobs,for,
the Mentally-Retarded, Occupational Adjustment Patterns.

3. Needs: Minnesota Importance Questionnaire (MIQ), interest
.inventories,- personality measures, expressed needs, past
history, etc.

4. Reinforcer System: Occupational Reinforcer Patterns (OR's),
visits to job sites. e

The Minnesota Theory of Work Adjustment provides a systematic frame-
.

work for operating a vocational evaluation and placeMent-program. It

serves as a ti for obtaining' information about Work personalities,

abilities, needs, and work environments in order to find the Correspondende

between 411 these factors that will lead 'to-successful work adjustment.

A successful and effective vocational eval ation program can le

'designed within the school structure and be complemented by ,an appropriate

community job-site experience.' By utilizing the lechni ues that I hive*
,

, ,

, r

. mentioned, you will be able to enhance the bpportunit for our mentally

ti

retarded citizens.
4 0
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JOB ANALYSIS -
THE KEY TO EFFECTIVE JOB-AND-PEOPLE MATCHING

George Lawry
Consultant, Career Education Pivision
Iowa Department of .public Instruction

I

This discussion will center around the "What, "How," and "why" Of

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

'skills.

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

definitions must be established. Since we're discussing j816 analysiS, let's

, -

define our subject. job analysis is a systematic way of observing jobs,

determining the significant, work& requirementv,.physical demands and

environmental conditions, and reporting this information in a concise, usable

format. 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-'

thing that's not clear.

Othe'r related definitions which need, to be established at the outset

of our discussion include:

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

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

Job - a number of_like positions, with an indication of important
variables, usually .refers to employment in one particular establishMe4.

Occupation - composite jobs, identifying common requirements, within
an industry or cross industry.-

To illustrate - The occupation of typist encompasses many different

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

may find many clerical positions, where workers perform typing tasks, in
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various departments and varied related assignments. The depth of analysis

performed depends upon the use to which 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 activities shduld be based primarily on job analysis. The

development of occupational information, or ally other broad -based study,
. . .

would'be best served by an occupationaranalysis, which would Identify ,

the commonalities in'job requiiements, but would.alsopoint out the most

significant variables.

Our discussionlgill be confined 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 tia,c he does it (the'objettive or purpose
for the worker action):"

Another more ccimprehensiv explanation of the JOb Analysis Formula:ex-
.

presses kt as "What.the worker does. Wh'at,gets done. The Machinery,

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

to our subject of how to perform a job analysis. Many different techniques

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

and easily learned'. Elaboration can be added as desired after practice.

Three basic ingfedients of a job analysis are:

(1) Identification (2) Work Performed (3) Performance Requirements

Each of these factors Will be.briefly---,discussed and explained.



a

IDENTIFICATION: The job title(s), industry, firm name, and other'

.background data desired by.the analyst. Usually, the Dictionary. of Occu-

patiotal Titled (DOT) is the best source for'a standardized job title.

,You will also want to enter the employer's job title, (EJT), to form abase

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 and-placement file by industry. The name of the firm, and

possibly the identification of the individual responsible for hiring may

' also be helpful. (See Sample #1)

WORK PERFORMED: This is7tlie "meat" of the job analysis, in terms of

the importance ofthe'data. Thus, it deserves our `major emphasis and

attention. This is the section that brings the job analysis formula into

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

observe, toquestion, and to summarize the information you discover con-

cisely and meaningfully.
,

r t
Information on job.requirements can be obtained in many wayS. You may

read DOT definitions, study plant job descriptions, read job guides, job

briefs, or other typeacofodcupational information. If you want to develop

a job for X worker with Y employer, however, you need to know exactly what

the job requiaents 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) arid worker(s).

111

Before visiting the firm, you should call for an appointment,, explain

the purpose for 5rcur visit, and ask that workersbeing observed, supervisors,

and union representatives (if appropriate) be informed as to the reason for

the job study. Public relations efforts at this point can be most helpful

4
7 t
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in preventing apprehension and anxiety among workers who find their jobs

under scrutiny.

Ideally; you should study background materialsprior to thevisi-

tatlon. Such materials might include company brochures, and DOT or

other job descriptions for the jobs you will be studying. Such advance

preparation will allow you to capitalize on the observation and to ask

more pertinent questions.

If this is Your first visit _to the firm, you should ask for a plant
i . . ,

4
tour prior to the observation. This will help you see the specifc job

.. , .

in relation to. all of the other jobs in the may provide tips
1 .

e plant, and
. ..

for subsequent job development-and placeme nt efforts.

JOB OBSERVATION: Be oourteous;"alert, and to-the-point: Spend cf.

enough time to -Obtainthe pertinent information, but don't be disruptive.

Many workers are on an incentive plan, or tight production schellule, and.

both the emploOr and employees will resent long interruptions.

Be aware of the surroundings in which the job is performed, i.e.,

the lighting, temperature, noise level, etc. Notice whether the worker

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

.
, ....

/physical' demands are involved in the wok performance.
. . ,

.

/ \
.t.

Try to establish the flow-of=work, i.e.; the sequence in which the'
.

tasks are performed. Job structures range from cyClical jobs, where

there is a set pattern of task's, and a short Wark cycle - to the functional,

where there is no established task pattern, /and only a small portion

1

of the complete work cycle can _be observed during.one.visit. Cyclical

.

jobs include assemblers, machine Senders And operators, and such clerical

jObs as typists and file clerks. Emotional job categortgs-may include
- .

:,..
...

craftsmen, highly skilled"clerical and technical,WOrkers,'aswell as
, * .
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managerial and professional jobs. Obviously, your job analysis technique

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

obtained primarily b watchin while the functional job will entail much

4

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

observation.

Do no.t'take copious notes during the 'oBservatidn or interview. Use

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

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

If more_ than one worker is performing the same job, watch ,several

different indiViduals and, try to pick the average worker.,. Gearing your

observation to an unusually slow or to an unusually capable worker may,dis-

tort 'the job requirements ,picture which you obtain. .

WRITING THE WORK PERFORMED SECTION

1. Organize the major tasks, or job aments, according,to the flow-
:-
.

of-Work, e.g., geitnematgrials, starting machine, tending machtne, off-

bearing, disposition of materials to next work station, etc., If the worker

must consglt recipes,""blueprints, specifications or'other form of instructions
*

4- before, proceeding, this shoUld be noted.

2. Begin each statement with present tense, worker action verb, e.g.,,

tends, operates, positions, inspects, Ifstructs, etc. Describe whatdthe

worker, dbes,, not the machine action, e.g., "Tends mills to knead, mix, and

blend rubber for further processing.," The worker is involv"ed only with the
,

tending, while the machine performs ,th.6 rest of the functfbn

3. °Mit, articles (a an, the) and all other words not pertinent/ Avoid

vague descriptions such as large, small', heavy, etc. If size or we ht is

important in understanding the worker action, express the dimensions or
. .
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pounds involved. jOtherwise,palit such information from the Work Per-
-

.formed section, and cover such data in the Physical Demands section.

4.. Avoid the word "uses" as worker action verb. Instead, select

a verb which depicts the worker action, such as "Ass9bles widget, using

handtoois such as screwdriver, wrench,.' enciphers."

5. Introduce the description with a summary statement which.

.

identiftes the job, ;distinguishes it from other jobs, and answers the
.

"What," "How" and "Why" questions. 'Example:. "Tends any of variety. of

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

or special purpose machines to-machine metal wrkpieces to specifications

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

Formula questions and perform the other ;functions of an introductOky

statement?
I .
6.' For ease in reading, divide themajor tasks into numbered

I

paragraphs.
a 4

7. If task paragraph is lengthy and complex, begin with flag state-
:

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

etc..
8. If helpful; indicate the comparative amount of time involved

with each task and the p ercentage of skill involved, with skill expregsed

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

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

and "1" tasks. This information may be of value in restructuring a jot;

to illustrate ovdemonstrate the demands Of the job.

PERFORMANCE MUIREMENTS'SECTION

This section of the analysis dekribes the skills, knowledges, and
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abirities..required for the tasks described in the Work Performed segment.

AmbLg the factors You may want to consider are:-

Responsible For: Consider whether worker is responsible for

such factors as the quantity or quality, of production,.public image of

the f' his own or Other worker's 'safety, maintenance of equipment,

supervision over others', or cooperation with others.

,2. Job Knowledge: Describe anylhowledges of processes, formulas,

materials, etc., ,the worker'must possess to perfOrM. This segment can be

related to the "Analysis of Job Requirements" form.

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

whether the job is so prescribed and Structured that no decisions are

required.

4. Degree of Supervision:

. 5.
Are work tasks repetitive, routine, or varied?

6. Machine-Controls"- left hand,right hand, both hand, hands-and-
.

feet?.. i

7. -Advancement Opportunities:' Outline possibilities for promotion

C

artransfer.

PHYSICAL DEMANDS AND.ENVIORNMENTAL CONDITIONS

Complete this form or similar format, and comment On the most ,signi-

ficAt demands-for this job.

TO SUMMARIZE

1. Job, analysis is the best method of obtaining accurate job :require-

ments information for job development, job placement, and curriculum develop-
.

ment fnr vocational-technical programs.

.
r



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

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.

4. Whavobserving jobs, 'determine the flow-of-work, and note ..physical

demands and working conditions, using a -hecklist'rather than taking

extensive notes. I

5. Each job description should contaih -three sections: Identification,

Work. Performed, and Performance Requirements.
.-

6. Preface the Work Performed material with an Introductory State-

meht,-to identify thejobl,and. distinguish it from other jobs..

7.1 Provide a task description for each major task, identifying the

What, How and, Why of worker actions. -Start each sentence-with expressive

sworker.actiod verbs, and prune all excess words..

8. Describe the Performance Requirements deemed most appropriate.

9.. Prepare the "Physical Dgmands and Environmental Conditions" form.

10. .If desired, prepare the "Analysis Job Requirements" form, to

. identify the most basic skills and abilities required for job performance.

41
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Sample #1

JOB PROFILE

DOT Title(')

Name of Firm Address

Union

IDENTIFICATION

DOT Code(s) Employer's Job Title(s)

/ Person to See c Telephone

Starting, Salary Fringe Benefits

4

6

WORK PERFORMED

35
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Sample #1. (cont.) .

PERFORMANCE-REQUIREMENTS

Responsible For:

Job Knowledge:

Judgment ReqUired:

Type of Supervision:

Type .of Work (Repetitive, Routine, or Varied):,

Advancement Opportunities:

. 0ther Requirements (Analysis of Job Requirements Attached?):

Employer Tests:

oaa

43 36

.4,



a

Sample #2i
V JOB ANALYSIS CHECKLIST

JOB TITLE (Plant Title)

Alternate Titles

Education
8th Grade .

2 years High School
H.S. Graduate'
Apprenticeship (years)
Technical or Business school
College,Graduate
Type of Degree

EMPLOYER REQUIREMENTS

Experience/TtaininR
30 days or leSS-
3-6 .months

1-3 years
3-5 years ,

over 5 years
Amount and type of

Training required

JOB SUMMARY (WHAT, HOW, WHY)

'Machines .OPerated (specify):
Measuring Devices Used (specify):
Specific Skills Required (such as welding, blueprint reading; plumbing, etc.)

Knowledge of Fofmulas or Processes (specify):,
Is Machine Operator Responsible for:

Set-up Minor repair /adjustment,

Major Repair Lbbrication
Other Required Job,Duties Not Observed (specify):

StrengthRequireMent

S - Sedentary (to 100)
L - Light (to 200
M - Medium (to 500
H - Heavy (to 1000
VH- Very Heavy (oveF 1000)

PHYSICAL DEMANDS

Occasionally Frequently
(less than 1/3 of -time) 1/3-2/3

No Hazards
-Mechanical Hazards
Env,iron-HaZards

.HAZARDS .

Safety Devices
Fumes -:Odors

SKILLS, KNOWLEDGE, ABILITIES

Continuously
Over 2/3

Protective Clothing
Mipts Heat \ Cold-

Responsible for (indicate monetary value and results of negligence):
Care of Equipment
Appearance and/Qt quality of product
Supervision of others

)

Safety of othgrs
Cooperation of others.
Other responsibilities (specify)

Job Relationships:
PromotedFrom
Promoted To

SUpervised by

SuPervisgs (number of workers and titles)

44



Sample #3
ANALYSIS, OF JOB REQUIREMENTS

-
. .

Name of Firm(s):
DOT Title and Code:

,. Plant Title:

Indicate the importance of-each job element by noting the frequency
with which it occurs.

'N -7 Element NOT required for,stIccessiul job performance.
0 -- Element required occasionally.
F.-- Element frequently required.

' C -- Element constantly required.
'

. .

. Job-Requirement&
.

Fre-

quency

. . .

Job Requirements
.

Fre-

quency

1:COMPUTATIONAL SKILLS'
A. Adding - .

.

5. MA1IPULATIVE SKILLS
*A. For simple hand tools

and utensils
*:

.-

.

B.*Subtractin: ,

-C:-Multia in:- __ _ *B.011,eration of simple
, D.'Dividin: maChifieS, thaniNlating

-. '"'contrdls and-making ,

. minor adjustments..
. E. SiMPle Fractions

,

,

2.. MEASUREMENT SKILLS '

A.-Nuiriber'Recognition
.

,

C. Operating _cash register .---t-
,

*D. Performing hand work,'
operations siich-as-

folding, sorbing,
% sslicing assembling,

_ etc.;

.

.

B. Change Making'.*: . .

C. Price Evaluation, *.

.

D. Use rulers or tape
measures '

tE. Use of simple kuages *E. Operate and service
. motor vehicles .*F. Use of kitchen measuring

devices _ . .

_6. MISCELLANEOUS SKILLS
A. -Ability to work with .'

tools and.equipffient

safely .

.

-

3.:COMMUNICATION SKILLS.
A.-Reading. r'labels or

-writteIrtnstructions

, .

B.. Following ,recipe

inStructions. ..

".

B. Ability to accept re-
.. sponsibility for safety

. of_self and others
.

C'.. Comprehending oral _

anstructiOnS ,

.

C. Ability to-work ,in .

harmony With others,

.

.

,..4D. Writin:' brief-notations
li-Wilting_custOmer's'order D. Willingness to accept

responsibility for
handling of money

. F. Talking' with supervisof
and or co-workers

'

._,. ,

G. Talking with public '... E. Ability.fo work under
'.close supervision ,H. Abilit to use al'habet

. Use of telephone . '. F. Ability to work inde-
. pendently or under gen-

eral supervision
'J. Use of telephone,direc-

iOry, .
.

.

, .

.

4. PERS,ONAL ATTRIBUTES 1
.*A. Surtableattire

,

.

.

..

7. OTHER SPECIFIC SKILLS

.

..'

.

'

Describe: .

.

.

.

.

*B. Hygienic requiiementS
C. Pleasant Manner
D. Poise e

E. Tact in Dealing with
Public

t, Specify bn reverse side:

.1
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Sample #4

JOB ANALYSIS -- Style of Writing

WORK PERFORMED Section' (JOB SUMMAY)

I. Sentence Structure

Each sentence in'this section answers the 3 basic
analysis formuli.

What does the worker do? (Specific action taken)
How does he do it? (Methbds 'used and knowledge applied).
JaW does'he do it? ,(Purpose of job)

questions of-the job

II. Use of Words I

A., Avoid vague, general words subject to many interpretations.
,

B. Select meaningful, accurate, descriptive worker action verbs
such as the :following: ;-"I\

7 0

Physcial Action Verbs

'adjUsts feeds
adirances files
alines forges
attaches fuses
'bends grooves
binds hammers
bolts. , hones
chamfers inserts
claMps miters
-coins perforates'
compresses' places
covers planes
creases polishes

positions,
erects punches
extrudes

removes
repairs
sands
screws
shapes,

slots
solders
sorts
splices
sychronizes
taps

transports
tumblaS
Weighs out
welds
winds

)

Mental Action Verbs

coordinates
,corrects
devises
directs
determines
evaluates-

inspects
instructs
oversees
persuades
suggests
tests

verifies

Obviously, thie list is not all- inclusive, but may. Trove helpful in
selecting expressive, explanatory verbs.
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Sample #5

NAME OF FIRM(S)

PHYSICAL DEMANDS AND ENVIRONMENTAL CONDITIONS

JOB TITLE

*DOT TITLE AND CODE

PHYSICAL DEMANDS
'

COMMENTS

1. STRENGTH

a. Standing 7.

' Walking 7.

Sitting 7.

b. Liftihg
Carrying'

Pushing
Pulling

Frequency `Weight

2):'\ CLIMBING

',BALANCING
3. \STOOPING

KNEELING
CROUCHING
ditAVLING

4. REACHING
,HANDLING

. FINGERING
FEELING

5.. TALKING 1

Ordinary
- Other
41EARING. -

Ordinary Conversation'
Other Sounds

6. 'SEEING
. Near Vision

Far Vision
Depth Perception
Color Vi'sion

RATINGS: PHYSICAL DEMANDS: S ,L. H VH . 2 3 4 5 6

STRENGTH REQUIREMENT: Sedentary (.to 100,
- Medium (to 50#), H - Heavy (to' 1004),

FREQUENCY' SCALE: 0 - Occasionally, less than
1/3 2/3, C - Continuously, 'over 2/3-

%Er

47

L - Light (to 20#),
Very Heavy (over 100#)

1/3 of, time, F - Fr8quealy



Sapp le #5 ..(cont.)

ENVIRONMENTAL CONDITIONS

ti

FREQUENCY COMMENTS
. 0.

1. ENVIRONMENT.

Inside

Qutside 1:

2. EXTREME COLD WITH OR
k,c WITHOUT TEMPERATURE

CHANGES

3. EXTREME HEAT WITH OR
WITHOUT TEMPERATURE
CHANGES

4. WET AND/OR HUMID

5.7: NOISE

Injurious to ears
Distracting for type
of work performed

6. HAZARDS'
. Mechanical

Electrical
Burns

Radiant Energy
Other

7. ATMOSPHERIC CONDITIONS
Fumes
Odors

"Mis s
Ga es"

Dusts
Poor VentilLatio4
Other

Vs,

10
.RATINGS:'' Work Conditions: Inside Outside Both 2 3 '4 7

PROTECTIVE CLOTHING OR PERSONAL DEVICES FURNISHED OR REQUIRED

a

y
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.1
MATCHING STUDENTS WITH .19B,

A REAL CHALLENds'

George Lawry
Consultant, Career Edtcation Division .

Iowa Department of Public'Instrudtion

Matching students or clients with jobs should never become a

mechanical procesS of simply'balancing facts regarding employer re-

quiiements with facts regarding client capabilities. Students are

individuals, each with his or her. unique, mixture of problems and

',capabilities. Accordingly, objective data can never fully substitute

for the knowledge and judgment ok experienced coordinators in develop-

ing appropriate jobs or work experience station

However, systematic use of job requirement data and ability -

assessment information can greatly facilitate the matching process,

and minimize the amount of trial 'and error involved.

The first step, job analysis, has been dikussed: If-a form such

as the "Analysis of Job Requitements" Can be completed, to indicate
c.

the most basic tasks required, this data Will he agood supplement to ,

the job profile, and a handy tool for job.development,,or when discussing

possible job re-structuring with the employers.

,

andthen proceed to the, student, or client, nd examine case sum-

maries or other-reports to examine or develop the student ability profile.

Again- if the Rim ."appraisal of abilities" or similar fbrmat is available,

or can be readily developed froth case history summaries and reports, this
'

data arrangement will permit a quick comparison of basic job require-.

merits and basic student abilities. These analysis and appraisal fOrms

are merely a suggested arrangemen of
.

data for ready referente and could

be modified or aitered,as needed.

49 42'

4

7



Many tool...and devices are helpful in,assessing the individual!s

capabilities and in comparing this' information with available information

about jobs, This discussion will be centered around what I consider one of
Vg+

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

Actually' E:lxis publication represents a series of volumes each with its own

particular contribution to counseling, job development and placement.

Just a brief comment on the, background of the DOT. 'This instrument

represents what I consider the most complete job classification system now

available anywhere.. It is a valuable tool for obtaining job information,

, for coding and classifying, occupations, for developing job clusters, and

for developing base materials for g uidance and job development.
4

The`DOT job definitions were developed by trained full-time occupational

atalysts who performed on-site job analyses (each job was investigated by
.,

different analysteln different parts of the nation, and,tilen a composite

definition and rating system developed)'. Volume-I of the DOT contains the-

job title codes, ('definitions, and alternate; titles for over 23,000

. .

different jobs bearing more than 35,000 job titles.
.

. q
The digits of the code number go 'much, farther than simply identifying

specific job for classification pnrPOses. With.just a little practice,
. .

. - . .

. ,.. .

.

can 'discover a considerable amount of job information from the code

the

you

number alone. To fliuti.ate, the first three digits of the cede represent

the occupational group arrangement, and identify the job in, terms of,work

field, material, product, service and/or industry. The first digit indicate;
. .

one of 9 'Occupational categories; while the next two add, extra details.

However, the part of the code most important to guidance and job devel-
..

opment and placement ,work is the'l ast 3 digits. This part-of fhe code,

relates to the Concept that every job requires the worker to function to

43...
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data, people, and things, in varying, degrees. The 4th digit represents

Data and provides a hierarchy of functions ranging from "No Significant

Relationship" to the highest function of 'Synthesizing." People, the

5th digit, includes functions ranging up to 'Nentoring," while the 6th

digit, Things, indicates functions from "Handling," through "Manipulating"

and culminating with "Setting-Up." Theseogorker functions then serve as

the basis for grouping or clustering jobs into "Worker Trait Groups" with

.common functions and similar significant requirements. The workei traits

arrangement begins with the 22 Areas of 'Work, and is then subdivided into

the Worker Trait Groups, each with its narrative dgscription, qualifi-

cations profile,:list of related classifications, and the grouping of ,

occupations within that particulararrangement. Information concerning

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

requirements, and training, and methods of entry are included in the

narrative for each Worker Traits droup. The Qualifications 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 fobnd in Volume II Of the DOT.

Supplement I to the DOT lists most of,thse characteristics for

Every job in the DOT in numerical order. Supplement II, whi,ch,should be
. ,

most helpful you in your work, has the characteristics arranged by.

Worker Trait Group and then by individual occupation:

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

. /--('-' .

initial approach to job matching, i.e., exploring the varied-possibilities

for the student. For example,'assume that the student/4as had food .

.. .
.

.
, .

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



a

. ..
,

,.. . ,
/

job would be 118.887, with the digits 318 indicating Service occupations

and Kitchen Work specifically, while the 887 indicates the "Handling"

.I

Worker Traits group. This group is located on page 360 -369 o

1

Volume II

of the .DOT. Referring to this section, we find the:common characteristics

for a very large number of jobs. If necessary, we could theniturnto

Supplement 2, and examine the listing of worker characteridtics 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-

-.

specific jobs which have- similar characteristics. Obviously, the final

step ijs to locate and analyze jobs locally which might be suitable.

This process actually occurs much more rapidly than. would seem

possible from this lengthy discussion. As with.any technique or skill,

repeated practice soon-develops expertise.

Use of,simRle formats such as the Analysis of Job Requirements and

the Appraisal of Abilities will facilitate the final matching process by

graphically illustrating the characteristics-of both the student and the

job.

\
To'summarize, job matching is not complicated.. The ingredients re-

quired are: a systematic organization 'of significant information about

the student and the job, generous doses .of common sense, and sound ;

intuition.

Generalized job information can be obtained from the various volumes

of the Dictionary of Occupational Titles, job descriptions, and other

,similar materials. Spccific.job requirements information can be derived

from -job analyses.

' 4

Student appraisals furnish many different types of essential job
. ,

matching data. .These data may be obtained by psychological and wot'k

sampling tests, by observation,, and by clinical diagnosis.

451
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Job matching

. (/*

clusters of jobs,

v
,

can stah
17,

bylexplaring characteristianeeded fq4

.f,
.4

narrowing dawn-to several specific jobs, and finally
,

deterthining which Of these jobs may be ava4able locally. Final job"

matching may often involve assisting the employer, to restructure the

job, modifying tasks slightly so that the worker may more easily adapt

to the job requirements.

-Job/student matching ischallengingand often frustrating, but an

effective matching of igdividual and job can

rewarding and satisfying experiences..

S.&

r
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Sample #1.1.

Name.

APPRAISAL OF ABILITIES

ApILVIES
POSSESSED BY
APPLICANT
YES NO

COMMENTS

*1. Can perford siMple atithmetic operations.

2. Can make change And understand-Money Value,

*3. Able to read and Understand numbers on
rulers,.gauges, and other simple devices.

4. Can communicate rally.

5. Can read. labels, recipes and instructions.

6. Can write simple instructions or notations

i'*7. Can manipukzte appropriatfftools safely.

*8..Can operate ap ropriate simple machines
_land apparatus.

. Has good personal.a earance, neat, cleani,
etc:

1

10. Adapts to change: a. wibcdiffidulty%
)3. moderately
c. eaSily,

11. Concentrates amid. distractions..

..

12. Maintains' composurecomposure nder tension.

3. Works easily with people.

14. Reliable, prompt and punctual. FoLlows an
assignmenIt thi-gugh to completion.

15. Able to meet and deal with f'he public.

16. Able to work under close superiisi9n.

17. Able to work alone,.with only general
,supervision.

4

18. Efficient in use of expendable supplies.
,

19. Remembers more than one instruction at a
time.

20. Able to use telephone..

21. Able to use telephone directory.

42. Able to adjust socially to community.

23. Has sure time outlets.

24. Knows andcan t*alphabet.

*25. Able.to ,operate and/or service motor
vehicles."

6,170.
544,
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Sample #1 (Cont.)

JOB KNOWLEDGE'

JUDGEMENT:*

INITIATIVE:

ADAPTABILITY:

'PERSONAL CHARACTERISTICS (Appearance, quality o

TEMPERAMENT & INTERESTS:

ITUDESi

4

voice, etc.):

GENERAL (Communicative ability, able to handle.conadential data, etc.):

EXPANSION OF JOB DUTIES:

8

3-

-
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VOCATIONAL E''ALUATION THROUGH THE
USE OF WORK SAMRLES

Dennis L. Krehbiel
Supervisor, Career Exploration Center

Area XI Community College''

Ankeny, Iowa

INTRODUCTION

.

Work is no longer only a means of earning a living d providing for
,

t

ones own Physical well-being. IX actually has become a way by which man
4.

finds his identity in society. The'number of workers involyed in production

f a

goes down steadily. This means then that the one significant thing, in

,

terms of our changed society, is'that education becomes the'link between the

individual and work, or the link between an individual and his place in.

:ociety.

The employment situation today is ;one in which many of ,the country's

most educated and talented people, are'unemployed. This makes it much more

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

systems for'assisting these people in finding% their place to contribute in

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

educatnal system prepares a person to go to work. However, we know that.

few high school graduates are prepared for their place in society upon

°'leaving high school. This mut not happen to the person disabled by mental

retardation. Our goal with'MR's is to help them find what kind of work

they best qualify for. Vocational evaluation'and exploration through work

sampling can help in this endeavor.

During the growth and exploration stages of a person's life,the

individual is engaged in learning about himself and trying new experiences



-

to determine the kind of person he wishes_ to be and beCome:.- To make the

best decisions for himself the individual must know-himself,,soMething

. /
_about Ole Occupational world and its demands, and something about the

relationship between his characteristics and those required by occupations.

The mentally retarded's experiences are most ofteri very limited.

It is the schools'. responsibility to help provide experience that will

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

However, 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

in the transition ftom'school to work. The work sampling system can

be usefUl in accomplishing this.

'DEFINITION

.

Theterms "vocational evaluation' and "work evaluation" are often

'used'interchngeably and equivalent. tisually, however, vocational

- evaluation is defined as consisting of evaluation for pertinent meditial,

psychological, vocational, educational, cultural, social aritenviron-
.

mental factors. Work evaluation, on the other hand, is never defined

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

individual's vocational strengths and weaknesses through the utili-

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

and work evaluation will be considered synonymous. It will consist

of assessment. of strengths and weaknesses and provide work exploration,

primarily thrOugh work samples.

4r

Rationale for Work Samples

This paper is concerned primarily with the-EMR's, Educable

ry50
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Mentally Retarded. Where did this term come from? What does it mean-?

Unfortunately, it doesn't" have the same connotation for all people. Some

people will assume that a mentally tetarded,person has no abilities. Of

/,

.course, all of us who work with EMR's, know this is' not true. I question

whether we should even be putting these labels on students at all. They

F.
are given, this label because they have demonstrated a lack of academic

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

think so. We have had mentally retarded youngsters in the Career
P4

Exploration Center who5haved6Olonstrated strong mechanical abilities.

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-

ligence (Guilford 1967), over half of which there are now ,tests !or.

Only one 9f these factors is classified as academia talent.' 14% Thurstone

. has identified seven separate factors of intelligence,-viz., verbal

-comprehension, word fluency, numerical ability, space visualization,
.

memory, perceptional ability and reasoning. Other researchers have also

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

evidencelwe are probably doing great injustice to people lacking

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

retarded, we had better be prepared to identify What abilities the' do

have.

For the menially retarded and bother students whd may not possess
o

verbal and academic talents, the activity' amoach through work

sampling presents a means of eliciting and modifying behavior where

verbal and symbolic techniqUes fail. Work samples (W =S) can assess

with insight the degree and direction of the students',adjustability

'51
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to work. W -S also permit the teachers ancl. ,counselqes to gal:n an
. .

understanding of what the student_can do and learn, and to uncover

latent signals of talents leading to appropriate vocational choice.

= Since work samples are simulatO job duties, and do not reSemble a

formal test situation, the le s threatening atmosphere facilitates
'

les,s deiensive behavior While encouraging the student to assert his

4
. capabilities. Thus, he will reveal his strengths,.weaknesses and

potential for certain kinds of work. A work sample will often give the

student a real- insight into his'ability to perform. Also, the nature

of the job will be.revealed, which will hetp,the student determine

his true vocational interest. An accurate :evaluation of the student's

potential, interestinterestand capabi4ties for work is essential. Without

it, a method for understanding the, student's problem of adjusting to

training and/or job is lacking.

The broad objective of vocational evaluation is to develop a

picture of the student from a vocational viewpoint. This includes:

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

requirements of selected jobs or work areas? physical capabilities,

learning ability, personality characteristics, social competence and

other vocationalfactors.,
.

The use of work samples hold several advantages= when used in

satisfying the above objective. Some of the advantages are:

1. W-S look more like work and often will holethe student's

interest as opposed to psychological testing.

. _

2. The students can see how well they are performing and'better

Understand their vocational interest and abilities; and

xthergfore holds more meaning for the individual.

Q.

`
leg`t
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3.. The student diScovers for himself'ihe work tools and requirements

of different kinds of work.

.

4. "Teachers can observe work behaviors.

5. Work'samples are not biased clue to reading, speech, or educagon.

6. Maybe most important, work samples have built -in success experiences

providing unconscious motivation.

Work sampling does have some' disadvantages. They can be expendive if

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

However,in most cases this is not necessary. Work samples could also be

considered time consuming, but they are still much quicker and more,yenient

than sheltered workshops or actual job experience. The time and mohey spent

for evaluation can be far more economical in the long,run. Much tim .and

money.can be'spent on training and job development only to find out the

student is not suited for or interested in the particular' job. You not

only have wasted time and money'but may have jeopardig? future placement

with;, that employer.

What Is Work Sampling.

Work samples are real job tasks, not formal tests and substitute job

production for standardized tests in measuring ability, skills and potential.

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

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

made up by the teacher to resemble an actual job. They all are dAigned

to measure traits.important to.successful employment. Work samples can do

two main things: Provide realistic work exploration, and assessment of

abilities not normally discovered through regular school routine.

The purpose of work samples are: to observe behavior,- to determine

potential for training, job placement or other needed services, as a

60



therapeutic milieu for effecting change in vocational self-concept,, as

'a diagnostic tool, and .as a prognostic tool.

Sound evaluation needs more than an estimate of conventional strengths

and liMitations. It must yield an index of ability to change and improve,,

a measure of'potential to increase the repertory of xeiponies, 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 go with

more education and training. It also seeks,to uncover latent signals
.

leading to appropriate vocational choice.

Setting Up Work Samples

Sustained observation, focusedkon significant work related factors

and performed in a systematic way, is the key to sound work evaluation.

The tasks selected as work:samples shouldbe simulations of activities

th4.-146iild be encountered on a.regular job and which require the use of

standard, and equipment. If.at all possible, the'work sampling
.

environment should reflect the atmosphere of the real work setting.

Occupations- are broken down, into the various components and factors that

prP found within the given occupation., The components or eactors are

used as work samples. The first work sample attempted by the student is

always the simplest and most basic operation of the occupation. The

vork samples should range in complexity .fromyery simple to difficult.

This permits successful experiences but yet will, tax the student's upper

We need to carefully examine the objectivds we are trying to reach

when establishing work samples in order to decide on the methodology.

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?

54
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. If not, why not? Is'the student ready to decide on a job or training

area? If so, what? If 'not, why not? What is the plan to .bring

aboUt student and/or environment change so the student can be

successful.

Some basic fact to be measured and some suggested means of

measuring them by work sainp.les are:'

7\
.1. Varbal usidg,tape recorder or telephone.

2. Numerical - counting, filing, weighing or measuring.

3. Reading - reading safety signs, direction and traVil signs,
- ,

filing alphabetically and sorting mail.

'4. Writing - tasks involving written instruction, simple note

for directions or filling out forms.- 0,
A

In 'deciding which occupations to develop work samples on, look

at the type of, jobs that are, feasible for the range of stladent to
0

be involved in the work,sampling program.' Also exmainethejob
.

opportunities in your cotmunity available to the EMR student.

Before developing your work samples for a given occupation, you

will need to do a job analysis of that occupation. A job analysis is

a process of defining the significant worker traits and requirements

of the specific job.

.Once these traits have been determined, 'design the work samples .

to measure the traits. By measuring the student worker-traits with

the work samples and comparing them with the traits required to do

2

the job, you can get a level of attainmen 'for the student within'

the occupation.

The Dictionary of Occupational Titles (D.O.T.) and its Worker

Trait Croup-Arrangement has.much of this work done for you. Your

6255



school more than likely has a set of D.O.T. Check with the school

counselor or library.,

Drawing Useful Information From Idork Samples

The results or information drawn from a work sample will depend

greatly on the teacher or perSon (evaluator) conducting the work

sample. The evaluator will want to know what kind of information 'can
,

be expected from the work sample, bhen carefully observe the student

and record obitrvations as they occur. t

There are basically two kinds of inforMation gainetfrom work

information about the student, and information for the

student. The student will find out for himself such things as: What

is expected of a worker,, which kind of work he lilts and dislikes,

what kind of work he is best at and what adjustment he may need to

make in order to be successful. The evaluator Will want to sit down

with` the student and discuss the results of the, work samples. This

will be A opportunity for the evaluator to check on the student's

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.

Information about the student's worker traits will be gained by a

comparison of actual behavior with the job requirements. If the student

wasp not successful on work samples at the level needed for successful-

employment, the problem needs to be recorded.. This statement will give

information about work habits, physical capacities, learning ability,

and other vocational factors. The amount of instruction needed.and

retention of instruction should alsobe recorded. This provides infor--

mation on his learning ability. In most cases the student should be

given repeated attempts on work samples he is having difficulty with.

Az



This is up to.the discretion of the evaluator. The student may learn to

do the task after several tries. This will not only reveal learning levels

but should also reveal the potential for growth. The highest work sample

successfully completed will indidte the level of'employment for the

student within that occupation.
'0%

Reporting Results

The effective vocational evaluation report is a logical, well-planned,

carefully written means of communicating vital vocational information about

a student. The report must be concerned with a student's total functioning

as it relates to work. A mere listing of results of specific work samples

will not be adequate and 'neither will listing worker traits or a statement

that thblstudent worked 'well in a selected work area. The report should°

clarify the vocational strengths, weaknesses, hmemell the student meet&

selected minimal vocational criteria, trainability and revel of training,

effective reinforcers and key factors in bringing about change.

The effective report will contain only significant vocational findings

.

that have been separated from trivial or unessential information. Clarity!

results because, the evaluator learns early in the evaluation what it is,
that he needs to know about a client. He knm4s the questions to be answered

and he has set up a plan for obtaining answers to the questions. The

report should swer these questions.

The report will discuss 'a student's vocational strengths and wequiesses,

interpersonal relationships, inaturity, dependability, acceptance ofsuper-

vrsion, learning problems and general employability and adjustment problems.

It 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

57



success in a specific job'or training,and the type of assistance that

may be helpful to the student. The report should also reflect some

personality information. How he reacts in interpersonal situations,

accepts'supervision.and criticism and his frustration levels are all

impoitant.

In testing your report, ansvier these questions: Is this report

really telling anyone anything, is this report worth the money spent

for evaluation, does it tell anything you
-

point out assets or liabAlities?

Existing Vocational.Elialuation Facilities

didn't already know, does it

Vocational,evaluationhas, been done for years..._but primarily'only

in sheltered wikshops like Goodwill and in the Divigioriof .4habilitation
--

and Education Services' (DRES) evaldation centers. There are three RE

evaluation centers in Iowa with the main facilities located in Des Moines.

The agency

EmplOyment

-evaluation

has facilities at Oakdale and F9rt Dodge. The Concentrated
. .

Program. (CEP) within:the-city
. .

program that-uses work sampling as.a tool.

Of Des Moines also has an

Iowahas vocational evaluation and exploration facilities at three

Area Community Colleges. Indian Hills at Ottumwa, Kirkwood at Cedar

Rapids and Des MoinesArea Community College at Ankeny. All have

facilitids and equipment to provide vocational evaluations. Hawkeye
4

at )Waterloo Iowa Lakes at Emmetsburg and others are developing evaluation

techniques.

SUMMARY

The use of samples of real work can tie together the questions of

capabilitiy, vocational development and the responsiveness to. meaningful



reality. Mirk sampling_provides knowledge about the applicant's interest,

dttitudes,-personality and motivation. Also other important

work readiness indicators are, provided which permit the.teachers' and

counselor to cope with questions raised by'emOloyets concerning skill

. .#
potential and job stability of'an applicant having no work history.

.
.

Work-sampling is not,tO be considered a panacea to solve all the EMR's'

or their teachers' problems. However, it is a tiSeful tool, to be added to

, . !4v

others'you have already developed, for a-better look at the individual and
0 \

to provide more assistance to the studedts.
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'Sample #1

44 EXPLORATION - EVALUATION .RESULTS

Student

Dates of Evaluatiots, FroM

IS

Evaluator"

To
J

Hours Attended

Rating'per.\'`,. Rating per. RatIng'per
Work:Sample. Attempt Work Sample Attempt . Wprk Sample Attempt

I 2 .3 4 5 l 2 34 5 J , I 2-3 4 5
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'Sample.#2
.

WORKER4QHARACTERISTICS

Strefigths: !

\

Weaknesses:

Trainability.andat What

o

4

General employability:

Effective reinforcers or key factors insbringing about change:

Attitude, dependability and responsibility toward; ork:

.)"
Maturity:

-,0

Acceptance of supervision (praise /criticism):

Interest and how well studentmeets.requirement,of job of interest:

Retention of instructions:

!I
f

RecoMmendations and comments (specify jobs where success is. likely),:

4t)

,
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"REASON FOR WORK SAMPLING /
AT

KENNEDY HIGH SCHOOL

Arnold EriNglon
`Lead,Teacher,,Kennedy High School Work Study Lab

Cedar Rapids,' Iowa

The Special EducatiOn students at Kennedy High School are no doubt

going to be limited in their choice of future occupations. If we think

only in terms of educating them academically, then vOre doing them.a

disservice.

Their academic prowess is limited, as proven by psychological

testing; although by concentrating on an academic curriculum alone, we

may be, able to raise their academic achievement slightly, But will

this amount be*enough to prepare'them for a life of self-sufficiency,

which I belie'Ve should be our ultimate,,:goal. I think not.

'Consequently, a program was instituted at Kennedy High School that
,

concentrated.Odworle sampling set in a more realistic environment, away

from school. The following is a description of our,prograM.
-

Our Work Study Lab to which the students are bussed each day, is

lOcated in downtown Cedar Rapidsi"IoWa. At the Lab, work sampling is

of,three types: isolated-trait work sampling, simulated work sampling,

and actual work sampling. The latter is wh at we aspire to Ob the most

desirable for adjusting our students to the world of work. Every-
...

effort ismade to make%his area of sampling realistic.

Students must fill ou't application forms. Time cards are used on

the job. There are foreman; weekly individual evaluations, and job

proficiency cardston each student. If a student is "fired" because of
2

attitudes which would be unacceptable to actual employers, a vocational

62
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rehabilitation Counselor is available to help him. After thenecessary

counseling, the student can 'be "rehired."

The areas of actual work sampling are 'food services, (we have, our

restaurant service, with invited guests),'assembly line for producing

elementary school materials,JoffiCe experiences, (collating, filing,

mail stuffing), custodial care, and pkant maintenance.

The isolated work sampling is done at the beginning of the school

year to assess specific traits and talents.

Simulated work samples are .used when there is not the necessary

"actual jobs" available.

Our students will seek and,hopefully gain part-time emplOyritent in

. .

the competitive market during their junior and senior of high

.

.

school. We feel that Work sampling at the Work Study Lab will improve
'

the students' job performance and work behavior so that their future in

the world of work will be a, positive experience.

INS
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KENNEDY'WORK STUDY LAB

I. Supervisory Staff.
A. Lab Manager
B. OfficeDepartment Manager
C. Production Department Manager
D. Food SerVices Department Manager

II. Department Responsibilities
A. Lab Manager

1. Overall Supervision ,of Lab
2. Program Planning 4
3. Approvalof Purchases, Requisitions and Trips
4.. School and Community Contacts (Products DeliVery)--

B. Office Department Manager
1. Receive; bate and File Orders
2. Confirm Receipt of Orde.rs, with Schobl and Set Tentative Date

fpr Completion
3., Arrange Completion of Order, with Production
4.% Packing of Orders
'5. Billing for Material Used in Orders
6. ;Requisition Raw Materials for Production, Food Service, and Crafts
7. Inventory Equipment of the Lab

4,

8. Supervise Tool Check-put-
C. Persiqhhel Department Manager

1. Time Cards and Payroll (Awards)
2. Set Production Schedule
3. Personnel Evaluation

a.-'Persorial Appearande
b. Attendance
c. Grievances
d. puterpersonal Relations

4. Health and Safety
a. First Aid
b. Inspection: Sanitation
c. Safety Glasses; Hair Nets,/etc.

.D. Food. Services Department' Manager

1. -Cake Operation
a. Short Orders
b. Training of Waitresses, Bus Boys,

Dishwashers, Cashiers
Coin Machines

3. Break Time
E. Production Department Manager

I. Plywood Products ,

2. Cardboard Products
Bulletin Boards
Crafts and Hobbies

5. Repair and Construction
6. Custodial Services

a. T4dlets
b. Floors
c. Windows
d. Trash-Pick-Up

7t' Delivery Services
a. Pick-Up of Raw Material
b. Del. Ver Finihed Products

3.

. 4.

1;64 .

a.

6

Tray Carriers, Servers,

(Workers Supplied to Lab
Manager for Delivery Services)

J.
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EVALUATION OF/WORK SAMPLING

Donald E. Oxenford
ConSultant, Work Study

Joint County School System
Cedar Rapids Iowa..

I recall attending a work study workshop where discussion, in one

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

unnecessary qUestion, However, taking time to discuss and answer the

question gave us a new sense of direction in completing-our task.

We mustnow ask,,"Why do we want to evaluate the work samples_

employed at the Lab?" and "What are the components of an evaluation?"

I would suggegt that. the reason the work study lab was initiated

was to provide meaningful information about,the students who were being

exposed to work samples in various job luster areas. This information

would be fed back to the school setting so that an adequate program of

work'adjustment and classroom support could be incorporated into a

vocational plan for each student. /No longer can we, or should we rely

.on the "trial and error" method/of assessment which meant providing a

student several work experiences that may Or may'not have been successful.

There is a definite needo provide vocational assessment opportunities

much, in,, the school life of a student.

Much of the information in print regarding vocational evaluation

and work ealuatidn deals with youth and adults in post-school settings.

I 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 forAeach participating student.

ti



Another need is tosdeterMine if a valid work-evaluation can be

achieved.using instructional and supervisory personnel that are not

formally trained to Conduct such evaluation.

-
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JOB. SAMPLES

Gene Jahndke,
Coordinator, Special Classes

Cedar Rapids Community Schools

Job samples take at leaPt two forms (simulated and actual) and may

occur inside or:outside the school setting. The sampling, desirably,

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

"simulatede" ExamPles.of isolated trait job samples are: ,putting nuts

on a bolt, 'typing tests, reading a parcel post zone, map, or an accuracy

"test on an adding machine.

Actual job samples are, collected froM actual work experiences..- They,

might include bolting together a fuse box, typing the attendance report,

mailing material from the IMC or adding retail sales receipts.

A possible third categdry_job sample is the result of obse vation or

testing in the job situation. Sometimes this is called a situa ional job

sample. Goodwill Industries of Milwaukee', Wisconsin, has a g e for

evaluating clients in the work situa ion. Major categories evaluated are:
. ,

persqnal appearance, emotional stabi ity and control, self-confidence,

general di;position, ability,to exp ess oneself, leadership qualities,

group relationships, ability to'wo with others, cooperativeness, staff

relationship, acceptance of supery sor, ability to understand instructions,

ability to carry through work as gnments, physical coordination, learning

speed, attitude toward work, attendance and punctuality, rate of manual

production, cork quality, initiative and resourcefulness..

There are, then, three types of job samples that aid In

vocational success for our students. They are: situational

';.4
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..)isolated trait samples, and actual job samples. Although schools have

frequently used situational job samples and isolated trait sampling in

the past,- there are interesting possibilities for actual job samples

in the school setting.

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 puppet 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 andldail communication carried on, products

wrapped and packaged, bills mailed, etc:

During the workshop ve wish to share with you some of our experiences

with job Samples and hear experiences you have had. Together we should

be able to compile quite a list of )ituational, isolated trait,*and

actual job sample possibilities for our students'.

,68
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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
Ohio Department of Mental'Hygiene and Correction

Columbus, Ohio

1

The central purpose of the study was to develop an objective technique
.

to obtain the extent of a retarded individual's preference for particular

work areas while enrolled in a sate residential training program or a

public day school work study curriculhm.

The problem of developing measures of interests appropriate to the

'.unskilled and semiskilled levels has been difficult to achieve with

conventional interest inventories. These instruments were originally

developed for use with business and professional men or with college,and

high,school stud,Ants aiming at the middle,through the upper rage of the

occupational hierarchy,(Strong, 1943). Long (1952) has pointed out that

such inventories as the Kuder Preference RIcord and the Strong Vocational

Interest Blank characteristically focus upon specific jobs and occupational

areas with Wh' the lower ability job applicant is not familiar. To meet

the demands of applicants in the lower occupational job range, interest

inventories developed by Clarke (1948, 1949, 1955), and Long (195 2) were

standardized on appropriate groups of non-professional workers. However,

while these instruments tap the unskilled and. semiskilled job range they

, I

require a level of reading and'comprehension of statements beiond that
, 1

achievecrby most mentally retarded youth.

To overcome some of the limitations of the ieadifig comprehension

variable, test developers have devised picture tests havirig occupational



significance. Such instruments are the Vocational Apperception Test .

(Ammons, Butler and Herzig, 1949), the Picture Interest Inventory

(Weingarten, 1958), and the Geist Picture Interest Inventory (Geist,

1959, 1964). While these instruments circumvent the reading require-
.

ments, they do, nevertheless, include job areas far .beyond the

retardeds' vocational reach.

To make pictorial tests on interest measurement applicable to

retarded persons, test developers have devised instruments' whose,

occupational range is realist -ic for this population. The Picture

Inventory of Semi - Skilled Jobs (Urich, 1960), the Vocational Picture

I terest'Inventory (Becker, 1967, Becker & Ferguson, 1969), and the

Ocational Interest and Sophistication Assessment (Parnicky, Kahn
4

,
,

and Burdett, 1968) are more recent advances in attempting to measure

this aspect of the ret rded person's personality. -.

Procedure

to*

Under a gran from the U.S. Office of Education beginning in

the summer'of 1968, phase one of a study was implemented to determine

those areas of commerce and industry in which the ed able mentally

retarded (EMR) had demoristrated proficiency productivity in the

performance of their job. Review of the literature uncovered Guide

To Jobs For The Mentally Retarded, an extensive study of the wide

range of job titles held by EMR subjects from an analysis of various

-source data conducted by the American Institutes forResearch (1964).

A major section of the Guide consisted of 134 specific job activities r

requirements profiles itemizing the specific tasks required of the

job incumbent. In addition, the 134profiles were grouped according to

7,7 70,
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A

commonality of jobs or job types into 21 job families. This master profile

.is a listing of ,observable work tasks common to most or all job titles in

a job group. The Guide served as the source for developing .the Reading-

Free Vocational Interest Inventory. A

Item Selection. Working directly from the master profiles, job tasks

were selected in a manner that each task.was counted only once. This.
'74

procedure was necessary since various job activities (taSks) entered into

other master profiles in varying degrep( of occupational input, On the

basis bf logical: validity, each job activity was then assigned to a group

of job activities with which it had a logical commonality. Processing

each job activity in this manner resulted in eleven different categories

for males and eight for females. Each of the male categories (clusters)

and each of the female categories were then inspecteti for task content.

On the basis of the type and kind of task being performed, each cluster

was labelled with a descriptive term that Warne the name for that interest

`scale. The male scales were listed as: 1. Automotive (Auto), 2. Building-
./

Trades (B-Tr), 3. Clerical (C1), 4. Animal Caren Cr), .5. Food Service

(F 0, 6. Patient Care (P Cr), 7. Horticulture (Hort), 8. Janitorial (Jan),

9, Penonal Service (P Sv), 10. Laundray Service (Ly), IL Materials

/Handling (M Hg). For females the scales and
.

symbols were listed as:
. re

1. Laundry (Ly), 2. tight Industrial (Lt -Ind), 3. Clerical (C1),

/ 4. Personal Service (P Sv), 5. Food Service '(F S), 6. Patient Care (P Cr)",

7. Horticulture (Hort), 8. Housekeeping (Hsk).

---Ltem,Illustrations. The list of job activities (items) secured from

the Guide and assigned to criterion categories to form interest cl.Isters

served as the basis for drawings. Each category or interest scale con-
).

tained an equal number of items, 15. The number of items was determined



by summing the number of tasks by category with 15 satisfying all
4

clutters.

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 couldbe

plbstrated by the artist: Detailed information on all items was.

prepared indicating the occupational tools or equipment, environment,

and lay-out,of the illustration. Specifications for all artwork

called for clean, IYbld, line drawings and free of fine detail and

figure-ground problems of perception.. In addition, the dominant

figure was drawn to enable the examinee to project himself into/the

,-4,epicted activity. The.preliminary list consisted of 165 male

illustrations (11 categories x 15 items), and 120 female illustrations
,

'(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 presenting pictorial items in booklet format

was studied. The final design was ne suggested by Cronbach(1946):

a forced choice between alternati e responses for increased item

validity.. The usual design depicts three illustrations (triad) only

one of. which the examinee can select though all three may seem equally

attractive or unattractive to him.

I

According to a pre-arranged schedule, items were presented in

groups of threes with three triads per page. Each'triad was separated

from all others on A pge by heavy dark dividing lines. The total

number of triads created under this plan was 55 for males, and 40 for

females. Directions f/or administering the test and the purpose of the

72'
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inventory were indicated on a cover page. The over page and pages of the

pictorially presented test triads were bound into, an 81/2" by 10" booklet and

called Experimental Booklet A-1 of the Reading-Free Vocational Interest

Inventory, (R-FVII). Separate beoklets were prepared by

'teal Analysis. The pictorial items were originally forinulated from

job task descriptions given in the Guide and tentatively grouped-into eleven

male and eight female interest categories on the basis of logical validity.

For each of the male and female categories, scoring keys were established

with each item keyed to that scale for which it had logical validity. To

identify items from the various interest clusters, the key' number was

located in the lower right section of the item as part of the illustration.

The objective of item analysis wAs to determine the goodness or

validity_ of individual items through high discrimination indices, and item

clustrs with high internal consistencies: 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

standardilation sample are presented in Table

The final item analysis study took the form of Experimental Booklet D,

having Satisfied!such criteria as content reliability or the internal

.

consistency of the 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

to diScriminAing between subjects with high and.-.low interest in the

criterion category, the some item discriminated positively between subjects'
t

C

ir
tt with high and low interes.t,in a second category. %Thus, 24 male items and."

."

.
i

.

. .,
.-

21 female items were keyed on two different interest scales.
-. .

. .7
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CollecLing. Normative Data. A final 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

standard-of-reference was required against which subjects' performances

could be compared and measured. The initial task was to obtain a

reference group whose characteristics and geographical residence would

be representative 9f EMR children why' wouldhe using the instrument. the

strategy was to divide the country into eight g graphical divisions

S.

insuring that all sections otthe country would be included in the .

collection of normative data. These regions are: Mideast,iSoutHeast,

Southwest, Farwest, Rocky Mountains, Plains, Great Lakes, and New England.

to insure that sampling would be representative of each region, the

plan was to include the same proportions in the standardization sample

with regional distribution .of actual enrollment. To determine the actualo

enrollment of EMR youth in public secondary day schools, a questionnaire

3 wad 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 regional and U.S. population

census.pn EMR males and females attending special classes in public

secondary day sthools for the school year 1969-7.0. Using information from

state directories of special education, Nrandom sampling of school

2

districts by regionwas conducted for the continental U.S. including the

Hawaiian Islands.' State residential facilities were randomly sampled so

as to include all.geographical sections Of the count6kcording to

regional divisions.
,

The Norms.Tables. The purpose of norms

standard for translating obtained raw'Scores

scale gr interpretation. Two sets of dat

tables serves-.'as a) rrefer&ice
f.

to' values on Son e Ci ther
7

t

for ' each sex were ic4lected
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1

for purposes developing norms: public day, schools and'state residential."
/

.

schOols. In addition to the collection and development of separate norms,,

.

for public schools and state institutions, a composite no was prepared

combiqing all males from both types of instruCtionalsettings; a composite"

norm for all females was also prepared. 'This resulted in six norms for

the followihg agency typel by sex and size .of the norming sample: Rublic

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).

In preparing the norms tables, raw scores 'were converted to.percentile

ranks. Though the percentile scale is easily undeistood and interpreted
4

by practitioners, it does not lend itself readily to such operations as

. , .

addition, subtraction, and the like.' To make subjects' test scores more

.

I I

_

broadly interpretable, percentile ranks were translated into their

equivalent normalized standard score (T-Score). Including the normalized

standard .pscore scale allowsraCtitioners
.
to compare scores made on

,. /
, -

different interest tests and to calculate, measures of central tendency or
.

other data for quantification, study, and analysis.

Reliability of the Scores

In evaluating the reliability.of any.ihsetrument it is recognized that

different reliability formula treat the data differently. Two dimensions

, 1.
of test reliability-were considtred'in the present study:. content relia-

,

Wity and temporal reliability.

\
.

.

Content Reliability.- Provided the test is not a speed test, evidence

of content reliability may be obtained from a single administration`of the

instrument. One procedure of doing this is through an internal consistency

-
,- .75
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,
measure such as the Ruder- Richardson 20 formula (- K,--..R-20-,-,kithoug1 any

-;.-

two items may be quite independent _of each other, all items on the test

should be centered.on the same content area to accentuate what they have

in common. It is through the use of the K-R 20 formula tht the content

consistency (reliability/ of eaCh interest scale is expressively measured.

Responses of subsamples of males in grades 9-12 in public day schoolsj.

-ungraded institutions, and composites in the standardizatRn sample were

analy2ed. The K-R 20 reliabilities for each scalp by type of agency are

presented in Table 2. -Re-sponses of subsamples of females in grades 9?-l2

in public day schools, ungraded institutions, and composites in the

standardization sample are reported in Table 3.

Content reLiabilities,(K-R 20) for the subsamples of males ranged

from ..6,8 to .92 in both the public dhy schools and state institutions
.

with a.median of .82. The fact that the Automotive K-R 20 is .92 for

agency.types indicates the high degree of relationship among items in

.

this cluster to measure automotive characteristics as defined afid

depicted'in the test. The Materials Handling K-R 215 of .68 demonstrates-

less of this factor while one explanation may be that these Items tend

to be distributed into other interest clusters,

Content_ reliabilities for the *Subsample of females ranged from .69 ,

to .96sin, public day schools, .67 to .94 in state institueions, and .70

to .96 in composite groups. The median for each apncy type and composite

was .82, . 79, and :81, respeetivtly. Again, the fact that the Patient

Care K-R 20 is .94 and .96 in agency types, indicates the high degree of

relationship among items in this cluster 01 meab.A patient care
4

characteristics as defined and depicted in theitest. Less of this factor

is demonstrayd'in the Personal Service cluster for institutionalized

girls (.67). One explanation may be that these items enter into.:other

..1
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__Interesi_clusters_in_varying.deulees of input assuming that other

conditions such as item discrimination has been previously met.

Inspection of k-R 20 reliabilities for matched interest clusters

on male agency types (Table 2) shows modest to high similarity of

obtained values. Inspection of K-R 20 reliabilities for thatched

interest clusters on female agency types are less consistent than males

(Table 3). Though there is a general tendency for six of the eight

matched scales to have similar values, two scales show increased diversion.

The Laundry Service scale and the Clerical 'title when matched with the

same scale on the second subsample demonstrake this disparity.

Explanation for the disparity between 1C-11 20 reliabilities on the

two subsamples may be found in job tasks more common to oite groupthan

another. For example, laundry service operations 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 experi nce for. the sampled public school girls, may be accounting for

.

this difference in content reliabilities of.tbe two subsamples. Again,

differences between obtained internal consistencies for the matched

Clerical scale; may be due to the degree of activity and familiarity that

public school girls experience in relation to their institutionalized peers.

Temporal Reliability. This is a retest correlation obtained by

(administering the same test on two occasions to the same subjects. It is

a coefficient of temporal stability because it tellS how stable ails,

particular performance is over a specified length of time. A test can not

give valid results a.f it gel different results at differ/nit times. For

the present study, Subjects were tested an& then retested (test-retest)

and reliability coefficients computed by the Pearson product-moment

correlation coefficient.

7.7 -
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SubsaMpIes from the male standardizartion_study.vere_administered. the

inventory and retested after_a two week interval. Table 4 presents

reliability coefficients for_each interest scale by agency type and com-

posites. Reliability coefficients on subsamples of females retested

after a two week periods are reported by interest scale and agency type

in Table 5:

the retest coefficients for subsamples of males ranged fr6m .73: 'to

.91 in public day schools, .74 to .94 in state institutions, and .75 to

.92.for composite males. Correlations were mainly in the 70s and 80s.

Correlations for the institutionalized,males were generally higher than
,

those in public day schools. Eight of the eleven,coefficients showed '*"

at least modest differences. ]nspection of Table 1 shows the institu:

tionalized males, on the average, to be at least 2 years, 5 months (2-5)

older than males in public schoolsrlhdicating greater reliability of

the scores for the more matte group withstanding slightly lower IQs.

Retest coefficients for subsamples of females ranged from .68 to .87

in publiC day schools, .65 to .89 in state insjtutions, and .72 to .88

) fOr composite females. Correlations were mainly in the 70s and 80s. Of,

the eight retest, coefficients, i nstitutionalized females were generally

higher on five correlationsi_indickting greater reliability of the

scores for the more mature group(an'average of 2-8 oldy) withstanding

slightly lower IQs.,

Validity of the Scales

The validity of the scales is the extent to which the test does

measure what it ,claims to.measure. Three dimensions of test validity

'4

4
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were ad-its-fad-red in the present study.: content validity, concurrent validity,

and construct validity.

ContentTalidity. Content validity was built'into the test when a
.

complete study and analysis was made of the Guide to determine the wide

range of job tasks appropriate for mentally retarded individuals. Estimates

4

of'the importanCe of each job task to the successful execution. of the job

was critically reviewed by study teams. 'The result was a final list of
1 1,,

4.6a ,
job tasks taken from S.-universe of items known to cover the,job adequately

and proportionately. Moredver, statistical item validity was established

ugh extensive item analysis studies for- retention -of items with

I

discrimination powers.

Concurrent Validity. This is one type of empirical validity when both

test scores and criterion values are obtained at about the same time. The

criterion or.standard against which the test was validated consisted of

separate samples of males and females f om residential institutions and

public day schools in eleven male'and e t female, occupational. groups.

Each occupational group represented an interest scale. Subjects were

selected according to, occupational information reported from tfistsites.

The information described the job tasks of incumbent workers or assigned

them to speafic job clusters or families ind' ated on the interest scales.

Means of raw scores on each Interest scale in each occupational group were

converted to percentile ranks using the appropriate percentile norm.

Percentile ranks wererchen translated into "their equivalent noimaiized

standard scores and profiles plotted foeach occupational groupiaccording

to sex and agency type of incumbent Workers. Eleven graphs (Figures 2-12)

present typical profiles fdr eleven male occupational groups in institutional
. ! .

and public day schopl work programs. Figures 13 -20 typical profiles

.17.146;
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`for eight female occupational groups by agency type. The predominant

interest area of each of -the incumbent groups is indicated. .The

sample size of job incumbents ranged from a low of 35 to a high of

55 subjects,on assigned scales.

Inspection of Figuyes 2 -20 indicates that the expected T-Scores

for each occupdtional group were larger than for the other interest

scales. That is, Occupational'groups scored higher on their "own"

scale than on scales outside of the incumbent work area. In most

cases the respectiye 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-'

selves, those subjects whose scores were used inIplotting r+

respective interest prcifiles were satisfied and motivated with their

.

Current job activity.

Construct Vali4ity. To the extent that a variable is abstract

rather than concretL, we speak of it as being a Construct. Construct'

validity is evaluated by investigating what qualities a test

measures, that is, by determining the degree to which certain

explanatory concepts or constructs account for performance on the

test.' Four,sources oc/data types were, used to infer Construct validity

of.-the test: content validity, internal.consistency, concurrent

validity, and intercorelations of the scales.

A variety of items listed.inth Guide were logically categorized

by type and kind of activity to form item domains. These doMains
.

represented logical clusters of items with,similar,observable charac-

teristics.'` To test the goodne'ss of individual items, a series of

ite0analyis studies were performed. The final -list of iteM domainb

80
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were theft-tested fOr internal consistency (contend elisbilityY. The
4'

analysis showed that (1) the cross validation stu y obtained similar

content reliabilitieS in repeated data collectio and (2) the identifi-

cation of similar content reliabilities with independent samples (Table's 2

and 3). The emergence of similar content re iabilities between independent

samples on replicated data does provide so evidence that item domains
0

are measuring some attribute or concept. To the extent that items within

an-interest scale show this consistency in .independent samples, does

suggest that some construct may be employed to account for the data.

Though consistency of performa ce is necessary,, it is not a sufficient

conditidn for construct validity. The most direct and empirical way for
4 "

investigating what-a test measu es is to correlate it with other tests or

a criterion that assumes to b measuring the same thing as the research

o

instrument.

It conducting the cu ent yallidity Studies, incumbent occupational

grotips were represented n the interest scaleS. The result of the'

occupational validati study established empirical relationship between

test scores on the nventory with respectiVe occupational groups in the

field through ile analysis. The emergence of this positive relation-

ship satisfied /the descriptive name assigned to each of the item domains

or interes scaleS.

To ,further investigate the inter-relatiorks between the interest scales,

all scales were inte*orrelated for each agency type and for sex. The

desired correlations are negative to low positive values, this would

`suggest that, interest scales were formulated from independent. constructs.

r
The intercorrelations of the scales for the composite sample of all males

in the standardization study are reported ir, Table 6. Intercorrelations

of the -scales' for composite females are reported it Table 7.

V



--ThSpection. of Table, 7 ;points up.;a. single _modest relationship, ,(.35;),

between/Patient Care and Personal Service sdales0 The majority of

intercorrelations are within the range of negative to low positive values, 1 f !;:r-

In general, inspection of the values obtained within each of the male and

female intercorrelation- matrices show item domains to be formulated from

independent constructs. Only two values in the male matrix show

correlations whose magnitude suggests a single or at least a composite-.

type construct.

..,IIT
Discussion and Summary

The purpose of the study was to devise a non-reading technique to

measure vocational preference, of EMk youth in different agency types.

The scope'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 Hawaiiaii Islands under a strategy of representative sampling.

In developing the instrument, certain basic attributes- were conT

sidered: validity and reliability of the individual items and, for the

total test. The validation of'items and total.test were demonstrated

through precise statistical analysis and by occupational profiles of

actual incumbent retarded workers. The reliability of items and total

test werwdemonstrated through measures of internal consistency and

,test- retest correlations after a two-week interval. T an explanation.

of the interest scales of psychological' entities was inferre.d'through

steps in construct validation. It-may be concluded from a review of all

the data that the required measurement on,the validity and yliability

of the present study has,been satisfactorily met.

82



To date,, preliminary validity studies appear to be holding up. There
. i

still remains the need to establish predictive validity of the scales.

. .

Research should use present test scores withadjurick,infoimition for job

placement of clients and then follow up by correlating initial inventoried

scores with job ,entry. Such information would determine the credibility

of the scales and the degree of confidence praCtitioners could attach to

their recommendations made to clients.

For school districts with adolescent and young 'adult populations of

EMR subjeCts where no special education program exists or is in the develop-
.-

---m,ental stages, the inventory may be Used in (a) curriculum planning,

(b)- in expanding educational objectives relating tooccupational preparation

and adjustment,adjustment, and ,(c) relating the vocational practice to trainee rieedS ,

.as determined from inventoried and - objective measurement.

Further use of the inventory and try-out with population,s as the

trainable mentally retarded, the disadvantaged, and the illiterate, would

determine the feasibility for this type of design with other populations.

r
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TABLE 1

.Gharacteristics. of the Standardization Sample

by Se' and by Type of Facility

MALES Mean IQ

69.4

62.4

MeanCA

17=5 .

19-10

IQ Range

48-85

'47 -84

CA Raige
4- "1k

15-5 to 22

16-6 to 25

.

Public Day Schools
(Gr. 9-12)'

State Institutions
(Ungraded)

FEMALES Mean IQ Mean CA IQ Range CA Range

Public, Day chools 67.9 17-4 48-85 15-4 to21
(Gr. 9-i2)

State Institutions 62.3 20-0 47-84 o' 16-7 to 25
(Ungraded)

4
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-TABLE '2

Internal' Consistency of the Interest kales

for a Subsample of Males in the

Standardization Study

'Interest No. of
Scale Items,

,1. Automotive 15

4-R 20

Public Day
SchOols (N=143)

.92
',:,I.'

Reliability

InstitUtions
(N=50)

.92

Composites

(11-193

.93
2. Building Trades 20 :82 .81 83.
3. Clerical 16 .77 .78 .77
4. Animal Care 15 .90 ..89 .90
5. Fovi Service 18 .82

, .85 .82
6. Patient Care 15 -:,-'1''0 .91! .92
7. Hortioulture 17 .

.*5 .87 .86
8. Janitorial 19 .76 -.82

.4 .80
9. Personal Service 18 .79 . :78 .79

10. Laundry Service 17 .75

',68

.71 .74
11. Materials Handling 19

e .68 ---.68

TABLE 3

Internal Consistency of the Interest Scales

for a Subsample of Females in the

Standardization Study

K-11 20 Reliability

Interest No. of' Public Day Institutions CompositesScale Items School's (N.90) (N=45) 04.1351

. ,

1. taundryServioe 19 *.69 .86
.782. Light Industrial 19 .79 .75 .77

3. Clerical . -16 .86 .76 .83
,

4. Personal Servioe 21 . , .72 .67 ..70
5. road Service 18 .78 .72 .77
6. Patient Care 15. .96 .94 .96
7.' Hortioulture 15 .94- .92 7-; .94
8. Housekeeping 18 .8,4 .81. , .83....c

892
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TABLEA

Test-Retest Correlations of the Interest Scales for-a

Subsample of Males: Public Day Schools

Grades 9-12, and-Ungraded InstyYtutions

Interest
Scale

Test-Retest Reliabi.lity*

T4Public Day Inptitutions Composites

Schools '(N =143) (N=50), (N=1.93)

1. Automotive ;91 .94 .92

2.. Building, Trades .86 .89 .88

3. Clerical .79'
.80 .79

4. Animal Care .89 ..94 ..91

5. Food Service .83 .88 .85

6. Patient Care - .87 .89 / .88

7. Horticulture .84 , t89 .86

8. Janitorial .86 :85 .86

9. Personal Service .88 .83 .137g

10, Laundry Service .75 .74 ' .76

11. Materials Handling .73 .8? 75'

TABLE '5

Test-Retest Correlations of the Interest Scales for a

Subsample of Females: Public Day 'Schools

Grades 9-12, and Ungraded Institutions

Interest
Scale

Test-Retest Reliability*

Public Day ,Institutions Composites

Schools (N=90) (11Tt15)
(N=135)

1. Laundry Service 172 .89
.81

, Light Industrial .73 ,87 .77

3. Clerical , .68 .85 .72

4. Personal Service .80 .78 .79

5. Food Service
.6 .75

6. Patient Care .85 .88 .86

7. Horticulture .87 .89 .88

8. Housekeeping .86 .85 .86

*Interval of 214oeks

86
93.
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TABLE 6

Intarcorrelations of the Interest Scales: liale Composite

Glioups of Public Day Schools Grades 9-12

/ and Ungraded Institutions 01=3407)

.Intei'est F2 _ , 3 4 5
Scale

B -Tr Cl An Cr F S

1. Auto .42 -.13 -.16 .01

2. B.-Tr -46 .00 -.29'

3. Cl -.36 .04

4. An Cr =.48

.,, 5. F S.
; 0

6. P Cr

7. Hort

8. Jan -,-.

9. P Sv

10. Ly

t,

6 T 8

P Cr Hort Jan

-.25. .06 -.05,

-.37 .26 .04

.23 -.51 -.41

-.14 .59 .00

-.03 -.49 -.08.

-.5Q J-.39.

. .28

,er

V

.
9r 10 11

P Sv Ly -M Hg

-.49 -.55 -.01

=.52 -.43 .01

.25 :21 -.06

-.19 -.21 -.34

.27 .13 .27

.30 :17 -.33

-.44 -.29. 1-.09

-t32 .06 .13

.23 -7.02

.01

TABLE'7

Interoorrelations of the Interest Scales: Female Composite

Groups of. Public Day Schools Grades 9-12

and Ungraded Institutions (11.3006)(

Interest 2 3 4 5 6 7 8 k

Scale

1. Ly

2. Lt. -Ind

. Cl
.

4. P sv

5. F S -.21/ -.02 -02

6. P cr .%., -.58 -..26.

\a. Hort .24

Lt-Ind Cl. P Sv 'F S *P Cr , Hort Hsk
4

.07 -.11 -.40 .02 -.29 _:-.16 .22

g
.13 -.03' -.05 1.-..59 .23 2,15

3
0 .12 -.34 , 7.04 .-.21 -.52

4', -.01 :35, -.38_ ''.55-
/

87:;,

.94
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Sample f#5

IP

Name:

F
READING-FREE VOCATIONAL INTEREST INV34TORY - Answer Sheet - FEMALE

ti

1. 1 2

2. 2 5

7 8

-

4. 2 4

5. 5 7'

6. .8 1

3 4

8. 1 6
8

9. 8 3,
1

10. 4 7
2

Date

3 13. 8 4 2 .25. 8- 2 1 37. 5 3 1
8

6' 14. 4 7 1 26. 1 38. 7 6

3 15.. 4 1 8 27. 6 2 5 39. 5 4 7
1 5 1 6,

-3 16. 6 7 28. 5 4 40. 3 4 5

6 17. 7 4 ',29.

2 18. 5 ,4 2 -30. 8 1 7

8 19. 61 8 3 31. 3
5

7 20. 8 1 32. 4.
4.

5 21. 7 , .5 33. 8-

22. 4 2. 1 34. 6 7 1
2

4 23. 6- 2 35. 4 5

3

8 24. 8' 3 2 36. 7
4

ey

3
4'

Tally Score,

5

HEW #oEG-o-8-080188 -4421 r ,103
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1

N

Male

1

READZNG-FREE VOCATIONAL INTEREST INVENTORY

Numerical Code for Ma or Inter Areas-

1.-AutomOtive
2. Building Trades
3. Clerical
4. Animal Care -
5. Food Service'
-6. Patient Cate
7. Horticulture

. 8. Janitorial.
9. Personal Service
10. Laundry Service
11. Materials Handling

4.4

Explanation;

Fe"ma Le

1 taundry Service,
2. Light Industrial
3. Cleiicil
4. Personal Service
54 Food Service
.6. Patient' Care .

74 Horticulture
8. HoUsekeePing

, In Male test booklets all items keyed #1 areAutOmotive clusters.
_,---A-1-1--I-Cemskeiiir#2 are Building Trades items. -Par each of the, eleven

male interest areas sketches are identified by numerals located-in the
lower right =section !of each pictorial frame.

In Female test booklets all items keyed #1 aie Isundry-Servia-

clusters. All items keyed-#2 are Light Industrial items. For each

of the eight female;interest areas sketches are identified by numerals:;

:4,-

.

.

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 keyed accordinglY. !

To determine an exAMinee's preference for each .interest area,

count the number of times he (she) selecits items that are keyed for!'

that area. Each item is identified,by key. For.exampli", if a male

subject selects= 12 items keyed #1, his raw-scote-on.theAutomOtivi
scale is 12: In like manner, a frequency count is made, for each 4the
11 maleinterest scales and for each ofithe 8 female scales. Raw scores

4tained in this way are then convertedito,percentile ranks by referring
to the appropriate Percentile Norms Tables developed for the inventory. .'

The percentile ranks allow for a direct/measurement andlnterpretation

of each subject's vocational likes'and dislikes.

Ott

,
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THE EVALUATION AND MODIFICATION OF
WORK BETIAVWR OF EDUCABLE
MENTALLY PETARDED CLIENTS

Jerry D. Chaffin, Ed.D.
AssbCite Professor of Special Education Administration ,

- .

inivexsity of Kansas
Lawrence, Kansas

Introduction

The evaluation of\ \behaviors which are ithportant to productive

vocational employment is,of crucial concern to both rehabilitation and

t.

special education personnel. It is through evaluation that employment

potential May be assessed, vocational goals establish'ed, and Progress.
U.

Within a txaining sequence determined.
9

'Recognizing the importance.oeevAuation in program, operation,

school work-study personnel thioUghout the country have established

procedures for measuring both the. work potential and the progress of

the individual student during training. The former usually involves

measures of intelligence, dexterity,_pexponality and an understanding
t

of the background of the student and his family. Progress, within a.
C't

training' program is usuallyAetermined by the use Of rating scales or

forms which include such factors as lependability, initiative, appear-

ance, work habits, and attitudes toward work.. Thoilgh work -study

personnel realize the importance of systematic evaluation and make pro-
.

vision for it, procedures from school to School vary, considerably and

usually.are based on ,eXperienceand subjective judgments rather than

scientific research.

Research related' Co employment of the retarded is difficult betause
a

/

of the dynamic characteristics associated with the concept of employability,
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I
JOdgmentsregarding vocational activity must consider not only character-

istics of the'individual clfentt but also the type and complexfty.of the job

in which he may function, and, in addition, factbrs associatech.with
..

employer or supervisory attitudes. Considered singly,, each of these factors

present formidable research problems. Add the effects of interaction of

these variables and such research becomes distressingly complex.

The research on evaluation and training of educable mentally retarded

clients reported in this paper,began in 1964, th first year of the

Kansas Project ,'a 3-year selected demonstratig project federally supported

1y the Vocational Rehabilitation Agency. The, purpose of the project' was

to demonstrate the effectiveness of the combined efforts ,of Rehabilitation

and Educttion persognel.in habilitating educable` mentally retarded clients.

The results of this project are reported elsewhere (Chaffin, et al; 1971).

A,primary assumption throughout the KansasProject was that actual
, -

employers, observing and supervising student clients in their business

establishments, _could provide meaningful and accurate assessment of

clients/ work.behavior. Therefore, from the beginning of the project each

student was exposed to a variety of shOrtogork experiences in the community

Jr

,
as soon as he entered the program. This eItposure tO diffe vent supervisors

in different

' of job succes

merkto opera

businesses at differenp tasks allowed tie important variables

s, attitude of supervisor, task complexity,.and work environ-

te differentiqlly on each client. Despite the fact that we

had= relative measures of any these variables nor a discrete me sure

Of their effect on any client, general differences in thelyork behavior

of the clients were very obvious. Treatment/ then, of work related

problems was developed from employers' descriptions of the client's

difficulties.

111
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With the above procedures as-standard for evaluation during the

project, the staff directed considerablel effort toward understanding

the content of these evaluations, hoping same precision might be added.
.

to the evaluation and vocational traihing procedures of mentally
*

retarded individuals. ,First, the staff conducted a domprehensive

examination of factors which might effect employability a reported

in the literature. Secondly, procedures were outlined whereby the

staff collected descriptiye accounts of behavior associated with

successful and unsuccessful studentsin -the project. These behaviors

`were incorporated into two different evaluation forms and systemat.iLlly

researched. A final effort involved the consideration of a single
.

variable (production rate) which the staff believed tp be highly in-

fldentialon the employer's judgment of successful and unsuccessful

employees: Each of these approaches is considered separately elow.

Review of Factors Affecting Employability,'
as Reported in the Literature

.
Many investigators have attempted td isolate specific factors

affecting the employability of the educable mentally retarded. Since

complete reviews of these investigations may easily be. found, this

will not be attempted here. The most comprehensive of ,the reviews on

the subject of emp1oyability.is Windle!'s 11962) monogr4ph which includes

nearly 300 references. Other reviews may be found in the work if

Tizard, Litt and O'Connor (1950)', Shafter (1957), Kole (1961)r and

Vance and Cegelka (1970).

KblstOd (1965) and other investigators have pointed ,out that

studies of specific factors related to employability of the mentally



retarded often present confusing results. The contradictory nature of

these studies is best illustrated if each factor presumed by investigators

to affect employability is considered independently of other factors.

Fragmenting the studies in this way may' rimit the reader's understanding

-

of the study.as a whole, but it can be justified because of the readiness

/

with which, the effect of a particular variable on employability can /be

examined.

Intelligence

Studies reporting on the relationship between intelligence and

nifloyment success have shown varied results. Five investigations, Abel

(140), laller (1936), Collman and Newlyn-0956)i Jackson and 'Butler (1963),

,

and Phelps (1956) found a significant relationships while eigh others,
. .

Baer 0.961), Bobroff (1956), Cowan and Goldman (1959), HautzleIr 11951),
. ,..i

Kolstoe (1961), Madison (1964), Voelker (1963), and Shafter (1957), found
. -

IQ -to b-g a non-significant factor. The wide range 'of IQ scores studies

and the fact that task cgmplexity (and its relation to IQ) was never

considered (Kolstoe and Frey, 1965) serve to further complicate this issue;

hoWever, a general consensus would seem. to be that any IQ from 40-80

will not interfere with employability if job selection is carefully done.

-It seems likely, though, that opportunity for placement should,be greater

if IQ increases.

ChroridlogiLl Age

The rtsults 'of studies considering this factor as it relates to

;employability have alsobeen equiVocal. Kolstoe (1961) found that the

mean age of employed clients was slightly less tban the mean age of un-

employed.clients, whereas others, Deno (1965) and Hartzler (1951) have

113
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found that older clients were more employable. Neff (1959) and

Npafter (1957) found no significant relationship 'between age and

employability.

These findings.are not so inconsistent when one examines the

actual ages of clients. studied. Both Neff and Shafter, who fourld-

__--

, age was not an important facto:-, studied previously institutionalized
0 / '

alients of an employable age. Kglstoe's,subjeOts were between the ages

,

of'16 end 40 with a median of 19 and,were referred because they were

considered unemployable by the counselor in their local comm unity.

, , .

The'fact that ayounger age was associated with successful emplOy-
,

r---
,ment in this group may be an indication of less resistence to

than
.. . . . . .

training rather_ to age or maturity. The Minneapolis *ptudy

(Deno, 1965) involved 'clients between the ages of .16 and%24 With,a-

mean of 20 who had left school two to five years earlier. thus, the
,

-older clients may have -had more opportunity to find a comfortable

place in the employment.world. All other factors being equal, age

alone is probably not a critical determinant of employability,

assuming that the.individual is of an employable age.

School Achievement

School achievement and how it relates to successful employment

has been studied by Cowan and Golmad (1959), ,Deno (1965), Green (1945),

Madison (1946), and `Shafter (1957), all of whom found no relationship.
. ..

However,- Voelker (1963) reported that his employed subjects had
. . . .

._, .

significantly higher scores in reading and arithmetic, WhileKolatoe

(1961) found that his unemployed subjects had slightly higher.

achievemenrseores than the employed. Statistical sirpificance was

114
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not found,,h ver. Erickson (1966) also found school achievement re-

rated to gmaiyapility. Number of years speneiri:sthool was,ralso found
, -

41.

f$ f
4

.

!to he non-signi. cant by Kolstoe (1961), and Shafter'(1957), whereas the,

/
. .

Ilinneap is Study (Deno, ,1965) found-no relationship in the grbup studied.'

/

The data ouggest that successfully employed Tetardates have learned

their skills somewhere .other than,ichool andthat schdol environment, which

is Characteristically low, is not critical'to job success. The evidence
. .

regarding these factors is far from clear and further study is needed,

since it seems, logical that increased achievement would increase the range

of vocational opportunities. .

1

Influence of 'the Family

.Influence of the family as it relates to the employabfikty of the

retardateS has been found to be of significance by a number of investigators.

Cowan,,,and,Goldmay(1959) do not directly consider this problem but suggest

7----ffat-a-positive or negative influence does ,exist. "Stability of the home"'

has been, referred to by both Abel (1941) and Green (1945) as a factor

related to successful employment.-- In agreement are Jackson and Butler (1963)

and`Voelkei,(1963) who report continuity of home life as significant and

Neff (1959) who found that "good and moderate support" from the family was

found among a large number of his successfUl workers. Madison (1964) also

'reports that "family contact during work placement" was significant in his

study. It seems appropriate to conclude, therefore, that a stable home,

Supportive of the'retarded individual, is apparently important to his

eventual success'in employment.

Personality

There can be little doubt that personality is intricately related to

115



- the employability of the retarded. Specific personality characteristics

have been mentioned as determinants a job success by many investigators.

tir

Emotional stability has been cited by Bronner (1933), Gunzburg (1958),

and. Hay and Cappenburg_(1931). Gregariousness was found important by

,liegge (1942) and Whitomb (1945) though not by Shafter (1957) who men-

-.tioned obedience and truthfulness. Abel (1940) emphasized the importance

of- ambition and self-respect in successful employment.

The Minneapolts Report (1965) has cited "inadequate, handicapping.

attitudes and * motivation patterns" as contributing to"the job termination

of 56%'of the clients studied. Attitude and motivation are again men-

tioned by Thomas (1965) who adds "poor social judgment."

Some attempts have been made to objectify the influence of person-

alitylactors on job success. Sarason (1943) used the Thematic Apper-

ception Test with a grobp of twelve high-grade mentally defective boys

and reported that the "data derived from the Thematic Apperception Test

can be of value in- the,all-important task of placement." But as

Patterson (1964) indicated,'he (Sarason) "does no specify just how they

can be of value." Some other studies (Connors, Walkon, Haefner, and

Stotsky, 1960; Stotsky and Weinburp 1956) have used sentence completion

type tests to relate personality to employability and have been only

moderately' successful. *

More objective data is needed to

cise personality characteristics whic

provide information about the pre-

may be important to vocational

success". , However, research has indicat d that a rating of subjective

judgment regarding personality (or person adjustment) can be pre-

,dictive of employment succev*eno, 1965; Voelker, 1963; Warren, '1961).
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While subjective judgments seem to be most accurate, a poor employment

prognosis based on an individual's.ptesonality or persOnal adjustment is

not easily translated into d corrective instructional program. Perhaps

this is. why Windle (1962) has contended,

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 i4 'religion and
free will in common sense.' Behavior which cannot be explained
on the basis of intelligence, education, physical'skills and

',other known variablgs is usually referred to-personality. In

the field of mental subnormality, personaity,is especially
likely to be used as an explanatory crutch.

Figure 1 provides, a summary of the previously mentioned studies.

Behavioral Descriptions'
A

The review of the literature failed to reveal any specific factors

which were'distinctly indicative of employability, with two pOssible

exceptions of the areas-of home influence antPOrsonality. Whire ilandle's

caustic remarks about the latter factor May be somewhat SiAstified, Most,

authorities agree that p nality characteristits of an individual are

important to his job success. However, these characteristics are not

sufficiently differentiated_toallow the initiation of a specific modifi-
.

cation program. And-measurement of personality variables, especially with

.
. %

I A.

the mentally retarded, is virtually impossible. Altering home conditions;'

the other factor po'ssibly related to employability, seems unlikely,

r.
especially at the senior high level.

Obviously lacking from the review were deScriptive accounts of-

behavior which might be associated with successful or unsuccessful employ-

ment. In view\of this, it was detrmined by thestaff that accurate,

zbellaviAra1deac_riptt-veaccounts;
reported in narrative- form, -should be

.0*
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Ffgure 1= .

FACTORS AFFECTING,LOYABILITY

a

,Factor Variable Related to s
/
uccessful

employment
Not related.0 successful

'employment

.'"
/

,1'; Sado Economic Status Rautman /0949)-; Low
Kolstoe (1961); 'High,

Hartzler (1951)1, Older:

Minngapolls, (-1965)7 O1 deg

Kols-toe 11961) ;..Younger,"

Abel (1940,) '.

Wier (.193,6),

Coltman & Newlyn (1956)
JaCktop Butler (1963)
Phelps 41956)

2. Chronological age

Intel 1 i gence'

. .

4. School AchieveMents

5, Years in School

. -Years in Special Class

7. Stabi 1 i ty or Continuity
of Home Life

Voelker (1963)
Kolstoe -0961Y

Minneapolis (1965)

,Minnea061 is (1965) i

positive
Kolstoetoe (1961)

.negative

Abel 11940)
Cowan & Goldman (1959)
Green (1945) ,

Madison (1964)
Jackson & Butler (1963)
Voelker (1963)
Neff 11959)

118;

194

nneapol is...(-1 965)

Neff (1959)
Shafter (195-4

Baer (1961)
Bobroff (1956)
Cowan & Goldman (1959).
'Hartzler :(-1951)

Kolstoe (1961)
Madison' (196
McIntosh ("1949)
Shafter (1957)

B-aer (1961)

Cowan & Goldman (1959)
Minneapolis. (1965)
Green (1945)
Madison (1964)
Shafter (1957)

Kolstoe (1961)
-Shafter (1957)
Baer (1961)

. .

Baer (1961.) e.
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colleCted do all clients. Hopefully, these behaviors could be analyzed

later and significant. behaviors included -on the evaluation form.

The initial evaluation, form used in the Kansas Project was developed

by,Kolstoe (1961). This ev'aluation form.includedamost of the presume&

characteristics needed for successful employment that were included in

other evaluation forms and-glad the furthet advantage of being researched

by both KolItoe (1961) and Warren (1961): This form (see Appendix Al was

used for about six months - until the staff had had sufficientexperience

to make some meaningful changes.

After a consideratiOn of problems of evaluation up to this point, a

number of things 'seemed obvious to the project staff. First, when evalua-

tion procedures provide excessive structure to the interview situation, the

employer is more likely to respond as he "thinks" the interviewer wants

'him to, rather than expressing his ,real feelings about the employee. It is

6 -

possible that too much structure makes him uncomfortable, thus altering his

4
responses,,or it may be that excessive structure creates an atmosphere that

* . .

refle ts a formal "grading" situation for the employee. Therefore, the
.

.
,

, .-

employer may modify his responses in favor of the employee so,that the
e

client will receive a,"good iiiide-nt-'s ool. /

Next, it was obvious that the evaluation tool shoul as short as

possible but it must retain thOrough,coVerage of all relevant areas,of-

employability'. An efficient evaluation form including these areas is

important for conserving time for both the interviewer and interviewee.

In order to insure that all relevant areas are considered during the

interView, some structured items are necessary. However, these items

should be presented- in a way which will influence the employer's responses

/ __---
,:

as little as possible: For example,. to ask if the student,has a "clean

oW



and neat appeaiLice suggests that these qualities are a requisite for

thajob: It may'be geter to ask if a student employee'

is "appropriate" for the. job. Ifthe answer to this is negative

appearance
,4

%-

.a specific example as to "why not" should be elicited from the employer.

then,

,
sedtion to,Serveas a criterion reference

This statement vOuld

willing to hire the stUden ASOeon. would The
Az.

the job were' available?" Previo,US,Tlearch'

1961; Warren, .1961) has shown this subjectiVe Yesponsg to be

A final or validatioOf

other items is most essential. J Mply ask the

employer, "Would youbp'as

average applicant, if

, (Kolstoe,

predictive of

After a consideration of these

constructed.. A research design ilas

was, irected toward the explciratipn

might be critical to emplOyability.

later employment at better than .01-level of conficrtnce..

factors, a new evaluation forethwa0

developed which used this scale and

of specific characteristics that

Tiqo studies were carried out, the

second being a partial replication of the first. They are, reported below.,

Determining Critical Areas of Employability
-

Study #1

Background

From February 2, 1966, through March 1, 1966, thiyty-nine work

e

-sample evaluatiOns were obtained spell special education students from

Shawnee Mission North andARosedale High Schools. The following is,a

statistical analysiskof the :data'resulting from these evaluations,:

The evaluatiowschedule-used in.this'investigAtion (see Appendix B)

consists of four sections. Section one required employers to comment

*spontaneously on the stdd.ent I s performance. Section two asked for the

120

!' j'



student's strongest asset and his greatest liability. Section three con-
.

sisted of behavioral,itatements to be checked -as descriptive or non-
,

4

descriptive of the student in question. The final section, which was

used primarityaS a criterion index, asked the employer whether or not the

student wAs_considered employable asa paid worker for the pos itiOn.

The evaluatidn schedules were administered to the 'employers by a

project staff member. With one exception, all evaluations were,obtained

by the vocational rehabilitation- -counselor. In general, the administration

of. the evaluation schedules was approached in 'a flexible manner, with the

interviewer modifying questions when'he deemed this necessary. Below the

general findingdof the investigation will be discussed.

Of the 31. students, 23 were ffom Shawnee Mission North and eight were

from Rosedale. Two evaluations were obtained on. eight students, all Of

whom were from Shawnee Mission North. Thus,,39 evaluations were obtained .

from 24 different' employing agencies.

.Method>

/
,The data were broken.doWn in terms of employable (E), qualified

c i.

employable (QE), and non-e mployable (NE).students. Analyses of variance

4
were performed on.IQ scores and chronological:age which revealed that, the

three groups Aid not differ significantly.on these variables. Inspection

of the number:of days employed revealed the data for the employable group

to be markedly skewed. Therefore, a medianitest was applied, which

"revealed no-tignificant difference among the three groups. In addition;
0 /

ir`wasl that while 7 of the 8 Rosedale students were considered

employable, only 5 of the 23 Shawnee Mission North students were considered

employable,. A.chi square analysis revealed- these differences to be s g-
,

1.

nificant beyond the.001 level.

ao
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Item Analysis \\

\
."----____ I.

The 13 items included in section_three were subjected to chi .

\
i
-. .

square analysis, with employment potential as-t e criterion:\ For 'the

purpose Of the analysis, theemployabie and_qualiffed etployabl,e

----,,..

groups were combined. The results of this analysis arepresented in_ , 0

Table L. . ---

i, .

Inspection of/Table I reveals that three items were significant

1

4

at the .odi level, three items were significant at the .05 level, and

tone iem was significant dt-the .02 level. Six other items were

tr;

clearly non-significant. The three most significant items concerned
- .(

tbestudent's ability to work without supervisioh, the quality of his

work and his production rate. Other'significant items dealt with the

student's perseverance, his lack of clistractability, his .ability to

work without "clock-watching,"-and the student's appearance.

Preliminary Conclusions -

.1.:With the present saMple, IQ, CA, and number of days employed

wereA.iot significinty'telated to employment potential.

.

- 20 Seven of the thirteen items exceeded the .05 level of signi7

ficance: Six of,these items were retained for inclusion in '

the second form of the evaluation schedule. Items four and

five'were somewhat vedundant and were combined to make one

item.

3. There appeared to be some small differences between, employable

and noneemployable students in percentage of liabilities'falling
f,

in various categories. It was decided that since this data was

relatively unstructured and would distribute itself into a

number of categories, it could be analyzed better when combined

with similar data'from the ensuing study.
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TABLE I

PROBABILITY LEVEL OF

-ITEMS WITH CRITERION, OF EMPLOYABILITY

1. -Stddent's appearance is appropriate forjob. . 5

2. Student catches on-to skills more slowly than-
average Inon-retarded)' employee.

3. Student finds something tondo or asks supervisor
for-another assignment after firtt task has been

-completed. ,

4.--Student.is able. to persist at a. task without

bitomtng-distracted. . ,
,

.05

5. Once student gets started on task, he finishes it, .05

6. Student yorkt-Well Without sOpervition, .001

7'. Quality:df.student"w0 coincides with superVisOr't
expectations for Average' (non-retarded) worker. Al-

8. *Student is a Pock-watcher: .02

9. Student's rite of production compares with
supervisor's-expectatiOns. * .

.001

10. :Student is able to get along with supervitor
adequately.. , -- NS

11. Student is able to get along withsco-workert
adequately, i.e:, little or nofriction. NS

12. Student's punctuality is about what would be
expected of average'employee. -. NS

13. Student's attendance is-aboutswhat would be .

expected of average-employee. NS ,

-NS

'NS'

t.

sr,Vi
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A

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 significant. Questions two and three were rewritten and

presented in a different form, and eleven new questions were added.

ProcedUres for cOndUcting this study were identical to Stuqy, #1.

All evaluations obtained on students from March 2, 1966, through

April 3, 1966,'were included for statisticdl analysis.

Of the 36 students in this study, -30 were from Shawnee Mission

North-and six were from Rosedale. Two evaluations were,obtained on

nine students, all of were 16m Shawnee Mission North, and

three .6./elnations were, obtained for one student., Thus, a total of

47 evaluations Were obtained 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 the three groups

once again were not significantly different on these variables. As

in 'Study #1, an frispeclion of the number of days' employed revealed

data for the employable group to,bemarkedlysketged. A median test

was applied and significant differences among the groups were found

(P=.05)., It was observed' tha-Twhile four of the six Rosedale

'students were considered employable, only twelve of the 30 Shawnee

Mission North students were considered employable. A chi square

analysis,howeve4, revaledGthese differences to be non - significant.

item'Analysis

The 19 items'incillj in-section three were subjected to chi.

a



square analysis, with employment potential as the criterion. For the

purpose of the analysis, the employable and qualified employable groups

were combined. The results of this analysis are presented in Table II.

..Inspection of:Table II reveals that only three of the seven items
a

retained from the previous study remained significant. These items

pertained to the student's 'appearance and his quality and quantity of

work., The four other items retained from the.previous study because bf

their significance proved non-significant. These items referred to

working without,supervision, "clock- watching," and two items pertaining to

distractibility which were combined in the second form. Three additional

items were found to be significant in this study. These were questions

relating to the student's personal'initiative (.05), 'following instructions

- .

(.01), and conforming to ruleSand policies of,the cqmpany (.01). Eight

other questions were found to be non-significantly related to the criterion

questiOn. Theywere:- able physically to do the work, seeks -unnecessary '

assistance, verbalizing disiikp for the job, withstants job interruptions,

easy to get along,with, listening to instructions, interrupting fnappro-

-rt...

priately, and responds well to criticism.

Conclusions - Studies 1 and'2 ,

1. Q and chronoloOcal age were found to be unrelated to employment

'potential, confirming the resulti of the-Study #1. Number of days

employed was- found to be significant in Study #2 while not. in #1.

Study #1 found that students from Rosedale were apparently more

employable, but this was not confirmed in this second investigation.

. In view of the fact that appearance, quality and quantity of work

were found to be significant in both studies, it is logical to conclude

they are important areas of employability. However, the data also

.125
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TABLE II

PROBABILITY LEVEL fOR ITEMS WIIR CRITERION

OF.EMPLOYABILiTY'

P

1. It the student's appearance appropriate for the job? -:05
2. When required, can the student. stay at a job for a

long-period of time without being distracted? NS
3. Does the student work well. without supervision? NS'.

.=.4. Does the'quality-of the student's work meet employer's
standard for-the average worker ?. -.01,

5: Is the student a clock - watcher? ' , NS
6. Does-the-student's rate of ,production, meet employer's

7.

8.

9.

10.

11.

12.

13.

standard'for the average worker?
Is. the student physically, able to do the ;iiii--n

Is the studept mentally able to do the work?
Does the-student follow instructions?
Does the studentcknow and follow the rufes and/or
policies fort your company? i

Does the student frequently-seek assistance fot minor
work probleMs which may have been solved without help?
Has the student mentioned that he does'not like the
job? .

Can the student be interrupted .and still maintain

.01

-NS

NS
'.01

.01

NS

-7

AS'

I

"efficienty? . 'INS

14. Is the student easy to get along with? - NS

15. Does the student exhibit personal initiative? :O5
Example either case. .,

16. student seeMto listen when receiving
instr uctions?

. .

,, NS

17. DoeS.tfie"student frequently interruAt inapproprateti? NS

18. Does the Student respond well to criticism? ' NS

126
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suggtst that the presence of any of these characteristics does not

insure employability, since between 30 a nd1+07. of the students

onsidekedreceiving a favorable rating on these items were

unemployable.

also c

3. The fact at upon replication only three of the previous seven

.significant items were confirMed resultdd in a careful examination

of the research method. The lack of-reliability between the two

4 -

studies could have been due to a number of variablesassOciated.with

...selection of students,,variety of employer's 4ttitudes, and the

type and complexity of the job, Thesekfactors would appear to in-

fluence. the outcome of this kind of research to the point of making

it unfeasible unless they are controlled. However, control of these

factors would likely result in rather sterile findings since the

functional objective is to have,an instrument that can be used with

any retarded subjectin any type of job working under any type of

supettitsion:

Analysis of Employers' Comments on
AssetS and Liabilities

Study #3

. . .... ,
The ,results of the first two studies were somewhat disappointing in that

. ,

only three of the seven significant variables associated with successful
K 0

employment were.confirmed-by the-second study. Thisfinding suggests those

variables not confirmed
r
in Study #2, though important, are not clearly critical

to employment success when-one also considers the varivabiles of em loygr

attitudts,_job task, physical work environment and attitudes of ther employees.

127
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Figure 2 illustrates this point. The clisnt characteristics in the

shaded area are critical only in relation to the varying,:characteristicS

of the' work environment. The three employee characteristics in the

non-shaded area remain important to successful employment despite the

characteristics of the work environment,

An additional investigation of critical characteristics'associated

wi,,th employability involved the analysis of employer responses 'to the

questions: "What do -you. consider the sTtudent's strongest asset re-
.

.garding the jpb?" and "What do you think is, the studenes"greatest

liability?"

Evaluation forms from bbtb_Study #1 (N=39) and Study. #2 (N=47) were

included in this analysis (Total N=86). Three of the foims did not have

responsed to the question related to greatest asset and 12 forms did not

provide data on the' greatest liability of the student. Thuaf the current

analysis contains 83 employer responses to. greatest asset and 74 employer

-

* responses to the aliene'greatest, .liability.

.

A careful study of the 157 employer responses resulted in the

formation of six general categories suitable for grouping tbe individual

responses. The responses 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 or non-
'

successful for that particular work experience. The results of this

study are summarized in Figure 3.

128

0-41,t`

114

N



a
I

iA

51
*:

--
.-

O

C
h
a
r
a
c
t
e
r
i
s
t
i
c
s
 
o
f
 
t
h
e
 
W
o
r
k
 
E
n
v
i
r
o
n
m
e
n
t

E
m
p
l
o
y
e
r
 
a
t
t
i
t
u
d
e

E
m
p
l
o
y
e
e
 
a
t
t
i
t
u
d
e

P
h
y
s
i
c
a
l
 
w
o
r
k
 
e
n
v
i
r
a
m
e
n
t

J
o
b
 
-
t
a
s
k

E
m
p
l
o
y
m
e
n
t
 
C
h
a
r
a
c
t
e
r
i
s
t
i
c
s
o
f
 
t
h
e
 
C
l
i
e
n
t

Q
u
a
l
i
t
y
 
o
f
 
w
o
r
k

R
a
t
e
 
o
f
 
p
r
o
d
u
c
t
i
o
n

A
p
p
e
a
r
a
n
c
e

d
;
g
'
i
s
t
t
U
c
e
 
a
t
i
t
a
i
k
.
w
I
t
h
i
u
t
 
c
i
s
t
c
.
a
 
i
j
o
n
'

F
i
n
i
s
h
e
s
 
t
a
s
k
/
 
/
/
/

/ -
W
o
r
k
s
 
w
e
l
l
 
-
w
i
t
h
o
u
t
 
s
u
p
e
r
v
i
s
i
o
n

C
l
o
c
k
-
w
a
t
c
h
e
r

/
-
 
/

F
o
l
l
o
w
s
 
i
n
s
t
r
u
c
t
i
o
n
s

/
.

c
o
m
p
a
n
y

c
o
m
p
a
n
y
 
r
u
l
e
s
 
a
n
d
/
o
r
 
p
a
i
c
i
e
s

P
e
r
s
o
n
a
l
 
i
n
i
t
i
a
t
i
v
e

F
i
g
u
r
e
 
2

*

t
i



C
a
t
e
g
o
r
y

A
.

I
n
i
t
i
a
t
i
v
e
 
a
n
d
 
A
t
t
i
t
u
d
e

T
6
w
a
r
d
 
J
o
b
 
(
N
 
=
4
3
)

B
.

A
t
t
e
n
t
i
o
n
,
 
A
c
q
u
i
s
i
t
i
o
n
,

R
e
t
e
n
t
i
o
n
 
(
N
=
2
5
)

C
.

P
e
r
s
o
n
a
l
i
t
y
,
 
P
e
r
s
o
n
a
l

H
a
b
i
t
s
,
 
M
a
n
n
e
r
i
s
m
s
 
(
N
=
5
1
)

D
.

J
o
b
 
S
k
i
l
l
s
 
(
N
=
1
5
)

.
-
E
.

P
u
n
c
t
u
a
l
i
t
y
 
(
N
=
1
0
)

F
.
 
*
P
h
y
s
i
c
a
l
 
F
a
c
t
o
r
s
 
(
N
=
3
)

O

F
i
g
u
r
e

3
.

A
n
a
l
y
s
i
s
 
o
f
 
1
5
7
 
B
e
h
a
v
i
o
r
a
l
 
A
s
s
e
t
s
 
a
n
d
 
L
i
a
b
i
l
i
t
i
e
s
 
A
s
s
o
c
i
a
t
e
d

w
i
t
h
 
t
h
e
 
S
u
e
c
e
s
s
 
o
r
.
N
o
n
-
S
u
c
c
e
s
s
 
o
f

R
e
t
a
r
d
e
d
 
E
m
p
l
o
y
e
e
s

%
o
f

T
o
t
a
l
 
R
e
s
p
.

,
E
x
a
m
p
l
e
s
 
o
f
'
B
e
h
a
v
i
c
A
l
 
S
t
a
t
e
m
e
n
t
s
,

0

2
9
%

1
.
 
A
s
k
s
 
w
h
a
t
 
t
o
 
d
o
 
n
e
x
t

2
,
 
G
o
e
s
 
r
i
g
h
t
 
t
o
 
w
o
r
k

3
.
 
S
t
a
n
d
s
 
a
r
o
u
n
d
 
u
n
l
e
s
s
 
a
s
k
e
d
 
t
o
 
w
o
r
k

4
.
 
P
i
d
d
l
e
s

1
7
%

,
1
.
 
W
i
l
l
i
h
g
 
t
o
l
e
a
r
n

N
e
e
d
s
 
t
o
 
c
a
t
c
h
 
o
n
 
f
a
s
t
e
r

3
.
 
A
t
t
e
n
t
i
v
e
 
t
o
 
t
a
s
k

4
.
 
T
h
i
n
k
s
 
t
o
o
 
'
s
T
o
w

3
5
%

'
-
1
.
 
W
i
l
l
i
n
g
 
t
o
 
p
l
e
a
s
e

2
.
 
T
o
o
 
f
r
i
e
n
d
l
y

.

.
3
.
 
P
l
e
a
s
a
n
t
 
d
i
s
p
o
s
i
t
i
o
n

4
.
 
T
o
o
 
s
l
o
w
,
 
n
o
.
e
n
e
r
g
y

1
0
%

1
.
 
A
b
l
e
 
t
o
 
d
o
 
j
o
b
 
r
i
g
h
t

2
:
 
C
a
n
n
o
t
 
c
o
u
n
t

3
.
 
C
a
n
n
o
t
'
 
d
o
 
A
n
y
t
h
i
n
g
 
r
i
g
h
t

4
.
 
M
e
c
h
a
n
i
c
a
l

,

7
%

1
.
 
P
r
o
m
p
t

2
.
 
N
o
t
 
d
e
p
e
n
d
a
b
l
e
,
 
t
i
m
e
w
i
s
e

3
.
 
F
a
i
l
e
d
 
t
o
 
s
h
o
w
 
u
p

H
e
r
e
 
e
v
e
r
y
 
d
a
y
,

2
%

1
.
 
T
e
e
t
h
 
(
b
a
d
)

2
,
 
N
O
 
s
t
r
e
n
g
t
h
,
 
n
o
 
m
u
s
c
l
e
s

3
_
 
A
w
k
w
a
r
d

4

I

L
e
v
e
l
 
o
f

C
h
i
 
S
q
u
a
r
e
-
 
D
i
s
t
r
i
b
u
t
i
o
n
 
'
S
i
g
n
i
f
i
c
a
n
c
e

S
u
c

N
o
n
-
S
u
c

e
h

A
s
s
e
t
s

2
1
 
I
 
1
2

L
i
a
b
.
,
"
-
-

4
i
6

A
s
s
e
t
s
.

L
i
a
b
.

A
s
s
e
t
s

2
0
 
I
 
1
0

L
i
a
b
.

1
6

1
5

A
s
s
e
t
s

'
6
 
1
6

t
i
a
b
.

4
 
I
 
5

A
s
s
e
t
s

L
i
a
b
.

6 2
.

2

A
s
s
e
t
s

.
0

L
i
a
b
.

2

'
0
-

1

N
.
S
.

N
.
S
.

:
0
5

N
.
S
.

N
.
S
.

.
0
1

.
7
1
'



Two important findings resultedfrom this investigation:

1. Statements related tokjob skills are predictive of, employment"

success.
- 1

2. Employers in an unstructured situation tend to talk about

personality (Cat. -C 357.) and attitudinal (Cat. A 297.). variables

even though they are not critical to later judgment of success

or non-success.
te

Production. Rite as a Variable of Job Success'I
Study44

All of our research up to this point has suggested areas relating to

job skills as being very impoAant for job_success, a finding so obvious to

most of us that it seems almost inconsequential. It should be emphasized

though that past research or'literature relating to employability of the

'retarded in almost all cases ignores the area of'job skills and emphasizes

the importance of personality and attitudinal variabl6s. While the author

admits the importance of the personality and attitude, the results of the,
6

current research make them suspect as far as the predictive aspects of

-employment are concerned. And too, they are extremely' illusive in terms of

current tools of measurement.

Study #4 further investigates the importance of job performance. A

description of this study as reported elsewhere (Chaffin, 1969) is included

here on the following pages.
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JERRY D: CHAFFIN

I

Production- Rate as a Variable in the Job
Success or Failure Educable Mentally-.

Retarded Adolescents
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)'
TO ERIC ARO ORGANIZATIONS

OPERATING
UNDER AGREEMENTS WITH THE NATIONAL IN
STITUTE Of EDUCATOR. FURTHER REPRO.
RUCTION OUTSIDE THE ERIC SYSTEM RE.
WIRES PERMISSION OF THE COPYRIGHT
OWNER

Abstract: This study investigated the importance v production rate of
mentally retarded clients as an influencing factor in their employment success.

In Experiment I, the:production rates of 10 pairs of clients (10 suicenful
and 10 unsuccessful) 'were coniptired.ExPeriment a:involed increasing

the iffoduction rate of previously unsuccessful clients and decreasing the
production rate of successful clients. The results of this .study

suggest that production rate vas important to. -*earful employment
and wis sensitive to Modifitation procedures.

THE 'production ;ate or actual working
/ability of the mentally retarded is a factor
largely tuglected by researchers. concerned
with the employability of the mentally re-
tarded (Windle, 1962). Instead, researchers
have focused -on various social or personality
variables with resulting agreement. that these
factors play an important role in- the em-
ployability of the mentally retarded.

The accurate assessment of personality. -fac-
tors it: difficult and their relationship to job
success is hard .to substantiate. Windle (19625
,suggested that explanations or, behavior in
terms of personality are frequently used to
"disguise a lack of knowledge [p. 96]," and
Atterson- (1964) notcd in his review of voca-
tional' assessment methods for the _retarded
that "neither objective, nor projective per-
sonality tests appear to be useful in
don orprediction (of employability) [p. 112]."

Several investigators have observed that cer-
tain inappropriate social behaviors adversely
affect the retarded individual's production. In
a workshop experiment by Loos' and Tizard
(1955) the subjects' output was observed to

LaCEPTIONAL CIIIIIDRIEN

be low because "too little time was spent ...
in work and too much time in talking, sing-
ing, looking at comics. and doing nothing (p.
4011." Gorton (1966) noticed thjc differential
effects of social interaction oniroduction in
the subjects fie studied. Although the obser-
vations were nOtquantified, Gorton suggested
that the more complex the social interaction
and the more difficult the task, the greater
would be the effect on production. Using
operant techniques, Lent (1965) 'reinforced'
only appropriate social behavior and observed
significant increases the subjects' produc-
tion rates. No studies were found dealing with
the production rate of mentally 'retarded

-workers iti acompetitiVe work setting.
The ,purpose of this investigation was to

study one productiOn rate and .its
influence on employers' judgment regarding
the succcss or failure of retarded adolescent
workers. Morc specifiCally, the- questions be-
ing considered were: (a) Do retarded worli-
ers, who arc judged. successful by their e-
ployer have-a higher production rate than
retardedYworkers %Wm are judged mist-cc-vs.+-
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fill in the' same-joh` Oil Will a formerly suc-
cessful worker ke judged unsuccessful' if
his production rate deereAses significantly, and
coin ersely? (c)' Will a- formerly unsuccessful
worker be -judged as successful if his produc-
tion rate ille.re2SSgnfiC211rly)-ii
11.1othodEveriman't

All-students who were enrolled 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
experiences for educable retarded high school.
students in- two Kansas schotil district's. At
the time of the--investigation, 58- individuals
were enrolled in the program. Each Ofs,these`
students was' prejudged by the project staff ,
is. being probably successful .or probably un-
successful in iheir next _work assignMent;This
judgment was based on the student's work
record- -and other information from his case
file .including -school- records, social history,-
and psychological and medical data. Cate-
gorizing' the students in this way resulted
35 students being classified, as "probably-sue,
cessful" and 23" being .classified as "probahly
unsuccessful." Otit 'of the total population; 10
pairs' of students were selected by the .staff as
subjects for the first experiment. -Each of the
10 pairs consisted of one successful and one

.unsuccessful ,student. Sbjects -in each pair
were' matched on previous number of work
placements, 10 scores; and chronological age.
'Each piir was then assigned' to a work place-
inent in t14 community, and the employers
were asked to judge:the_students as successful
or- unsuccessful following 2-week;of work. In
one case, an.employer,judged a "probably un-
successful" student as successful. This resulted

-of another
,job whoon'othis ,job who Was .subse-

"grimily judged unsuccessful li the employer.
Thus, each of the 10 pairs4finilly selected for
comparison -consisted of one successful and
one unsuccessful subject as judged by their-

' employer iifter,2 micas. -Each pair Worked at
the same job with the same supervisor in the
same work enviromnem, thus controlling- the
variables of work environment, task complex-
ity, .11111 attitude (if supervisor within pairs,

but not between.pairs, since eaclipair waked
at-,,a different -job. Fight employers supplied
the .10 jobs which included packing xrcterinaty
supplies, folding towel's and surgical gowns,
preparing and wrapping sandwiches, sacking,
and Weighing candy, 255CIn4ng boxes,solder-
ing sinall -electronic -parts, and _packing and
storing milk containers. Each-subject worked.
2' hours -daily for. 2 weeks. Employers who
did not rdutifiel4reep- individual production
records wcrc asked Zo do so- and-record forms
were provided.

Following the subject's last day of work-,
an interview was 'held with each employer
and a work. evaluation 'form completed. Dur-
ing -the .interview,.the.,employer was asked if
he would hire This student as he would the
average applicant, ph-Wire& the-- job was avail-
able. This was the--criecrion question .for- the
final- placement of .t he .subject Into one, of the r
two groups, , If employers .responded- in the
affirMative,' the student was considered .suc-
CessfoLaed if the employer responded nega-
tively,.the student was considered unsuccess-
ful.

ResultsExperiment I

The dailrproduction rate of each Of the 10
pairs of students WU computed and the dif-
'ferences statistically compared' with the Wil-
coxen Signed Rank Test (Siegel, 1956)/ An
analysis of the resulting scores revealed that
in every case. the\ subject judged successful
by his employer had a higher. .prodUction rate
than the unsuccessful member of the pair.
This difference was2itatistically significant it
or beyond the .01 leveNn 9 of the,111 cases.

Figure 1 compares the daily, .production rate
Of the successful and, unsuccessful, worker for
eacli-pair of subjects in Experiment in one
Case (pair 8) there was fib r.significant differ.
cncc between the successful and unsuccessful
subjects. This -was dlle to a minor hand injury
of the (successful subject on the eighth `day,
which resulted in a significant decrease-10is
performance.

The results, -of Experiment. I suggest -a 'defi-
nite positive-scrationship lictweeri\ the
vidual's production rate and *the etnployer's
judgment of job success or nonsuccess. This
experiment does not establish a cans and

MARCH 14?
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FIGURE 1. Deiltpieduction rate of 10 pairs al seblocts in Experiment 1.
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,NO RECORD SUCCESSFUL-=

effect relationship, however; since the success-
f 1 wotters,4n addition to working at a higher

may have been neater,moreappropriate-
ly dressed, or may have possessecLitiore pleas-
ing personalities' or better attitudes toward
work than- their unsuccessful` counterparts. lf,
after the production rates of successful and
unsuccessful subjects are reversed, the ern-
ptoyeesjud tnegreyersed, it should be
acceptable to assume thatthe ,production- rate
of 'the retarded workers influtnced the =em-
ployer's judgment .of their work. This is the
strategy that comprised,Experiment-11.

EiPeriment II

The subjects for Experiment H consisted' of
four.successful and four unsuccessful Workers,
randomly selected-from the subjects Who-had
part- icipated in the first experiment. Four esti-
pjoyers were selected similarly.

One sucCessful awl' one unsuccessful stu-
dent were placed with each of the four cm-
ployers'and assigned a pcoduction goal based

on .the production Accails obtained in the
previous experiment. Modification procedures
were implemented' to increase the work rate
of unsuccessful subjects to a, production goal

-
CaULPTIONAL CItlIlillk'N

134

UNSUCCESSFUL

comparable to that of a- previously successful
subject in-that-job and-decrease the work rate
of successful objects' to a rate- comparable to-
prev,iously successful subjects. The predic-
tion vas t at successful modification would'
result -in cortesgonding change: in thq_ sub-
,jeces-employment iiting. .4s in the first ex.
-periruerit, :each subject worked 2- hours daily
lot-I:Weeks in&thefinal judgment of success
or nonsuccess was made by the employer.

Specific proceddits for modifying, the in-
dividual4oik--behavior of subjects-Were Itla-
iively imprecise. These procedures consisted
mainly -of individually inforthing the subjects
of their production goals each day, and re-
lating the attainment of this goal with social

..>..approval- or disapproval. In a few caset other
-consequences were necessary. Driving the in-
vestigator's car and playing, pool with the
rehabilitation- counselor Were reinforcing con-
sequences in two cases where social (verbal)
Consequences were ineffective. These impre-
cise procedures were considered permissible
since the palof10 study was not to'ilcnion-
itrate exact 1)ehavioral control-or to know pre-
cisely tic effect of a given variable. 'Rather,.
the, concern was to modify the subject's pro-

"7-
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FIGURE 2. Daily production rate of successful and unsuccessful subjects in Experiment H.
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I
duction rate and to - observe the effect of this

' modification on the employer's judgment df
the subject= as i 'successful or unsuccessful
worker.

Iteaults-4.xPeriment II

The daily prodktion rates of subjects in Ex-
periment 11. are _presented in' FigOre 2 along
with the daily assigned goal. Subjects one
through four had been judged. as unsuccessful
in Experiment I. In this experiment their .pcs-
ductiOn rate increased and they were subse-
quently judged successful by their employer.,
Two of these subjects (S-1 and S-2) clearly
attained. their production insl while' two
others did

One ordlese did not reach-his assigned goal,
'but his production rate: was significantly
greater (.005 and .001-) than-two unsuccessful
students in the sarne,isjob. Therefore, even
though this subject's performance was below
the specified cpitcris for this experiment, the

. possibility remains that production- rate was
the influencing,4actor in the ctnployer's
judgment of success. The. other subject (S-4)
m'hOse performance was short of .his assigned
goal -also had a saghificantly higher production
rate (.005) than one of the unsuccessful 'sub-

.

Imvs MK

DAILY PRODUCTION

_jam performing the Same job, but his pro-
* duction-provecrsomewhar-lower than .the rate

of another. However, the employer said S-4
\ was "the- fastest" of all- the subjects he had-

v employed. Prodtktion data did not support
the employer's,statement,,binIthe subject may
have appeared to-be working_fast- and-perhaps
the employer's judgment was lased on this
impression.

Sitbjecti, thmugh eight had all been
five

judged as successful workers in experiment
I. The' target behavior .for 'each. of -these sub-

jects was a low production goal comparable
to -the subject in. Experiment I who had
been .x.risuccesstul -in- the: same job.. In all' four
-cases,. :the previously -successful ,subjects
achieved 'at or below, their lowered' produc-
tion goals and were judged by the employer
as unsuccessful. A reasonable conclusion-sterns
to be that -the employer's judgment was in-
fluenced, by the lower pit:Auction rate.

Discussion: Limitations .

Although the results of -this research are such
that some- broad applications can be made, a

'number of facto?' surrounding this investiga-
tion and its primary purpose should be
discussed.

135
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1.Jr the research was carried out 'with a
rclativt\Iy small number of subjects. The 'first
experintent-cmitparctl the production rate of
10 slaccsSfill and-10 1111MICCeSSitil .stibiCetS, The

SCCOr141 tteiliptCa to reverse the employment
....

rating o 4 successful and 4 unsuccessful sub-
jects (mit the previous experiment by in

. creasing, or decreasing their production rate:
This Ora cgy would scent,to reduCc the neces-
sity of- aving a large 'experimental popula-
tion, yet allow sonic gcneriliz!lion of the
results,.al hough it should- be replicated with:.

-other subj cts forwider. generalization. ,

A seco d limitation is the -fact -that the-jobs
.t
the subje s' performed in this study 'prob4bly
were not, eprescntative of most frequent-
ly perfo ed by mentally -retarded individu-
als. ,How, ver, to, explorethe influence of
produCtio -rate on the- employers" judgments'
of suctess r failure,,it w1,-necessary 'to place
students i jobs where some- diserete measure
of their reduction was available. Future in-
vestigatioi may lead to the formulation of

. creative -iways of measuring an individual's
production on nearly-every type of job, thus
pro44dirig more information regarding the im-
portance of production rate to employment
success.

Another limitation-may be that ,the_subjeets
worked for short ;periods (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 employee
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
addition,' the effect of fitigue 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 differendes in produc-
tion show up during such brief time lengths,
these differences would in all probability be
magnified if. 'the period of work were ex-
tended. .

The previous 'limitations -represent reason,-
hie objections to the results and conclusions
of the present study, but they arc all limita-
tions minimized somewhat by. the modifica-
tion aspect of this investigation. The fact
I

IIIKEPONAL allt.1111134

that tthc employers judgolems mete reversed
by altering Vie- production rate of certain
subjects in, the study suggests die exketence
of a cause and effect relationship between
employer judgment and a student production
rate tilt the job,_ which was the _primary pur-
-poic of this investigation,

Probably the most --limiting factor in 'this
-study was that the cmpliiyers wcrc required
to keep their own production-records,on.the
students.. Thus, an Cmployer'S judgment of
-success or nonsuccess 'of the subject. may have
:been influenced by his ;knowledge of their
!production. This, procedure was routine for
only two,of the businesses use'dlin the study.
Though- attempts were ,mide to.deemphasize
the importance of 'the production -record!, it
was necessary to check periodically :with- the
employer- to insure that accurate records were
being maintained. There were -no particular
incidents which led,the investigator to believe
that- the ,parricipating, employers relied =on the
production records for evaluation.'In no case
did- the employers examine the production
records before making their decision 'of' suc-
cess or nonsuccess about the student em-
plOyee, nor did they makeirequent, 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 differences ,When,making,his judg-
ment-Inspite of-these observationi,,knowledge
of production can-be cited as a possible con-
taminating variable' in this study. This vari-
able might be controlled in future research
'through automatic recording equipment.

Conclusions

Despite ionic limitations in this study, a num-
ber of findings, appear significant. First is the
conclusion that 'production rate does influence
employers' ratings of retarded workers. If the
importance of-prbtlittion rate iksonfirmed in
future studies, the rehabilitation' worker might
'use-this measure as4an-indicati9n of a client's
employment status. By noting the variati
in,thc performance of clients, it inay bc,p'ossi-

.bli to anticipate and thus prevent problems
front arising that might :titer he interpreted
as persOnality Of social problents.

Another important -finding is the sensitivit



4

of production rate as a measure of work. A
variation of stIoly performance (see
Figures I and 2) of the NtlhiCetS -in this study
mem red despite the fact that the variables
of:task coinplesity, supervision, and-other en-
-vironmental factors were experimentally Con-
trolled.

Sinec these variables were tOntrolled, other
variables within -the work etwitimment or fac-*
tors within the person:himself obviously exert
their effects-on production rate. While some
of-the differences in daily production-may-be
a function of learning, mdst of the variance_
probably cannot be accounted*for by it. r

Finally, it-is signifiCant tiFt production rate,
wasmodified in this study with _relatively im-
precise procedures. The iiiitiai procedures
of modification - involved clarifying to the stu-
dent employee what was expected, of him in
terms of production. Next, if necessary, the
job task was analyied- and suggestions made
for improvinghis performance. Social approv-
al or disapproval was available, depending
upon- the individual's. production' rate in rela-
tion to his assigned goal. When other rein-
forcers were used, the procedures were still
retativety unsystematic. The client was sire-
ply told. that a desired reinforcer was con-
tingent on attainment of ,his- pioduction goal,
and in nearly' every case the ,behavior was
modified to a measurable degree.

The results of this research -suggest that
production' rate is.a--very important -factor in
the successor failure of- retarded workers-Al-
though-the attention of other investigators has
focused on personality and social variables, the
old fashioned concept of "a day's work for a
day's pay"'Seems to be important in ,_the

iraining of the mentally retarded.
Training should be carried out by clarifying
exactly what is ospected of the-client in terms.
of job duties, production-standards, and quail::
ty, of work. Frequent checks regarding the
difference ttetween the client's present per-
formance and his required performance then
provide the structure for tuodificatiOn -pro-
cedures.
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Sample #1

-

Trainee's Name

'EMPLOYMENT EVALUATION AND TRAINING'PROJECT
VOCATIONAL ADJUSTMENT_TRAINING

WORK.. REPORT

Employer's Evaluation

'Employer's Name Address'

tr

V.R.P. Job No.

,a

VRP #1

Form 06

Date Started Date Completed Time on Job

Job Title Supervisor

FACTORS 11

AVERAGE EMPLOYEE
Less Same More .

Than As Than Commenti

.

.

Self-confidence

I--

E5 Cheerfhl .. ,

,

27.

1.2.; Cooperates with supervisor
____--''

.

cc Cooperates with, other em.lo ees

.

.

J
os cC

0. c., Respects_ supervisor ,,

=c. s
.

CD V)

g .0 Minds own bus i nest
f

r. Accepts criticism

,.

-J
CC

6 Mixes socially with other employees
in .

CC \
La.j Neat and clean :

.

. .
.

- Other .

On time

ti
.

z Safety conscious
.

LA, ,

:-.11 Careful with materials and property
LA. .

*-4 Lai
Completes work on time

0- ea .
:=D

Quality of work

.

cp P- 4
CO 44s Understands. work ,

gg
' 4

,
CD Shows initiative

...

____ _.

Other ,



Sainple #1 .(cont.

e
°L.,

( WORK REPORT
, Employer's Evaluation r Fdrmi Page 42

Trainee's Name V. R. P. tlob 'No.

FACTORS

AVERAGE 'EMPLOYEE

Less Same.More
an As Than. Comments

Group I--Personality and soda
adjustment.

O

Group II- -Work habits and
efficiency

Would you be.ii willing to hire
If a job were available?-

ca. // YES

(Ow If abuve answer is "PROBABLY NOT"

pi

this indiOdual as you would your average applicant,

PROBABLY PROBABLY, NOT NO

UJ

CD , Would hire IF "(State conditions) :,

or "NO," please answer the following:

v"

Comments:

142
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Sample

Date:

Student's, name:

A
imp #1, Form -6 ,

.

EMPLOYEREYAEUATIORANOTRAINING REPORT

Joll

Date §tart61: '-Date completed:-

-.

Name qf business:
\

pployer:

Address: ,

rnforM ht: Position:

Ihterviewe

I. 4General In uir HoW-has student been getting along? Tell me about
'emp oyee.' \Thissection is fairly unstructured - should be used as a
warm-uvperioc0

4

II. a. What,do:ypu coniider: student's strongest asset as regards- the job?

4,

.

b. What do you consider student's biggest liability as'regards the-job?

143
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#2 (cont.)

III. ,I-WoUld.like to ask youa number of questions about the student.
Answer yes, yes with reservations, ,or no.

1. Is the student's appearance appropriate for the job?

2. When required, can the student stay at a job for a long period
of time without being- distracted?

3." Does the student work well without supervision?

. Does the qualtity'of the student's work meet employer's standard
for the avepfige worker?

. Is the student a clock watcher ?'.

6. Does the student's rate of production meet employer's standard
for the average worker?

7. Is the student physicallyAle to do the work?

s the student mentally able. -to do the work?

9. Does the student follow instructions?

10. Does the student know and follow the rules and/or policies of

I your company?

11. -Does the student frequently seek assistance for minor work problems
which may have been solved without help? r `,

-12. Has the' student mentioned that he does not like the` job?

13. Can the student be interrupted and still maintain efficiency?

14. Is the student easy to get,along with?

15. Does the student exhibit personal initiative? Example either case.

16. Does the student seem to listen when receiving instructions?

17. Does the student frequently interrupt inappropriately?.

18.. Does the_student respond Ito criticism?

19. After the stUdent completes a task, does he:
(a) find something appropriate to do
(b) ask for further instruaTons
(c) watt until told

IV. Would you be Oiling to hire this individual as you would the average
applicdnt if the jolt were available? .

Yes Qualified yes/ No

150
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r,

THE EMPLOYEE Q-SORT

:Jerry D. Chaffin, Edit.
Associate Professor of Special Education Administration

University.of Kansas
Lawrence, Kansas

"Real" Sort -
a

In front of you is a board with taenty-five Siluares on it. And here

. ,

(show employer) are twenty-five cards with tatements about (client's nathe).

The squares on the board have different titles. The square at the extreme

left is for the characteristic that is most like (client'sname)," the

next "very much like him," the third "like him," and the fourth "a little

like (client's name)," The fifth column is for those characteristics you

are undecided about. The remaining columns are for characteristics 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)."

,

Now, as you read each of the statements I would like foi you to place
,

each one on the board in the position that beSt describes the client. There

\

is only one card for each square., You. mav change the:positions of the cards

on squares as often as you like. If you have any questions, please ask.

"Ideal" Sort

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 squares that best de-

scribe how you would like (client's nave) to be. bo you have any questions?

145

t, 151,
.



- Sample #1

Q SORT RECORD CORM

ient's'Nanie: Sex: Date:

School Teacher: Grade: Age:

Employer*: Relationship to Clie'nt;

Name of I3usi ess or Work Station:

Address:

Card No.

Phone:

sort 1 Soft 2
"Real" "Ideal"

D

,. .

1. .Clothing always appropriate
.

2. Sticks-to job task
3. Works as fastas -other employees .

4. Catches.on to job, tasks quickly
.

5. Gets along well with co-Workers
6. Physically able to do the work -

7.. Minds own business
8. Enjoys the job

.

9.- Comp1e es work on time . ,

10. Fin ings to do without being told
11. Asks for work when task completed
12. Listens to instructions

.
,

T. Knows how c do the job
14: Is a- willing worker
15. Works independently
16; Hair is too. long
17. Does oor ual i t work.

1&.. Argues with supervisor
19. Gets upset.when criticized -
20. -Careless-with job-tools and materials
21. lites not follow directions. well. .

22. Ns likes the job
23. Is often- late 4

24. 'Asks for 'help often _

25. Talks' too much.

t
ri 1 -
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Cl'

NOST LIKE ME

VERY MUCH LIK

LIKE ME

.3

A LITTLEAIKE.ME
k

.

62.--

UNDECIDED

.

:AUTTLE UNLIKE ME gt-

UNLIKE ME

VERY MUCH UNLIKE ME

MOST UNLI E ME



CLOTHING
ALWAYS.,

APPROPRIATE

STICKS-TO.
4.0B TASK -

. 3'

WORKS.AS .

fAST AS
OTHER

'EMPLOYEES

-4

CATCHES-ON
TO JOB

,-

QUICKTAskSLY .

.:

:.GETS ALONG

WELL WITH-

CO-WORKERS-

/

6

-PHYSICALLY
.ABLE 10.-DO .

THE WORK'
*

, ,,_

.

.

W"'

MINDS-O
BUSINESS

_
II

t

ENJOYS
THE JOB'

.

4

COMPLETES.COMPLETES-

:WORK-ON
TIME

.

10

FINDS
THINGS TO'-

'DO WITHOUT
BEING. TOLD

11 12-

ASKS FOR
WORK WHEN .LISTEgS, TO

TASK 'INSTRUCTIONS
, 'COMPLETED ,

,

_

13-

KNOWS HOW
TO D0 THE
JOB

.

.

. ,14
.

. rg"

,

IS A' WORKS-

,' WILLING _INDE -*

WORKER"' PENDENTLY ,

"

16

HAIR IS
TOO LONG

17 - 18

-DOES POOR ARGUES
QUALIT1 WITH
WORK SUPERVISOR'

-15.

GETS UPSET
WHEN
CRITICIZED

. 20 21

CARELESS DOES NOT

WITH' -FOLLOW t

TOOLS AND 'DIRECTIONS
MATERIALS WELL

22

DISLIKES
THE JOB

.

23 24;

IS OFTEN ASKS-FOR
LATE HELP OFTEN,
J

25-

TALKS TOO
MUCH ,

.26

IS

DISTRACTED
EASILY
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STUDENT Q-SORT
(A Modification of Chaffin's Q-Sort)

Taymond.E.,Morley
Consultant,- Secondary, Programs

Spe.6i-al-Needs SeCtion
. .

.,

Iowa Department of Public Instruction

4

. You must-complete two ,sorts (a "real sort" and an "ideal sort" )

to determine behaviOrs you want to change. .The teacher or the student

can complete the two sorts. It is up to you (the teacher) to.depermlne
=

how you want to use the technique. f.-

"Real Sort" = Directions
.

In front of you is a board with twenty-five squares on it.' And'

here*(show stndent).are twenty-five cards with statements about people.

The squares on the board have different titles. The squire at the

extreme left is for the characteristic that isliPost like you," the next

"very much. like you," the third "like you" and _the .fourth "a little

like you." The fifth column is for those characteristics that you are

undecided about. The remaining columns are for those characteristics

that are (point to each as you say them)."a little unlike you," "unlike

yon," "very much'unlike you,".and "most unlike you."'

Now.as.you read =each =of the statements I would like for you to

place each one on the board in the position that best describes you

Theteis oily one card for each square. You may change the positions

of -the cards on the squares as often as you like. If you haVe any

questions,, please ask.

149
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"Ideal Sort" -.Directions' '

Now we are going to clear the Ward and start all over again.

This'time I would like for you to pla-de the cards on the-/squares.'that

'best-describe how you would like 4O-be. -Do you have any questions?

'When the studtnt complete's a sort you muat,redoWthe placement
.4

of each statement in relation to the sqUare it igas pladtd in.- Since

each column for the squares have-been numbered you give each statement

.that numerical:Value. In this case statements placed in the squares

over "very mat. like me" 'would receiver the numerical value 'of "2";

those over "undecided" would receive the numerical value of "5"; etc.

Records must be kept on the "real sort" and onfthe "ideal sort."

When both have been recorded, you then find the difference between the

two scores for each statement. This could be a positive number or a

negative number. Once the difference is found you square it or multiply

4 it by itself to ,get D2.

'In terms of priority .you can chose those behavioral statements

which show the largestT2 to work on in terms of a behavior modification

program.

You can get an over-all view of how well the, student sees himself by

using the following formula:
6 (62)

r = I - n (n2 =1)

This formula is actually a correlation of how close the student

ranked himself on the real sort as compared to the ideal, sort. If you .

get a positive. number above .65, the correlation is very high. If you

get a positive number below .65 or a negative numbet, the correlation is

poor. This. indicates work will have to b4,done to modify the behaviors

as indicated laY the'D2's.



t - stands' for correlation in the formula. Correlation is a

means of telling hOw closely things are related. "r' ne

4-1'or be -low - -1.

ver goes above

I - is a constant in. the formula. IE never changes.

6 - is a constant in the formula. You always multiply the sum of

bhc D2 by 6.

-

--ED2 Tha.s'is the sum of the 132's. Youadd up all of the, D2's and

get a total. This is ED2.

n _

n = 16c

is the total number of statements you use. In this case the

n2 --is then multiplied by itself. In this case p2 = 162 or 256.

40



1.

Sample #1

(.3

t.n

cr,

VERY MUCH- L KE. ME

.. ,

LIKE ME

.

.

, .

.

_ .

c .

1

'A LITTLE LIKE

.

,

ME

. .

,

.
.

.

UNDECIDED

.

.
.

_ .

.. .

,
.

.

i

A LITTLE UNLIKE
I

ME

1

. .

'
.

UNLIKE -ME

,
6

.

.

. ,
a

.

110
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Sample #2

Yob must cut these squares out so they can-be placed on-the Q

Sort Form.

,
'Clothing is
always neat
and Clean

Enjoys
working

Willing to
cooperate

.

Is always
late

.Not very.
,

. strong

.

.

Catches' on

to things
fast

Always com-
-pletes work
on time

Argues with
supervisors

.

Talks too
much

. Cannot
stand being
re'sponsible

Gets along
well with
others

Finds things
to do:with-
opt being
told

Does poor '

quality
work

Asks for
help often

Gets things,
done the
right way

Strong
enough to do

-most things

'Asks for
help when
needed

-den upset
when criti-
cized

/

.

Diilikes
.being

around
people

.

Can take
a joke

.

.

Minds own
business

Enjoys being
responsible

Does not
follow

well

.

Dislikes'.
working

Always
follows
the rule's---afrectiont

1



Sample #3

Student's Name-

SORT RECORD DORM

Sex Grade -Age

Address .

Phone

Real Ideal
Sort° Sort

2

1.

-, -,
---,..

Clothing Is_always neat
and clean. -- -,

-----__

,
.

.

.,

4

2. Catches on to things.
--...,_

fast.
.

,

,

3. Gets along well with
others

,

.

4. Strong enough to do
'Most things

.

,

-------------------.

5. Minds own business
.

1

,

6. Enjoys working
. _

4

7. Always-cOMpletes, work
on time .

".,'.

8., Fiqda things to' do

Without being told

, 9. AskSfbr.help when
needed- _

:

.

,.

,

.

10. Enjoys being
responsible

11. Willing to Cooperate
.

.

12. 'Argues with supervisors i
...

13. Does poOr quality work-

14. Gets'. upiet When

critized
.

.

15. Does:. not'follow

directions well
N.



Sample 14---(corit )-

Real
Sort

Ideal

Sort D2

-

16.' Is always late

; '

.

.

.

..

17. Talks *fog much ' +1

t8. ..Asks for help often

19. Dislikes being around_
people

, .

20. Dislikes orking
.,

21. Not Ver strong
.

22. Cannot stand being
,,i. 'responsible '. /

23. :Gets things &One the
right way ,

4,

,

,

24. Can take a joke. -

. ,

25: 'Always follows the
rules

.
,
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COMBINING INFORMATION.-AND PROCEDURES
RELATEDTO RENDERING STUDENTS EMPLOYABLE

TaymondE. Morley
Consultant, Secondary Programs

'Special Needs Section
Iowa__Department of Public 'Instruction

The purpose of this meeting as I understood it was to discuss

.relevant information and- procedures we can use in the public school

to enhance our efforts in helping th4 mentally retarded be64me well

oriented'to the working world and to himself or themselves.
-0

Our objectives in this area are:
t_

A. to render individuals, capable of work and,

.
,

13'4 to assist individuals in developi a value system which
,

makes them want to, be lice's ouctive workers.

In relation to both of these.objectives_we haveto concern our-

selves wl.th the info .nation and procedure's we can use to acconiplish

the qbjetives.

The information We pied to be concerned with relates to the

interests., abilities and behavior of individuals which deem them_

successful or unsuccessful,workers. The procedures we have. to be cow:

cerned With are those that help us find'out the information and aid in

the use of that information.'

I think one ground rule should be kept, in mind at all times when

dealing with students we have labeled "mentally retarded." For the

most -part, authorities agree that mental retardation is aSocial,

phenomena.A child with an IQ of 95 may be. more handicapped in. a

highly compLa city than one with an IQ of 65 in a back- country settle-
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'ment (Robinson & Robinson, 1965). Epidemiological data from one community

r
may not necessarily be- applicable to another, even if they have many

similar characteristics (Wolfensburger, 1967). Likewise, in interpreting

data that:are related to work adjustment there is no universal formula.
.

I

Certain pieces can be 51ifferent. This means that each individual who embarks
--

upon coordination of a work assessment
t
p6:)gram "must become very familiar

with all aspects of- behavior which have influence on work"- and "realize-

how to use data in order to sift out information and make proper decisions."

COMBINING INFORMATION AND PROCEDURES - A MODIFIED REVIEW
OFeTHE BECKER,,BROLIN, CHAFFIN, KREHBEIL ANDLAWRY PAPERS*

Studies reporting on the relationship, between intelligence and

employment success hame shown varied results. Some investigations,

1940; Beller, 1936; Collman & Newlyn, 195'6rJackson & Butler, 19613; and

Phelps,..1256, found intelligence to be significantly related to successful

employment while others, Baer, 19'61;.Bobroff, 1956; Cowman & Goldman, 1959r
.

....

Hartiler, 1951; Kolstoe, 1961; Madison, 1964; Voelker,.1963; and Shefter,

1957, found .IQ t6 be a non-significant factor. Since we must concern

ourselves with IQ, we should not misinterpret these studies.

concerned-themselves with IQ as it relatesinvestigators have

tasks within jobs. We should gleam 'from practical experience

interfere with employability if job selection is not carefully

based on the complexity of tasks involved. If we are to gleam

Few of these

to complex

that IQ can

done and

anything

,

* All underlined sentences are thOse of the authdvaf this summary;
Sentences that are not underlined are those of the indicated authors
of the original papers delivered during the conference.
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froM the studies Chaffin indicated, it should merely be that "perhaps"

the opportunity for placement would be greeter as IQ increases. Even

this conclusion, however, should be looked upon skeptically. Since

"most jolth have not been analyzed by IQ level," an IQ of 50 to 80 could

indicate S maximum of learning potential for performing in thousands

of . occupations. This must be explored. It can be done by coordinato

It can be completed by utilizing job analysis techniques.

Studies on chronological age as it relates to employability haVe

been equivocal. 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._

clients were more employable. Neff, 1959, and Shafter, 1957, found no
`4

significarit relationihip between age and employability. The age groups

of these studies have varied. There seems to be an indication that age

could be detriment to employability er a e groups. This only

meansthat younger groups tend to charfge jobs more frequently than

older workers. Job chan e therefore can be an "expected" 'henomena
,

durin the initial ste s in findin the most desired and beneficial 'ob.,

'Coordinators should concern themselves with it but not become disturbed

because of it. Work sam lin as discussed in this workshopi_can be

used to allow students to explore themselves far before Lhey enter the

'real work world. This may reduce chronic job bouncing ii young,groups.

Some investigators of school achievement as it relates to employ-

.

Cowman & Goldmaff,\ 1959; Deno, 1965; Green, 1945; Madison, 1946;

and Shafter, 1957, have fourid no significant relationship. Others,

Voelker, 1963; Kolstoe, 1961; rickson, 1066, have found certain factors



of achievement to be related to employability such*as math and reading.

Edgerton, 1967, found that the mentally retarded learn skills somewhere

other than in school or are hel ed with difficult tasks related to academics

by people in the communityrnot teachers. This is part of the reason why

the mentally retarded can be successful in community socialization, as well
t

.
.

. . .A /
as work. In summary, evidence seems to indicate that achi!evement is necessary.

, .

However, achievement is important only as it relates to.specific situations,

This means that not all students need to be proficient in math or re ading

beyond the fourth grade level, some cannot be. Academics should be only one
o

area of learning that we intend to upgrade.

The influence of the family has been found to be significantly related

to eMployMent, Jackson & Butler, 1963; Toelker, 1963; Neff, 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
-I

support, as well,as support students.

Strong support is in evidende for personality as being related to

employment success, Bronner, 1933; GunZburg, 1958; Hay, 1942; Whitcomb, 1945;.

Shafter, 1957; Abel, 1940; Deub, 1965; Thomas, 1965. Specific perso nality
7

characeristics
s.

mentioned are:

(a) emotional stability (f) self respect

,

(b) gregariousness (g) motivation

obedience (h) attitudes:

(d) truthfulness (i) social judgment

(e) ambition

Research supports that a subjective interpretagion of personality

can be a good predidtor of employability, Deno, 1965;Voelker, 1963;
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Warren, 1961. Subjective interpretation, howevei,
)

is poor when an .

instructional program needs to be translated to aid students-in-7.-7ork

adjustment. Chaffin's ideas on the Q-Sort can be experimented with by

coordinators to try to, derive an objective way of directing behavior.

There is no doubt we need som4thing like this. daffin's work could

be a starting point for the coordinator.

Aptitude-has not been strongly supported as an aspect related to

the employability of the mentally retarded, Ghiselli & Brown, -1951.

'Three factors are relatedto this; (a) the tests that havebeen

constructed are not entirely applicable iith this population (b) they

are not performance oriented and (c) they do not mattet)the patterns of

motion and skills that characterize industrial jobs.

It readily apparent that aptitude tests do not measure the types
0

of abilities required in training for specific jobs. The emphasis is

on predicting a- trainee's potential, on a wide-variety of jobs by ,

tenting his ability on a smaller number of aptitudes supposedly required

for the jobs. If aptitude data is going to be used, it should be used

carefuliN. It should not be used as IQ has been'used. In other words,

it should not be the sole Caterion you use in placing students and

directing them toward a career goal. Brolin's swestionAiltls area

follows this line of thinking. He proposes using it as one bit of

Information in the midst of-many.

Drewes, 1961, conducted a study which supports that performance,

ability and dexterity had the highest predictive validity of job

success. This emphasis was on simulation activities,related to 46

job as com ared to standardized instruments on-dexterity and a totally
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mismatched test. Simulated actiVityAwas the best predictor. It was con-

cluded that instead of concentrating on macro-units of overall performance

it is profitable to divide the job into micro-units and develop a means of

predicting performance on these micro,units._ ,In our Case micro-units can

be work samples. Work samples will give us a means of activity in the

classroom which relates directly to the work world. The initial means of

setting up work samples is job analysis. I

fl

Generally.speaking, we can say that interest is closely correlated

with job performance. Tests to determine the interests of the mentally

retarded have met with mixed success--perhaps equivocal. Even though

7- -

instruments haVe been structured -to tap_ the unskille& and semi-skilled

job range, Clark, 1955; Long, 1952, they have not proven to-be totally

successful with the EMR.

Long, 1952, hag pointed out that:the Kuder performance recordNand

the strong vocational interest inventory focus in on specific jobs a d

occupational areas that the lower ability job applicant is not familiar

- with. The results are characteristically invalid. Picture tests such

as the vocational appreciation test, Amons, Butler & Herzig, 1949, the

picture interest inventory, Weingarten,,1958, and the.Geist picture

interest inventory, Geist, 1964, have circumvented reading requirements

but at the same time they also, have included areas of employment which

the educable mentally retarded is not familiar with because of their

technical level, Becker, 1971..

Some researchers have developed pictorial tests whose occupational

range is most realistic for educable mentally retarded. 'thest-are;__

the picture inventory of semi-skilled jobs, Urich 1960; the vocational
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17



r
picture interest 'inventory, Becker, 1967; and the vocational pictgre

interest and sophistication assessment, Parnicky, Kahn & Burdett, 1968.

In review of the literature, Ve can be assured that interest is

a critical variable in work success, Abel, 1940; Cohen, 1960; Hartzler,

1951; Michol-Smith, 1950; Super, 1962; Parnicky,-1965. In Many in-

stances it becomes the over-riding factor irregardless Of skill,

abilit and social race or initeractn. It must not be ne lected when

we' become 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-

interpretations and consequently, false guidance which can cause you a

great deal of problems.

Neff, 1968, has stated that perhaps "the site of the vocational

evaluator ought to be in the work place itself." The actual job tWout

is one of- the best methods of making any real,predictions about the

student's vocational potential. But, if thecoordinator has done his

job the student should be ready for the expdrience and it Should be

most appropriate. It could be helpful if the evalu tion up to that

point was sufficient to help the student,adjust most readily.

OVERALL CONCLUSIONS' AND ADDITIONAL INFORMATION

lg All variableS such as intelligence, age, achievement, family

relations 'ersonalit and a titude and motoric functions have a

bearing on the 'eMploymenE of the retarded,

t

2. The most, si nificant varlables are factors of ersonalit

162
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family relations, motoric functions and interest'directly related

to performance, on the job.

3. Ability to do the job and get along with co-workers seem to be

the two overall riding principles important for specific jobs.

It teems reasonable that classroom teathets should use the methods

of assessment which deal with the'most relevant abilities related to

employability of the mentally retarded. In- review of the information

just discussed, I conclude the following:

1. Personality factors and family relations are valid when sub-
,.

jectively determined. Information in this area, however, should be

objectified somewhat so appropriate curricular procedures could be

flexibly. adopted. In'terms of the prbsent movement in education behavior

modification could be used to change factors that are undesirable and

related toemployment success.

One method of ob'ectif in ersonalit variables 6r famil relation-

ship variables has been proposed by Jerry Chaffin, Chairman of the Special

Education Department at the University of Kansas, in Lawrence. He has.

, .

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.

Hopefully, by use of a modification of Chaffin s Q-rort, we can

identify personality variables which interfere with employment. As a

teacher_yoth can'list these and check each student ourself. In addition

yom can have each ;tudentcheck himself on these. As a result of your

.findings you can begin modifying inappropriate behavior.
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I have prepared a complete packet.for you. The packet includes a

modification of Chaffin's initial work in this area. Ccmplete direc-

tions for. use are included. (See'phart three - Chaffin)

2; Motoric functions or. performance skillsare'most directly

related to work performance.; Vocational assessment of work abilities

through work samples allows us to concentrate on performance criteria.

I think that by using performance techniques you can begin to identify'

an exceptional.child you have neglected to identify for a long time.

A child in this sense would be' identified. as exceptional only with

respect tohis abilities and skills as they relate to employment - an

objective that can be reached by everyone we encounter in EMR classes

as well as in regular classes,

Work samples based upon job analysis have proven to be the best,

predictive measures of succes sed alone. Work samples that

are useful for assessments how er, must be based upon job analysis.

Job analysis allows the structuring of a work sample based upon actual.

work requirements. The analysis reveals'skills to be mastered and

knotaledge-swhi-ch arerelated-0 Carrying out performance skills.

Work samples,are real job tasks and are based on job production

standards for measuring skills and potential. A work sample may be an

actual job administered and observed under standard Conditions. It

maybe a mock-up of a component of a job.. It may be a task made up by

the teacher resemble an actual job.,. Some examples 'of work samples

could be the following:,

Laundry.- pressing Factory work - assembly
cleaning packaging

Hotel - maid
. ,

Painting.- scraping
painting

r1

Food service - cooking
serving

Garment trades - sewing
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The use of work samples as an evaluative tool in the classroom hold_

certain advantages over other techniques: (a) they are more like' work

and hold student interest (b) the student can see how they are doing in

actual work instead of being told (c)- the student is allowed to discover

requirements,*tools, etc., related to -work, (0) teachers can observe

behavior involved in work, and (e) they can be changed-continuously to

meet the needs of students with varied interests.

The evaluation results of a work sample shouldnot vary- greatly.

Industrial standards can be defined by using job analysis. The standards

should be the criteria used fort evaluation. In every case, the teacher

.should define what kind of information can be expected from the work sample

then carefully observe the student and record observations as behavior

occurs.

One realistic wa to set us work samples is to ro ress from simnled-

to compleX;tasks. This would mean that all tasks connes4Ved 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 practical format to use in evaluating a student through job samples

is outlined on the next page.
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WORK SAMPLE- EVALUATION

STUDENT, _John Doe AGE 17_ GRADE" 12

WORK SAMPLE Mail Sort MATE\ 12r1r71

STANDARD PERFORMANCE RATING 8 letters per-minute - 480 IdtIrs per hour

5 hours

STUDENT RATING-

per hour - 4ihoura

12 letters per minute for 39 minutes - 178 lettera
4

NOTES ON BEHAVIOR DURING WORK (a) coordination poor drops letters a lot-

slows speed (b) looked around a great deal - distracted by noises and

people (c) mo ed slowly toward boxes for sorting - checked back to find

proper area y code

L
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A.

Along with_yOur own - interpretation of a student's performance
you should be letting the student interpret his success or lack of
success. This can be done by using the following format.

JOB SAMPLE REPORT

DATE/ NAME

WHAT I DID

,

TIME.I SPENT ON THE JOB

PART OF THE JOB THAT WAS HARD FOR ME

PART OF THE JOB THAT WAS EASY FOR .ME

'HOW I WOULD DO IT DIFFERENTLY THE NEXT TIME

fi

fir

This format will lead students into paying attention to what they
are doing. Things that are causing them difficulty will hopefully
be recognized by the student.a.kewisettheir own
strengths'in relation to wdrk.

/
vi

1/4.:s;t` ;k
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I have discusSed information you -must be aware of. I have also

discussed procedures of assessment of most use for the classroom

teachers: interest, job sampling, and objectifying behavior. Neither ,

of these aspects are worth ,a thing unless you have a system or plan oS

how ou can use each: This is erha s the catch that ConfuSes us. all.*

A comprehensive aid in trying eo organize yourself in dealing

with students would be the Minnesota Theory of Work Adjustment_suggested

by Dr. Brolin. 'A student's work personality. (abilities and needs) is
. -

taken inteaccount along with work environment (ability requirement and

reinforcer systems).

Your use of the information On collect should.be guided by your

objectives. They are:

(a) to render individuals,.caliabIe of work, render meaning "td

cause to be or. become'."

(b) to assist individuals,in developing a value system which makes

them want to be productive workers.

Both, of these objectives actually depict you as a -- person who should

assist students in making the most appropriate choice in terms pursuing

employment. You are not responsible for making the final decision,

you can't, be. You are not responsible for t'aining individuals in one

area. The purpose. of your activity is to "help" kids become aware of
I

themselves and opportunities available to them in the world of work.

This means ou hel them ac uire enou h knowled e to develo a well

rounded self concept..

If you are going to do anything at all with the information you

collect, it should only be in the area of guidance. The more information
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ou t on students that is related to em lo ent the more inform tion

you have to help you relate to the student about why he may fail or

succeed. Therefore our res hel in a kid ac uire

knowledge to develop a self concept. Yob have to, share information with

the kid, not horde it and wonder whether you'll: use it.

In accordance with our objectives, we need to communidate'to the

student information that helps him develop- the -idea that he is generally

employable; "that he has skills or strengths."' The second aspect that

has to be communicated is: "what areas of emlLoernle...EIccess

fulvithin." .This would best be approached by combining skill assessment

under testing and work sampling.' The work sampling aspect lets the kid

explore his skills.*

Combining information could_be completed on a form such as the one

on the f011owing page. All data would be included.

- 4
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WORK SAMPLE EVALUATION

STUDENT John Doe AGE 17 GRADE_ 12

WORK SAMPLE Mail Sort. DATE 12-1-71

STANDARD PERFORMANCE RATING 8 letters per minute - 480 letters-per hour

5 hours

Q--'STUDENT RATING _12 letters per minute for 39 minutes - 178 letters per

'hour - 4 hours

NOTES ON BEHAVIOR DURING WORK (a) coordination .00r dro s,letters a

lot - slows speed (b) looked around a great deal - digtracted by other

noises and people (c) moved slowly toward boxes for sorting 1. checked

back to find proper area by code.

4 fi ACADEMIC RATINGS:

math - 2.1'- Problem areas - menial.computation
reading --3.4 - problem areas - listening
language - 3.4 - problem areas complete thought sequence..

PERSONALITY'- BEHAVIOR TO MODIFY

talks too much
does not follow directions well
doesnot ask for help when needed

INTEREST -PERSONALLY EXPRESSED

Mailman

INTEREST TESTS

Clerk - Janitor Truck Driver

170
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I.
.

Yoe( ''.:acement of students on obs was meant to_be an ex lorator.

, t .

effort, tot training _for a life occupation. At best, with assessment,
1;4 N

. 0 %
I

you can make:better educated guesses in iiirecti.ng'sEudents into areas
_ _ _ . .

where. the have vocational strength.. Likewise, you cari'make more

.,

best

method

guesses in directing students into:further training. The best

methqd you can:go_by in making deciii s is to use all the information

directly applicable to, employment. The only reliability you can have

.
is to practice hard the principles'discussed. Hopefully, the more

experience you have, the more mature you'll become in using assessment.

4

4

4
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S ecia0tudy Institute:
"VOCATIONAL E ALUATI/ ON AND CURRICULUM MODIFICATION"

Febru4/1, 2, and 3, /1972

amada fInn, Des Moine 4 Iuwa

TUESDAY, February 1. 1972//
Place; Ramada Innl Des Moines

/
9:30

G E N_D A

X4elcomd/- Drexel D. La ge, Associate Superintendent,
' Pupil Personnel Ser, ices Branch, Igwa_Department-of-

PubliC Instruction.

Keynote - Dr. Donn rolig - Stout State University -
N4d:for vocatio ally-oriented assessment: its

.Value,'accuracy/and contingencieb.of use with
/Echicable Mental y Retarded populations.

,Adult NeedS of he Educabld Mentally Retarded -
Ray Morley, pecial Needs,- D.P.I. - Overview of the

4
adult with phasis on aspects applicable to vocational

1

11:45 /00 Lunch

preparatio

Job, Analysi - George Lawry, Car r Education, D.PzI. -
j,knalyzin jobs-by means Of an established forMat.

a-Matching job to student, Categorizing jobApalysis
into ,c sters.

:

4:45 - 7:30

7g30 - 9:00

Job Ralysis

Sm 11 groulkpn-sight visit to job areas to analyze
uirements of job.

Jo' Matching
omparison of job analysis to student profiles.

hing Simulation
11 group matching student profiles with job

alyses.
t

Adjourn

Criti ue ,Session

Gro ps present apd defend decisions made in afternoon
sess'on.
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----WEDNESDAYIL-Febraary-7;Prgr T

--AreaX1HGommunityGolIegel-Ankeny

9:00 Work Sampling - Dennis Krehbeil, CEC Area XI Community
College - Development, evaluation,--reporting and
utilization of the work sample.

Observation of Work Sample Technique in Practice.

Exploration of Work Sample Evaluation Report -
Small/large group bxamination and interpretation of
reports.- m'A

12:00 - L:30 Lunch

1:30 Using Work Samples in a Laboratory,Setting -
Arnold Erickscin:-Kennedy High-School, Cedar Rapids
Development andnse of work samples in large urban
high school programs.

Developing an Individual Work 'Sample - Gene Jahncke,
Cedar Rapids Community Schools - Techniques and
considerations,in the development'of work samples.

Utilizing the WOrk Sample Technique and Information -
Don Oxenford, Joint County. School System, Cedar
Rapids - Utilization of work.sampling data in
classroom curriculum modification and job placement.

I
V41.,3

0 , 7:30 Adjourn

Place: Ramada Inn, Des Moines

7:30 - 9:30 Determining and Directing' the Vocational Interests of
the EMR - Ralph Becker, columbus.State4School,
Columbus, Ohio - Assessment and orientation techniques
used in developing vocational:interests of the EMR.

THURSDAY, February 3, 1972 .

Place: Ramada Inn, Des Moines

9:00
it

Work Adjustment Dr. Jerry Chaffin, Kansas University
Data collettion, interpretation, critical areas, and
curriculum modification relating to work adjustment.

. Interpreting case studies - Small coup discussion,

relating to curriculum modific ion.-

Group presentation of findings.

4
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4 12-:(4/ --1100 Luncheon

1:00 - 2-100 Summation, DOnn-Brdrin,---Stout State University -

.. Using_ vocational evaluation to propose curricular
change.

4A,

Observations -Jerry Caster; Special Education, D.P.I.

Orientation:to Post-Institute Activities - Pete Malmberg,
Special Education, D.P.':

a
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APPENDIX B

,
Kathy Allen
1800 Watrous Building 9
Apt.,C."

Des:Moines, Iot4a)50315

I *.%%.

'Bill Bauer
-106 McCarren Drive
Manchester, Iowa 52057

Berniece-Bergstrom
301 Park Avenue

`Council: Bluffs, Iowa 51501

James N. Berkey
1518 N. 4th Street
Clinton, Iowa 52732

Frances.Burritt
#18 Greenbtiar'
Council Bluf 51501

Merrill B. B tts
401 6th Street, SW
Altoona;Jowa 50009

Doloris Campbell
R.R. #2
Bloomfield, Iowa 52537

TUthelf Campbell
800 North. Third -

Burlington, Iowa %526Y1

INSTITUTE PARTICIPANTS.

BUJ. M. Clark
1218 ;25th Street'
Wdst Des Moines, Iowa 50265

Carroll' J. COUSiritS.

205. N. Sheridan.

Ottumwa, Iowa 52501

3

Thomas DrisColl
1201 4th Street
DeWitt, Iowa 52742

Larry A. Esk
113 Southfield Drive
Webgter City, Iowa 50595

June A.. Fahlenkamp.
**" 261 -1 *Hawthorne Drive

'Bettendorf, Iowa' 52722

Sheryl ForbeS,

R.R. #1
Thor, Iowa 50591

Charles R. Frederick
409 South Summit
IoKa City,, Iowa 52240

Richard Garrels
R.R. #1
Mt. Pleasant; Iowa 52461,

Do*C7. Habermaii

1213 Wedgewoad-Drive
CouncilMuffs, Iowa 51501

Gretchen Anne Holsten
101 N. Broadway Avenue
New Hampton, Iowa 50659

Russell E. Jbnes
707 E. Bremer
Waverly, Iowa 50677

Arlene Keiser
502 N. Orchard
Brooklyn, Iowa 52211
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althard-D: KOdh
_ _

Spencer, IoWa 51301

Regina Lehman
522 N. 34d Street
Marshalltown; Iossm 50158

Marvin C. Lewis
1011 Cooper Drive
Fort Dodge, Iowa .50501

Norine Lindfield.
2720 W. 8th

- Waterloo, Iowa 50702

Richard A. ,Ltissie

802 E. County Line Road
,Des Moines;; Iowa 50315

Ferlon P. Mayo
2906 Bonnie Drive
Muscatine,, Iowa 52761

Maurine Mich
107 Crestview Drive.
Marshalltown, Iowa 50158

Patrick Mooney
517 Otsego
Storm Lake, Iowa 50588

.

.

Doris H. Meulier
.31'8 E.(Lauust- Strdet

ave ort, Iowa 52803

Ida W. Myers
R.R.
Rutledge, Missouii 63563

Edward O'Leary
611 E. 5rd Street, S.
Newton, Iowa 50208

Area XIV-.
SOuthWestern Community College
1017-N. Spruce
Creston, Iowa 50801

Darrell E. Pederson
4101 E4 Gordon Drive, #125
Sioux City, Iowa 51106

Mary Beth Peters
1940 NW 82nd
Des Moines, Iowa 50322

Charles Prescott .

1005 N. Elm
Creston, Iowa '50801

Joanee Quissell
Box 323
Grand Junction, Iowa 50107

Harley E. Schmadeke
RFD 1
Dakoti City,'Nebraska 68731

Bonnie Schmalle
Box 402
Fayette, Iowa, 52142

Kenneth W. Seilini
732 18th Street, #201
Des Moines,, Iowa 50314

Loretta Sieman
1647 Beaver Avenfie
Des Moines, Iowa 50310

James L. Smith
3614 Nebraska
Sioux City, Iowa 51104
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__

Charles R. Solheim
----407"W-2n-d-ANTehtre

Pocahontas, Iowa '50574

Mark Steinberg
25 Starlite Park
Marshalltown, Iowa 50158

Geraldine Stockton
Box 85
Unionville, Iowa 52594,

Jack Sullivan
311 W. Kirkwood
Fairfield, Iowa 52556.

Donald D. Thomas .

1344 W. Central,Park
Davenport, IoWa 52804

Naomi Thompson
. 1126 N. Elni

OttuMwa, Iowa 52501

,t`

Miss Paula Voss
Plum Street
Fredericksburg, Iowa 50630

, Si
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APPENDIX C

_ BEHAVIORAL,CONTRAOT

Name

Address

Zi Code

Please complete one contract for yourself and one for me. Please:

`submit a contract regardless of whether you choose to participate or not.

Peter A. Malmberg

Please check the appropriate'j.tems.

I do not wish to contract to accomplish any Post-Institute

activities.

By May 30, 1972, I will have completed and regorfed Con forms

provided) the following activities:
1. Analyze five (5) jobs that are, or may be, performed by EMR

'students in my area.
2. Conduct five (5) work adjustment ratings on EMR students.
3. Correlate information obtained in #1-and #2 and propose

specific curric.ulum modifications and recommendations relating,

to classroom instruction,

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.

By May 30, 1972, I will utilize one (1) suggested technique in

determining and/or directing vocational interest and subMW-6

descriptive report.

By May 30, 1972, I will work with ,someone who will conduct one

or more of the above activities and submit a descriptive report.

Send information regarding accompli$hment
-of objectives by May 30, 1972 to:

Sig natqre of Individual Contracting

Peter A. Malmberg
Division of Special Education
Department of Public Instruction
Grimes Building
Des Moines, Iowa 50319

181
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APPENDIX D

REPORT OF JOB ANALYSIS -AND-WORK -ADJUSTMENT =RATING -ACTIVITIES

for

Special Study Institute:
VOCATIONAL EVALUATION AND CURIIICULUM'MODIFICATION

Name of Participant:

. Briefly describe the general and specific implications of the five (5)
job analyses.

J

Briefly describe the general and specific implications of the five (5) ,

14(mdc adjustment ratings.

41
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-What mighttions'c

1 .

orrela mg be drawdprom the above infoimatiOnf,-, ---:

.

k.

What curriculum modifications in regard to classroom activities
would be necessary to meet the needs of these students and/or
Younger students?

w and with what degree of accomplishment might these recommendations
ipplemented?

183
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