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PREFACE

The laws and court decisions in the past decade have reflected a
renewed national interest in expanding and improving educational
opportunities for handicapped persons. Phase I of this study has
found that educators, rehabilitation caunselo;s, and hiring authorities
of industry place importanca on the development of the handicapped
to be workers in our society and support the need for an urgent identi-
fication of a cost-effective training setting in which the handicapped
person will learn the essential competencies for work. And, since
most vocational training programs operated by schools and industries
have fhe option to chbose their training setting, it can naturally be
presumed that the improper choice of this setting could prove costly,
both in time and money, to both consumers and taxpayers. Therefor2,
it is surmised that the relative cost of itraining is usually the key
criterion in determining the facility, personnel, resources, materials,
and equipment for training handicapped people.

7The major questions facing educators, rehabilitation counselors,

and hiring authorities of industry, then, are how to choose among the

. available training settings and to determine the criteria that must be

used to design more effective methods for training.

Admittedly, persons with handicaps are beginning to receive pre-
vocational training, but the ways in which they should be trained remain
.‘relatively unexplored. If persons with handicaps ére to receive vocational

education training, a major question remains -- how should the choice of

setting in which they learn skills for a vocation be determined?




The twenty-four criteria of Evans, Holter, and Stern {1976) which
were used by schools and industries to decide which training setting
to use for nonhandicapped people were revised during the pilot study
for adaptation to the training of headicapped persons. These criteria,
plus & new criterion, Evaluation, were incorporated into the survey
instrument of the Phase I study to answer three principal questions:

1. What criteria are currently used for deciding if the handicapped

are best taught a skill on-the-job or best taught in a school-
1ike setting?

2. How do these criteria vary with type of handicap?

3. How should these criteria and the use of these criteria be
modified to increase client competence and aid advancement
throughout the continuum leading to employment and promotion
for persons with handicaps?

The answers to these questions should markedly improve the efficiency
of vocational education of handicapped persons and will have almost
immediate impact o their competency development, since educators
and hiring authorities of industry continue to grope for guidance as
to the best ways to provide training for persons that are handicapped.

These vocational competencies for which handicapped persons are to be

trained may be ordered roughly from least to most complex. The pilot

study (Phase I) supplied a strong inference that the most complex com-
pel~ncies were best taught in a classroom/laboratory setting while the
least complex competencies appeared to be best learned through on-the-job
training. Combinations of classroom/laboratory and on-the-job training
were most common for tasks of intermediate compiexity. From these

generalizations it appears that task complexity is related to the choice
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of training setting, but with all other criteria considered, cost
appears to be a more direct determinant in deciding how and where
a competency should be taught.

In the second phase the procedures used were:

1. Interview pre-vocational, vocational and on-the-job training
personnel, e.g., sheltered workshop administrators, WECEP
coordinators, CETA Part I and Part III coordinators of
vocational education programs, educational directors of
state institutions for persons that are handicapped, hiring
autnorities of handicapped people, vocational rehabilita-
tion counselors and others who pian and conduct vocational
education programs for handicapped persons, to determine
which criteria were being used for choosing among existing
training settings, for designing new settings for training
and for determining entry to and exit from the training
settings.

2. Identify which of the revised Evans et al. (1976) criteria
are used and why they are preferred.

3. Identify additional criteria which are used in sub-paragraph
1 above, and why they are needed.

. #&, JInterview handicapped workers who hava been involved in
7 on-the-job, classroom/laboratory, or a combination of the
two training settings to determine if the Evans et al.
(1976) criteria, as revised, were used when the tiraining
settings were chosen for their current vocations.

5. Use descriptive analysis to test the eriteria and to identify
and quantify the training methods used when job competencies
were developed for-the handicapped trainee. Next, also by
frequency data, identify which criteria are said by training
authorities and by workers to have been used.

6. Re-interview personnel in sub-paragraphs 1 and 4 above to
validate their perception of the criteria.




The first chapter provides the background and statement of the
problem and the identificqtion of research questions and the research
hypothesis to be tested. In the second chapter, _the staff presents
a review of the 1iterature which addresses barriers that hinder the
training of persons with handicaps, roles of persons with handicaps
in contemporary society and an in-depth discussion of the criteria
which were assessed in this study. The third chapter provides informa-
tion about the design, method and procedures used. Chapter four reports
the results, and chapter five provides the summary, conclusions and
recommendations for future research.

This study begins to answer questions about how to best serve persons
witn handicap. in preparation for work. The data generated from this
investiqation have identified both the criteria and the training settings
which have been preferred by the interviewed training authorities which
could be the foundation for discovering the most effective method of
vocational training for persons with handicaps. Vocational training
has been construed broadly. Indeed. some vocational educators will feel
that is has been construed too broadly., We believe, however, that the
jdentification of effective training methods for the handicapped must
not be limited in any way. Our principal rearet is that the recent
rulings which protect human subjects of research operated to reduce the
range of handicaps and the range of job complexity which could be
addressed by this study. We present recommendations for dealing with

this problem in future research.

Rupert N. Evans
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CHAPTER I

INTRODUCTION

Background to the Problem

In the eleventh annual Gallup education survey of the attitudes and/or
opinions of the American people toward their public schools, the Phi
Del ta_Kappan reported:

The public favors putting mentally handicapped
children in special classes of their own. At the
same time, people approve of putting physically
handicapped children in the same classrooms with
other children. (Gallup, 1979)
Advocates and benefactors of persons with handicaps are promoting a better
understanding of the varied and numerous conditions of handicap and are
y, slowly, but consistently, removing barriers to the socialization of handi-
capoed persons in educational institutions and at the work place. In
addition, Condress and the courts have mandated that recipients of federal
dollars must make appropriate opportunities for empioyment and for an
education available to handicapped persons.

For the hanaicapped person to receive equitable educational services,
educators and employers alike must choose among the available training
settings and/or design more effective methods of training.

Employers are concerned principally with the production of goods and
seryices and need competent workers, that is, workers who can produce
efficiently. Emplovers and vocational educators have a choice between
teaching competencies on-the-job or in a classroom/laboratory setting or
in a combination of these two settings. Small employers may not have

enough turnover to justify operating classroom/laboratory instruction

on their own, but employers of all sizes can purchase classroom/laboratory

ERIC __ 11




if necessary. The choice of training setting by employers is influenced
primarily by cost, both in time and money. Vocational educators have
similar concerns, but their choice is influenced primarily by the
availability of classroom/laboratory space or cooperative education
placemenps in the community.

Historically, vocational competencies have been taught on-the-ijob or
in a classroom/laboratory setting, but the trend in recent Years has been
.to teach these competencies in classrooms and laboratories. This trend
has brought about a vast expansion of school enrollments in vocational
education (Wanat & Snell, 1980). The reasons for this trend are not
~lear. At the same time, many private industry groups believe that on-the-
Job training is less costly than classroom/laboratory training.

The recent mandates of Congress and the courts for training and place-
ment of persons with handicaps has forced a major question upon vocational
educators and employers: to develop vocational competencies for persons
with handicaps, how should the training set}inq be selected or chosen
for developing skills for work? Evans, Holter, and Stern (1976) identi-
fied twenty-four criteria being used by schools and employers to decide
which training setting or method was best for developing job skills. Since
the trainees in their study were not handicapped, it is not known whether
these criteria are applicable to the training of persons with handicaps.

This study performed three major tasks. First, the study identifies
the criteria which were used by training authorities to select the training
setting for handicapped persons. Seconds it has gained the opinions ¢

“impaired" workers as to whether their job competencies were best develuped




on-the-job or in a classroom/laboratory set:cing and to whether cited
criteria were used when the training settings were chosen for their
current vocations. And, third, advocates and interested professionals
from outside the state of I11inois identified criteria which they pre-

sumed should be used when selecting the training settings for handi-

capped persons,

Statement of the Problem

In Phase I of this study it was determined that vocational competen-
cies for which handicapped people can be trained may be divided into
three categories: the most complex, the complex, and the least complex.
There are distinct differences from one category tc another in the adapt-
ability of training to an on-the-job setting. Phase I supplied a strong
inference that the most complex competencies were best satisfied in a
classroom/taboratory setting and the complex were conducive to a combina-
tion of classroom/labc.;atory and on-the-job training. The least complex
category appeared to be best satisfied in on-the-job training (Hunter,
Menchetti, Holter, Moreau, Evans & Rusch, 1979).

Since most vocational training programs operated by schools and by
industries have the option to choose their training setting, the wrong

choice of "setting" could prove costly, both in time and money, to both

consumers and taxpayers. From this generé]ization cost appears to be the

most direct determ%nant in deciding to whom, how and where a competency
should he taught, i.e.y it is the key criterion in determining the trainee,
facility, personnel, resources, materials, and equipment for training

persons with handicaps. Educators, rehabilitation counselors, and industry's




hiring authorities use a number of criteria to make a prompt and accurate
identification of a cost-effective training'method in which the handi-
capped person will learn the essential competencies for work. However,
the criteria used in these decision-making processes are based on the
views and beliefs of counselors, trainers, administrators and employers.
1f handicapbed persons who are endeavoring to Tearn essential competencies
for work were asked to identify the criteria that are used {or should be
used) when selecting their training settings, would the identified criteria
be identical to those chosen by cited authorities, or different? This
unanswered question may be the crux of the problem.

At present the selection processes in choosing a training setting for
the handicapped trainee are based primarily on views and beliefs of a

nonhandicapped authority. Conseduently, it is conceivable that these

nonhandicapped authorities may assume restrictions based on false rela-

tionships between the type and condition of handicap and the setting for
training. Hence, this assumption may become the determinant for rejection
for a particular type of training setting and subsequently from a chosen

place of employment.

Need for the Study

Employment of persons with handicabs must be viewed over time by the
public and employers alike as a means of assisting those who are handi-
capped to become self-sufficient. This should also be looked upon as
providing a great potential for an economic boost to the economy. The
{iterature reports job discrimination and similar barriers erected by

employers and educators who have closed their minds to the possibility




of hiring or training the handicapped person {Brolin, 1976; Gardner &

Warren, 1978). MWithout training‘or an appropriate education "dependent"

handicapped persons must turn to the public for aid.

After reviewing the 1iterature and interviewing educators, employers,
and advocates of persons with handicaps, it was apparent that the
prejudices and discriminatory practices toward the handicapped members
of our society are based mostly upon misconceptions, ignorance, and fears
which have been passed on for centuries in the American social system.

The Congress and courts are attempting to insure basic humanistic action
which will keep members of society from being relegated to slave labor,
secondary citizen status, or despair even though it often has been argued
that values and feelings can never be truly legislated.

The handicapped person must be recognized as a "person." Each of them
has a need to understand and be aware of her or his impairment(s). They
must be aware that they are different and what the implications of these
differences will mean. Once aware of these differences they will be
capable of making major decisions regarding their condition of handicap
and choice of occupation. This decision-making about one's self is an
essential part of a handicapped person's adjustment to the real world
{Buscaglia, 1975). Therefore, the investigators sought to gain expert
opinions from both "advocate" training authorities {counselors, administra-
tors, trainers and employers) and "impaired" workers {who were handicapped)
on how best to determine the criteria and choose among the available ‘

training settings to effectively train persons with handicaps.




Research Questions

To\ggigg the research in this study, answers to the following questions

were obtained.

For the training authorities study.

1. What criteria are currently used for deciding if the handi-
capped are best taught a skill on-the-job or best taught in
in a school-1ike setting?

How do these criteria vary with type of handicap?
How should these criteria and their use pe modified to
increase client competence?

the workers study.

What criteria do handicapped workers report were used for
deciding the training setting for development of their job
competency?

How do these criteria vary with the level of complexity of
training?

How do these criteria vary with the job for which trained?
What modifications to these criteria are recommended and why?
Which method of training do handicapped workers feel had the
greatest positive influence upon individual placement or

opportunities for advancement?

Research Hypothesis

There were two research hypotheses tested in this study.

1. To develop job competencies for persons with handiéaps, the train-

ing settings which authorities choose most frequently will be a




combination ot training settings, e.g., classroom/laboratory
instruction succeeded by on-the-job training or in conjunction
with on-the-job training.

Persons with handicaps who have attained tenure and are in
prime jobs, i.e., jobs which lead to promotion and career
progression, will report that they received their training in

a combination of training settings.

Assumptions

1. There 1s a constant relationship between the number of instructors

and the number of trainees in any given training 'setting.
Most handicapped persons do nut have equitable training
opportunities.

The handicapped person, when §uitab1y trained, can contribute
as much to the employer as a nonhandicapped person.

The placement of the handicapped trainee in suitable training
settings will be contingent upon the decisions of authorities
other than the trainee concerned.

The responses by the respondents to the qQuestions of the

interview2rs are accurate and valid.

Limitations of the Study

There were three limitations to this study.
1. The study used small populations which permitted only limited
tests of operational, statistical and analytical procedures.

2. The study was limited to the identification of criteria that were




used for placement of the respondents or used by the respondents
for placements and should not be generalized to the entire
.state of ITlinois or to all the institutions or agencies

who train persons with handicaps in vocational competencies.

Access to personally jdentifiable data was prevented by the

Family Educational Rights and Privacy Act.

Definitions

A handicapped person is any person with a physical or cognitive dis-
ability which resuits in a substantial handicap to employment or training
but who can reasonably be expected to benefit in terms of employability
from vocational rehabilitation servies (PL 93-112).

An "impaired" worker s any person with a physical or cognitve deficit
which does not restrict them from employment or training.

Classroom or laboratory instruction (CL) is formal training in the
traditional or conventional school setting in which the instructor and
student regquiarly meet at a specific time and place for the primary purpose
of teaching and Tearning.

Home training is "kinship" training which occurs in a setting permeated
with cultural biases and values where attitudes are formulated and basic
social skills are normally learned and practiced.

On-the-job training (0JT) is an all inclusive term that encompasses
all self-study knowledge and job experience acquired by trainees while

working at their assigned jobs.




Combination training {COMB) is classroom/laboratory instruction
succeeded by on-the-job training or in conjunction with on-the-job

training.

Training authority is any person educator, rehabilitation counselor,

employer {or employer representative} who participates in the selection

of the training setting for persons with handicaps.




CHAPTER 11
REVIEW OF THE LITERATURE

Considering the amount of recent 1iterature which has been published
on‘peOple and their handiéaps, it would seem that a considerable amount
of knowledge would exist on the process of selection of a training setting
for handicapned members of our society. From é_search of the 1iterature
thiz apparently is not the case. Certain literature has provided important
and useful information, but none has provided conclusive information about
how one chooses among the available training settings to train a handi-~
capped person effectively.

The review of the literature will be given in three parts. First, it
will identify'the principal barriers that hinder the vocational training
of handicapped persons. Second, it will review the role of persons with
handicaps in contemporary society and the factors that warrant their
participation” in vocational training which would lead to placement in the
Nation's work force. Third, it will review twenty-seven decision-making
criteria identified by this study and suggest how these criteria may be
used as a tool in a process of choosing the best vocational training mode
for a handicapped person.

Barriers Hindering the
Vocational Training of Handicapped Persons

A major problem of {a] democratic society is inconsistency between
encouragment to achieve and the realities of 1imited opportunity.
Democracy asks individuals to act as if social mobility were uni-
versally possible; status s to be won by individual effort, and
rewards are to accrue to those who try. (Clark, 1960, p. 569}
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Although the author of this citation was addressing a different issue,
the words and meanings address the hopes and dreams of millicns of handi-
capped youth and adults who seek training for work which is commensurate
with their abilities and interests.

Generally, the legal system of the United States evolved with the intent
of supporting these dreams, but the multicultural and complex moral and
social traditions that predated the American Revolution stressed self-
sufficiency and independence for all, rather than aiding the handicapped
to achieve mobility. These traditions became the pillars of the American
legal system which promoted the historical exclusion of handicapped people
from the Nation's social system {Bowe, 1978). However, the decades of the
1960's and 1970's brought a wave of federal and state legislative rapproche-
ments toward the handicapped members of the nation, although many of these
laws had no enforcement provisions. For example: House Bill 2416, January
1968, State of I1linois, was concerned with the removal of architectural
barriers from public bu{Idings and publicly used, privately owned buildings

to make them useable by the handicapped. But there were no penalties for

failure to comply. More recent legislative acts tend to have stronger pro-

visions. For example, the Community Mental Health Centers Act of 1973

(PL 88-164) directed the return to appropriate local settings of all
institutionalized residents who were prepared to function adequately, after
participation in programs of rehabilitation and training, and the Rehabili-
tation Act of 1973 {PL 93-112) had the following definition:

Section 103. ({a) Vocational rehabilitation services provided under

this Act are any goods or services necessary to render a handicapped
individual employable ... .
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These and similar laws, coupled with the federal rules and regulations which

were promoted by the Adams v. Califano case, will pruvide the handicapped

trainee important weapons in seeking redress against discrimination in

employment as well as in vocational training (National, 1979).

Part 80, Section VI, A. Accommodations for Handicapped Students.

Recipients [of Federal financial assistance] must place secondary

level handicapped students in the regular educational environment

of any vocational education program to the maximum extent appro-

priate to the needs of the student unless it can be demonstrated

that the education of the handicapped person in the regular environ-

ment with the use of supplementary aids and services cannot be

achieved satisfactorily . . . If a separate class or facility

is identifiable as being for handicapped persons, the facility,

the programs, and the services must be comparable to the facilities,

programs, and services offered to nonhandicapped students. [Federal

Register, March 21, 1979, 44, (56), p. 17167)
However, a United States Supreme Court decision appeared to support the
exclusion of a person with an auditory handicap from a vocational training
program (Southeastern Community College v. Davis) (Kaimowitz, 1979). This
decision allegedly was concerned with the cost of training delivery methods,
i.e., Y. . . the Court stated that in this case the coliege did not have to
make accommodaticns to enable Ms. Davis to participate [in the clinical
training) . . .* (Hull, 1979, p. 173). Hull points out that it is rather
difficult to understand the implication that the requirement for a "reason-
able accommodation” may be tied to some form of Congressional funding which
means the enforcement of Section 504 of the Rehabilitation Act (PL 93-112)
is tied to fiscal policies. This would mean that the aspirations of a
handicapped trainee to choose a vocation would be dependent upon the
severity of the handicap as well as the annual budget of the responsible
federal/state government agency. In addition, the ¢ivil rights of that

trainee might have to await Congressional funding.




Exclusion of Persons with Handicaps from_Vocational Training

One poplar justification for exclusion of persons with handicaps from
training programs which Tead to some form of vocational placement in the
work force has been centered on the belief that employers would not hire
handicapped graduates of these programs, sowhy waste the classroom/
laboratory or cooperative program spaces on them? Theoretically, the
refutation of this barrier 1ies in three pieces of legislation. First,

Public Law 94-142, The Education for A1l Handicapped Children Act of 1975,

is the civil rights legislation for the school setting. It provides for

the desegregation of handicapped youth in the school and assures them of
an educational opportunity in the "mainstream" of the school's social system.

Section 3. "(c} It is the purpose of this Act to assure that all
handicapped children have available to them . ., ., a free appropriate
public education which emphasizes special education and related
services designed to meet their unique needs, to assure that the

rights of handicapped children and their parents or guardians are pro-
tected, to assist States and localities to provide for the education

of all handicapped children, and to assess and assure the effectiveness
of efforts to educate handicapped children." (PL 94-142, 1975)

Second, Public Law 93-112, The Rehabilitation Act of 1973, is considered
to be the civil rights legislation which applies both to training and work
settings for those handicapped members of the community who have elected to
leave the "traditional" educational system or are handicapped adults who
are eligible under existing laws.

Section 302. (b} (2) (A} Vocational training services . . . shall

include training with a view toward career advancements training in

occupational skiliss related services; inciuding work evaluation,

work testing, provisions of occupational tools and equipment required

by the individual to engage in such training, and job tryouts; and

payment of weekly allowances to individuals receiving such training
and related services. (PL 93-112, 1975)
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This citation from Title III, Special Federal Responsibilities, assures
the appropriation of funds to support vocational training services for
handicapped individuals: In addition, the civil rights of persons with
handicaps are protected at the work place by Section 503 when Federal
contracts in excess of $2,500 are negotiated. Also, the rights of these
individuals are protected when Federal financial assistance is granted.
"Section 504. MNo . . . qualified handicapped individual in the United
States . . . shall, solely by reason of his {/her] handicap, be excluded

from the participation in, be denied the benefits of, or be subjected to

discrimination under any program or activity receiving Federal finaﬁcial
assistance" (PL 93-112, 1975).
Third, Title II, PL 94-842 of 1976, Vocational Education, amended the
purpose of the Vocational Education Act of 1963 to read:
“Section 101. It is ... the purpose of this part to authorize
Federal grants to States to assist them . . . so that persons of
all ages in all communities of the State . . . with special edu-
cational handicaps . . . will have ready access to vocational
training or retraining which is of high quality, which is realistic
in the 1ight of actual or anticipated opportunities for gainful

employment, and which is suited to their needs, interests, and
ability to benefit from such training . . ." [PL 94-842, Section 202,

(a)}

Although these laws and their rules and regulations are currently in
effect, the demonstrated concerns of vocational and even of special educators
for resolving training and employment problems for persons with handicaps
are reported to be less than adequate because many of the educators who
lead or teach students in these programs have given only a limited
amount of support to the occupational training of persons with handicaps

(Howard, 1979 and Savage, 1978).




The Role of Persons with Handicaps
in Contemporary Society

As the casualties of the first Worild War returned home during the

period of 1914-1918, it became apparent to America that it had to provide
the handicapped veterans appropriate compensation for their services. In
June of 1918, the Smith-Sears Vocational Rehabiliation Act was enacted.
This Act was the first Federal demonstration of social consciousness for
persons with handicaps. It provided for both vocational training and
job placement for handicapped veterans (Bowe, 1978).

Since the enactment of the Smith-Sears Act, there have been a number
of similar laws of record, such as those cited as Public Laws 93-112 and
94-482 (Title II), but with apparent minima1 influence upon the preparation
and placement of persons with handicaps in role-appropriate positions in
the work force. One example can be drawn from a study by Gold {1972}, who
identified an important discrepancy between the expected performance and
actual performance of a group of sheltered workshop, cognitively impaired
persons. The moderately and severely cognitively impaired subjects in
this study were to be involved in a twenty-five step assembling training
task. Fifteen of these tasks were manipulative {moving parts into place)
and ten were discriminative {each subject was required to determine which
way a part was to be placed). In addition, the subjects were required to
perform thirty-three stepé involved in assembling the transfer task, |
twenty~-three of which were manipulative and ten were discriminative. When
apprised of the training task, the expectancies of the workshop directors
were pessimistic. They said their most able clients would be incapable
of learning the tasks portrayed. Gold explains that the reason for the
pessimism is that "they do 1ittle in the way of cognitive and skill development
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. « . because they do not have the necessary training to do so" (p. 524).

01 the fifty-three subjects who participated in the study the lowest per-
forming group exceeded the expectancies of the workshop personnel, and it
is apparent that the workshop personnel in this study had not effectively
assessed the trainees to determine their potential role for work.

A second example was reported by Moed and Litwin (1963) in Urban and
Tsuji (1974), The Special Needs Student in Vocational Education. This study

reported the vocational potential of cerebral palsied young adults.

The Work Evaluation Project included 286 ambulatory clients given

a 7-week vocational evaluation at ICD [the Institute for the Crippled
and Disabled in New York City]; 68 percent were estimated to be
employable in competitive industry. Of these estimated as employable
66 percent found employment in unskilled and clerical areas during
the 5-year period of a vocational study . . . The employable group
was not significantly better than the group capable of only sheltered
workshop activities as to severity of physical disability, e.g. motor
involvement, vision, and hearing. However, the employable group had
better speech, gait, and ability to travel in spite of similar motor
involvement. (pp. 223-224)

A third and fourth example are reported by Brolin and Kolstoe (1978).
Writing about selected studies on how well adult people with handicaps fare
in given stages of their 1ives, Brolin et al. believe the following longi-
tudinal studies provide greater insight into the 1ife roles of handicapped
people.

In I1Tlinois, a follow-up study of 464 deaf students who had been
educated in four different types of programs was conducted {Quiqiey et al.,
1969). The educational settings were residential, day schools in
Chicagos day schools in other parts of I1linois, and public school
classes for the general population. No differeneces were found across
groups in wages and job satisfaction for similar jobs. However, the
residential groups reported lower hearing ability and generally lower
socioeconomic levels. Nonresidential persons were employed in more
professional, technical, and clerical jobs. They placed a greater
value on oral communication skills relative to job performance and

had more social-and marital invclvement with hearing people. (p. 19)
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These studies identify a sampling of social successes and failures experienced

by persons with handicaps. The cost-benefits to society brought about by
the successful "subjects" are not fully apparent until the following statistics
are considered.'

In the 1978-79 fiscal year (October 1, 1978 to September 30, 1979) the
estimated numbers of persons with various handicaps in the State of I11inois
receiving aid, in some form, from the Department of Rehabilitation Services

(DORS) is reported in Table 1.

Table 1

{lients Served by The Department of
Rehabilitation Services. FY 79

{lients
Handicap Total Institutional + Non-Institutional

Physical 26612 1713 24881
Cognitive 13401. 2796 10605
Visual 3895 454 3441
Audi tory 3419 32 3107
Emot fonal 16353 3099
Other 811 811

Total 64491 9203

The services to these clients for vocational rehabilitation exceeded fifty-

three million dollars. which came, primarily, from féderal and state revenues.

Were these costs beneficial %o society?
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In training programs, cost is a crucial criterion when considering
which method of training to use; and training persons with handicaps will
not be an inexpensive investment. However, if one were %o measure over a
Tife-time of seventy years, the dollars spent in welfure, institutional
and similar cost for one handicapped person, it is doubtful that the non-
handicapped members of our society would continue to saizticn the costs of

client services as reported by DORS or to sanction the excitsion of persons

with handicaps from a participatory role in the workforce, to include the

paying of taxes.
The real significance of this problem is apparentwhen a national head-
count of this population is considered. Halloran (1978) reported:
1. One of every ten Americans under age 21 is identified as being handicapped.
2. One of every eleven adult Americans is identified as being handicapped.
3. Perhaps nineteen percent of the population is handicapped.
If these statistics are valid, the investment in training programs for persons
with handicaps, could, over time, develop skilled workers for deployment into
new job functions created as a result of technological advancements. But, it
is suspected that the major initial issue of contention will be the selection
of the most cost-effective method of training.

Lecision-Making Criteria Used in the
Selection of the Training Settin~

Passmore, Marron, and Van Ginkel (1978) Tisted a number of Questions
which may be of concern to an employer (industrial firm), but these are
also the concerns of the handicapped trainees, the special and vocational
educators, the rehabilitation and educational counselors, and the community,

when deciding upon training investments.
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Should training take place on the job? Through informal or
formal means?

[2.} If training is conducted off the job, who should deliver it?
Public education? The firm employer? A proprietary school?
An equipment manufacturer?

[3.1 Should laboratory, classroom. or home study experiences dom1nate
the delivery of 1nstruct1on7

4.1 How long should a training program last?

[5.1 Should theoretical rather than practical matters be taught?

By whom? By experienced workers or by professional training
specialists? (p. 74)

. This study reports ihe identity of criteria which are used when selecting
the training setting for handicapped persons_and approaches answering these
same questions.

The essential elements for preparing all persons to perform effectively
in 1ife, whether on or off the job, continues to elude the educational and
industrial planners of instruction. In the literature some authcrs éive
powerful, impressive reports in an attempt to change the educational thinking
.of the masses who are avid readers of their professional Journals, but as
Gage (1978) writes in his analysis of research on teachers: “The kind of
research I have been describing is a plodding enterprise, the reports of
which are seldom, I regret to say, as well written as the pronouncements
of authors unburdened by scientific method. But, in the long run, the

improvement of teaching . . . will come in large part from the continued

search for a scientific basis for the art of teaching" (p. 235).

The idea for developing successful delivery systems in vocational education

programs has been under constant revision since the enactment of Public Law
64-347, The Smith-Hughes Act of 1917. Researchers in this field continue to

do investigative and developmental work to improve vocational education and
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especially “to make curricula fiexible, to develop new progrems in career
education, and to compare the effectiveness of various modes of instruction”
(Commi ttee on Vocational Education R & D, 1976, p. 9).

In this study twenty-seven criteria have been identified to enable
managers and developers of vocational programs to assess more effectively
the options of providing instruction on-the-job or in a classroom/laboratory
setting for persons with handicaps. These criteria are believed to provide
a means to measure the advantages and disadvantages of each mode {method)
of instruction. Now, the arguments, pro and con, as to which method is the

most effective and relevant to the trainee are potentially answerable.

The twenty-seven c¢riteria identified are listed alphabetically and numerically

below with definitions and literature descriptions of each:

1. Abilities and Aptitudes - demonstrated performance of the trainee
in both physical and mental skills, and the measured talent of

... the trainee to learn and/or understand specified skills in a. short
period of time.

The method of training used for developing occupational skills has often
been determinad by the abilities and aptitudes of the trainees. Evans et al.
(1976} stated that, "If trainees have above average manipulative skills,
less practice time may be required in the laboratory" (p. 33)}. This may
indicate that the lower the ability and aptitude of the trainee the more
Tikely the trainee will spend her/his learning time in the classroom/laboratory
setting. However, the "botfom-line", according to Rubin and Roessler (1978),
is that the employability of the handicapped trainee is determined by her/his
ability to acquire skills and experiences in either classroom/laboratory or

on-the-job training settings.
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Availability and Suitability of Physical Resources - obtainable
training equipment and facilities for persons with handicaps

to promote conditions which are identical to those the trainee
will encounter on the job.

Regardless of the method of training selected in developing technical
skills for persons with handicaps, most trainers believe that trainees
ideally.should acquire new skills under conditions and with equipment
which are jdentical to those they will encounter on-the-job. This will
allow the trainees to praciice the actual behaviors they are expected to
exhibit upon cowplietion of the training program. Real 1ife job conditions
should increase the Jmmediate training effectiveness because there is no

need for transfer of training. Presumably, this is particularly important

fer those with cognitive handicaps, and may be important for those with

other handicaps (e.g., a visually handicapped person not needing to get

the "feel" of a new machine). It may happen, howevers that training which
does not emphasize transfer of training is less effective for workers who
have to change jobs frequently, and it is believed that complex tasks may
require modification of equipment for instructional purposes {e.g., cut-

away engines, moch-ups, and simplified systems). However, Dahl, Appleby,

and Lipe (1978) cautions: " . . . if modifications are terribly complicated,
very expensive, or can onl/ be done in a way that makes it more difficult

for a nonhandicapped student to learn to use the equipment in the usual
fashion [then this strategy is disadvantageous]" (p. 184), when one considers
“mainstreaming" in a classroom/laboratory setting. In addition it should be
pointed out that the use of actual job conditions is not always feasible

in on-the-job training. For example, if an actual a;sembly 1ine or other

production facility were used for training, operating personnel might be
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unable to produce during that time. Therefore, this criterion, which appears
to be a good indicator of the effectiveness of instruction, must continually
be measured.

3. Capabilit -‘qbility of a trqining activipy to conduct training

for persons with handicaps without degrading the quality of the
trainee’s post-training job performance.

In this study it was assumed that there was a relatively constant relation-
ship between the number of instructors and the number of trainees in a given
training environment. The capability to conduct training, therefore, was
assumed to be linear with respect to the number of available qualified
instructors. However, it was recognized that the student/instructor ratio
in on-the~job training settings was usually markedly lower than for classroom/
léboratory and that staffing at the work site did not alwayg-{ncrease with

the on-the-job training load.

4. Complexity - the number of principles, procedural sequences and

motor skills required of the trainee to perform tasks and master
requisite skills for the job.

There are two major components to learning difficulty: difficulty of the
task and difficulty of learning due to trainee characteristics (Evans, et al.
1976). Complex tasks are usually more difficult to learn because it may be
necessary to learn principles and procedural sequences while developing
motor skills. And, if trainees have characteristics which are different
because of their handicaps from those the instructor is accustomed to teaching,
they may need different lengths of time to be taught and to learn a skill.

5. Cost - the amount of money, time, work, etc. expended to provide

the facilities, personnel, resources, materials, equipment, trans-
portation, prosthesis, etc. to train persons with handicaps.
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Cost is a key critevion in determining how and where a skill should be
taught. Most cther criteria have an impact on costs of instruction and
all criteria affect total costs (Evans et al., 1976). The facilities,
personnel, resources, materials, equipment, and quality of graduates are
usually correlated positively with the cost of the training program. Cost
is therefore important when considering the advantages and/or disadvantages
of bringing the trainee to the classroom or the instruction to the trainee
at work or a mix of the two modes of instruction {McNelly & Kazanas, 1975;
Samers, Dunham & Nordhauser, 1974).

The cost of training one handicapped person to a known skill level in
the classroom/1aboratory environment was usually accessible from the records
maintained by the school fiscal officer. Cost factors such »s student time,
instructor time, administrator times and cost of equipment and materials
are necessary data collected in the day-to-day operation of most educational
institutions. In Phase I of this study the cost of classroom/laboratory
instruction appeared to be greater than the cost of on-the-job training or
a combination of training settings.

6. Criticality - the ability of the trained worker to execute the
essential skills to combat high risk conditions on the job.

The method of training best suited for teaching critical, complex tasks
to handicapped trainees should be given serious consideration by the decision
makers in the development of training programs. The consequences of inade-
quate performances is an important criterion in selecting course content and
the instructional setting. Tasks that fnvolve high risk to personnel, equipment,
and/or facilities need to be evaluated to determine how much emphasis and

which training medium best develops the required skill. For example, if a

task must be accomplished in an emergency, the completion of the job usually
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cannot wait until the worker locates the proper section in the technical
manual or asks the supervisor for critical information. Consequences of
the task delay may, therefore, contribute to criticality.

7. Disabilities - effect of the trainee's handicapping condition
upon the choice of training settings and the compiexity of
skills to be learned.

Disability, as related to work has two dimensions: "the presence or

percept{bn of physical or mental handicaps and a reduced work capacity"

{Levitan &-Taggart, 1977). The perception of disability leads employers

and teachers to believe that a greater length of time will be required to
bring a disabled trainee, whether mental or physical, to the desired level
of competency. As described by Evans et al. {1976), the Disabilities
criterion stresses aptitudes and abilities of the mentally and/or physically
handicapped and the special needs required to bring them to competence.
Therefore, for most purposes the Disabilities criterion and the Abilities
and Aptitudes criterion have considerable similarity.

8. Evaluation -~ appraisal of the quality of training received by
the trained worker during her/his training program.

The twenty-four criteria jdentified by Evans et al. (1976) as having an
important bearing on whether a competency should be taught on-the-job or
by classroom/laboratory instruction or both included one criterion related
to the "Performance of Graduates." The objective of this criterion was
to investigate beliefs about the capability of the graduate after completion
of the training program. The criterion did not address the appraisal of
the quality of training during the course of instruction. To analyze this
aspect of the curriculum, a twenty-fifth criterion "Evaluation" was added
to the 1ist for testing. Foster, Szoke, Kapisovsky and Kriger (1977)

contend that evaluation should take place in both the classroom/laboratory




setting and in the on-the-job setting when appraising the quality of
training received by former handicapped workers. Therefore, data should
be collected to determine whether graduates meet the qualitative require-
ments of the job for which they are being trained.

9. Frequency - the extent to which the tasks that most workers
perform at a given skill level on-the-job are repetitive.

The structure of a training program for handicapped students should
begin with a description of the tasks the entrant will be expected to per-
form. Tasks that are performed frequently by most job incumbents at a

given skill level are prime candidates for inclusion in classroom/laboratory

training programs (Carpenter, 1970). Conversely, tasks that are performed

by few workers, or infrequently, should be considered for elimination from
classroom/laboratory instruction and taught on-the-job, or not taught at
all. 1If the probability of any one worker having to perform a task is very
iow, it is 1ikely to be more efficient to train on-the-job only those train-
ees who must perform the task (Jenness, 1976).
10. History and Pragmatism - factors such as the results of research
or personal experiences, that influence the decisions of train-

ing authorities to teach a competence on-the-job or in a
classroom/1aboratory setting.

Educators and employers are prone to use their experiences when deciding
whether to teach a competency on-the-job, in a classroom/l1aboratory or in
a combination of the two settings. If the choice doesn't work well, a
decision is often made to make a change. However, there is a need for
empirical data when planning methods of instruction (Johnson, 1976).
11. Instruméntality - generic skills in mathematics (read, write and:
count) and communications (1iteral comprehension in reading and

fluency and idea organization in writing and speaking) that are
essential in learning competencies for the job.
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Skills in reading, computing, and communication are instrumental to
Tearning most occupational skills, and many daily Tiving skills are
essential for the care of one's everyday affairs, but may be difficuit
to teach on the job. In Phase ! of this study, educators and empioyers
of persons with handicaps indicated that if the job tasks required know-
ledge in reading, computing, or communication, these skills were best
acquired through classroom/laboratory instruction.

12. Need to Minimize Training Time - the demand for workers in a

given occupation which dictates a reduction in the amount

of trainee preparation time to gain knowledge and abilities
for satisfactory job performance.

When the demand for trained personnel far exceeds the supply, there

may be a particular need to minimize training time. Under such a condition,

trained personnel are needed quickly and often are pushed through trainiag

as rapidly as possible. The complexitg of the skill may, however, affect
the time required for training. Therefore, the need to minimize training
time for persons with handicaps may be at odds with the individual’s
ability to develop the skill.
13. Number of Personnel to be Trained - the trainee space in the
classroom/laboratory or on-the-job, that may be occupied at

any given time and will not adversely affect trainee and
instructor time, use of equipment, materials, and facilities.

There is usually a nigh correlation between instructor requirements,
equipment requirements, facilities requirements and the size of the flow
of trainees through a course of instruction. These elements affect
and have an impact on the ability of a training activity to maintain
the necessary level of productivity. To serve persons with certain types
of handicaps there will be a greater investment for the first trainee (as

compared with subsuquent trainees} in order to allow trainee access to the
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training either on-the-job or in a classroom/laboratory. For example:
the investment in transportation may be higher for the first cooperative
education student but will be lower per student as the number of students
increase or become‘involved in the program.

14. Passage of Time - the loss of knowledge and/or skill proficiency

caused by the fime interval between the completion of training
and the initial performance on-the-job.

The time interval between completion of training for a competency and

the initial performance at work may have an impact on the qualitative
requirements of the job. A loss of proficiency could result if the time
iﬁferval is ﬁreat, and therefore, the loss of knowledge and/or skill
would directly affect job efficiency..

15. Performance of Graduates - the comparative evaluation of workers'

performance. based on their mode of training, to ascertain the
best setting for specified skills to be developed.

When determining the method of training to be used for the development
of a skill, the capability of the graduate should be compared in terms
of performance. Technique-comparison studies on this subject abound in
training literature. The performance of on-the-job training and technical
school classroom/l1aboratory graduates was compared in an Air Force Human
Resources Laboratory (AFHRL) investigation (Dunham. 1972). That study.
based on an analysis of assessed knowledge for both classroom/laboratory
and on-the-job graduates of a specific skill, found essentially no sig-
nificant differences for the two types of graduates. In another AFHRL
investigation (Lecznon. 1972) the performance of on-the-job and technical
school classroom/1aboratory graduates was compared in terms of six

criterias a job difficulty index. average task difficulty, number of




tasks performed, job interest, self-utilization of talent and training,
and overall performance ratings. Again, no advantage of classroom/
laboratory over on-the~job training was found.

16. Persistence of Demand for Trained Personnel - the influence

of long-term job market requirements for trained workers
in a specified occupation.

A long-term job -requirement for trained workers, including impaired

workers, may infiuence the use of one training approach over another.

For example, when trainees are available over an extended period of time,

program developers may justify the acquisition of facilities, equipment,
and staff to support the implementation of classroom/laboratory courses.
Conversely, as stated by Evans et al. (1976), if a job classification
i< going to be phased out, or a product is going to be discontinued so
that new entrants for an occupation will be needed for only a year or two,
the construction of facilities and the development of curricula for
residential or other formal training may be impractical. The requirement
for trained personnel may, in those situations, be satisfied better
through on-the~job training.
17. Philosophy and Policy - the basic values, concepts, and systematic
efforts that are formulated from experiences, hearsay, and/or
research, that are used by industries and schools to clarify and

coordinate their beliefs and that are eventually integrated into
the "official" practices of the institutions concerned.

Traditionally the choice of an instructional methodology has been
determined primarily by philosophical beliefs, past experiences, fads
of the times, or frequently "because it seemed to work" (0'Toole, 1976).
The decision for selecting one type of instruction in preference to
another has usually been based on the judgment of the administrators

or curriculum developers who have relied frequently on past experiences




for determining which method should be used at the time the course is
developed. Empirical data based on research rarely have been used in
making these decisions {Singer, 1977).

18. Ports of Entry - the effect of local, state, or federal licensing
agencies upon the pre-job entry training of workers.

Some occupations have union, state, or Federal entry requirements.
These requirements may demand licensure, membership into unions and/or
academic degrees. The requisite competencies to meet entry requirements
should be included in the training programs for persons with handicaps
(Dahl et al., 1978).

19. Preferred Learning Modes - the training setting which is most
preferred by the trainee to learn skills of the job.

Vocational counselors are often faced with a dilemma 0f giving the
handicapped individual guidance on how she/he should and can be trained
regardliess of the trainee's preference of training method. The preferred
training method by the trainee may not be the most applicable to her/his
heeds or may not even be available. For some individuals, career satis-
faction is related to being able t0 work and learn on-the-job (Evans
et al., 1976). Other individuals feel more satisfied when learning in a
classroom/laboratory setting. And for others, both types of training

settings may provide learning satisfaction.

20. Prior Experience - the individual skills and knowledge acquired
from previous training or work which are potentially transferable
to the "new" behavior to be learned.

The prior experience criterion is often difficult to assess accurately
because many training settings are so structyred that 1ittle or no assess=«
ment is made of skills and knowledge acquired from previous courses or

work experiences. In many training activities the primary concern is




that trainees learn the necessary job behaviors by completion of the
previously planned instruction and that the technical skills to be
mastered include work habit skills {Dahl et al., 1978).

21. Quality Control - the degree of excellence in post-training job

performance which is attributable to the type of training
received.

If considerable time is required before a worker can learn to produce
work of acceptable quality, on-the-job training may not be feasible for
initial instruction {Evans et al., 1976). However, based on the results
obtained in Phase I of this study there appears to be a high degree of

probability that the handicapped trainee can learn to produce work of

acceptable quality in a reasonable period of time regardless of the method

used for developing job skills.

22. Reality of Atmosphere - the training setting where realism can
best be created to be most 1ike the work place.

‘“Training conducted in an atmosphere that closely resembles or is
identical to that in a work environment should enhance the learning ability
and the attitude of the nandicapped trainee. Reality of atmosphere tends
to reinforce the learning of job skills. In many training situationss how-
ever, it is difficult to duplicate some aspects of the job. An atmosphere
of realism should receive serious consideration in the development of
training programs for persons with handicaps.

23. Screening Device ~ the use of training as an assessment strategy
to identify, trains hire, and/or promote persons with handicaps.

Assessment or screening measures are normally used in determining what
types of modifications are needed in training programs to meet the needs

of handicapped persons {Dahl et al., 1978). In addition, these measures
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are used to assist in the identification of personnel to be trained, hired
and/or promoted, or they may be desirable for the identification of the
development of a competency.

e L S e L
capped persons in both the training and work settings.

Foster et al. (1977) purport that persons with handicaps will always

have a need for some form of dependency throughout life, and interested

others should assist these individuals to achieve a realistic view of

how dependent they should be. The authors caution, however, that some
trainees with handicaps may use their handicap to avoid developing their
full potential, and may tend to develop attitudes of low self-esteem,
lack of self-confidence and fear of failure.

25. State of the Business Cycle - the extent to which the economy

is able to support fyll employment for all those desiring
work (Levitan & Taggart, 1977).

The state of the business cycle refers to the extent to which the
economy is able to support full employment for all those desiring work
(Levitan et al., 1977). Handicapped workers are placed in a particularly
difficult competition with non-handicapped workers for both training and
jobs when the economy is depressed.

When the demand for labor is low the interest and incentive to provide
Jobs and training may diminish on the part of both employers and educators.
The extent to which the state of the business cycle influences training
appears to depend, to a large extent, upon the duration and the depth
of the eccnomic downturn. In any event, the-state of the business cycle, -
whether up or down, probably affects the choice and selection of the training

method used for training persons with handicaps.
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26. Uniformity - the extent to which all trainees should accomplish
1ike tasks in a similar manner.

Standardization of training is a criterion that should be considered

by curriculum developers when selecting the method of training. On-
the-job training generally represents decentralized control of training.
Because of varying missions, equipment and procedures, on-the-job training
may vary from trainee to trainee and from shop to shop. Classroom/
laboratory training may, on the other hand, have more centralized control
over the instructional program. Students attending a formal resident
course may be required to learn a broad variety of types of tasks they

may need to perform in the labor market, and all will have experienced
Vike kinds of training upon ¢raduation. Such standardizations of training
may provide for greater mobility of the graduates because they may be

able to do the job in the same fashion from one work station to another.
On the other hand, classroom/laboratory training which is provided by

many different local education agencies {LEA) may differ almost as much
from one LEA to another as from one on-the-job training site to another.
Much depends on the extent to which teachers have received identical

teacher training, the usage of common instructional materials, and the

use of external tests (e.g.,state 1icensure examinations).

27. Social Cohesiveness/Work Adjustment - the accepted tone of social
interaction within the training and/or work environments which
affects the success of training and the production of goods
and/or services. {Note: This criterion was identified during
the "critique" of the study.)

Classroom/laboratory and/or on-the-job training settings are signifi-.
cantly affected by the tone of social interaction among the three principal

members of those settings: (1) trainer vs. trainee, (2} peer group vs.
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trainee and (3) trainer vs. peer group. A cohesive group in a learning
setting is composed of members who work together for a common interest
and are willing to participate in group tasks and experiences that
normally.include the anxieties and frustrations which accompany know-
Tedge processing in human skill development {Stancato, 1979). When
training handicapped students for a vocation, the training setting has
been complicated by the training authority's lack of knowledge about how
best to develop the learning environment tocreate the most effective
climate for instruction and learning (Bottoms & Scott, 1976). Therefore,
training authorities should be aware of the noncohesive potentialities

of the "alien" training setting that is conceived and populated primarily

by the nonhandicapped with their own (nonhandicapped) values »nd mores for

the training of persons with handicaps (Weisman, 1976).

Summar

Federal Tegislative actions during the seventies have made substantial
changes which should improve the status of many handicapped youth and
adults who seek training and work. It is now a matter of record that
the handicapped trainee and the impaired worker have the essential tools
for seeking redress against schools and industries whose practices are
discriminatory toward persons with handicaps.

Now educators and employers are in search of techniques to be used
to select the most appropriate setting for training persons with handicaps,
and the Evans et al. (1976) criteria as revised, may be useful in the process
of analyzing alternative methods for their training. In this study the

revised Evans et al. (1976) criteria have been literally tailored to enhance
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the decision-making process which is used when selecting the training

settings for persons with handicaps. For example:

Need to Minimize Training Time.

Qriginal Revised

"... trainees cannot be allowed *... to minimize training time

to pace training for their in~ for persons with handicaps may

dividual convenience but must be at odds with the individual's

be pushed through training as ability to develop the skill.

rapidly as possible.
Conceptually, the basic theme of the original criteria has been mrintained
in the revised form without exception. However, three new criteria have.
been identified and added to the 1ist. The new criteria were: Evaluation,
Solicitude and Social Cohesiveness/Work Adjustment. Social Cohesiveness/
Work Adjustment was the only criterion which was not tested during the
course of this study.

The intent of this study was first, to identi}y the criteria which were
used by training authorities to select the training settings for handicapped
persons. Seconds it was to seek the opinions of impaired workers about
how their job competencies were developed and whether the cited criteria were
used when their training settings were chosen. Third, to seek opinions
from advocates and interested professionals outside the state of I1linois

as to whether they would use the criteria when selecting a training setting

for a handicapped person.




CHAPTER 111

METHOD AND PROCEDURE

Design of the Study

In Phase 11 the study was comprised of three sub~studies which were
conducted by using a survey form of descriptive research. The first
study was a continuation of the "pilot" study of Phase I. The second
study was a survey of "impaired" workerss and the third study was a
survey of advocates and professionals who were interested in the training
of persons with handicaps. The objectives of these studies were to gather
information about the criteria that had been or should have been used during
the selection of the training setting for handicapped persons. The data

collection procedures were based on those used in Phase I of the study.

Although "structured” questionnaires were used in the interviews, a degree

of latitude was permitted for in~depth probing of topics. The choice of
many of these topics was influenced by the respondents who were interviewed
during Phase 1.

In Chapter III the report is divided into five sections which describe
the methods and procedures ysed in each of the three sub~studies, the quality
controls imposed and the statistical procedures. The first sub-study, the
Authority Study, sought to quantify the criteria for determining the best
approach for training handicapped persons ; second, to address the possibility
of whether additional criteria might be included for determining which method
of training was. more efficacious for handicapped trainees, i.e., on-the-job,
classroom/laboratory or a combination of the two training settingss and third,

to validate which criteria were used when the training settings were chosen.
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The second sub-study, which surveyed the impaired workers (Worker

Study), had four objectives. First, to quantify information which had
been used to determine the method for training handicapped persons by
occupation. Second, to identify criteria used for determining the
selection of the training setting. Third, to identify the criteria
which the respondents used to seek employment. And, fourth, to quantify

and validate the data for determining which criteria had or should have

been used when the training settings of the respondents were chosen.
The third sub-study, the advocate and interested professionals study
(Advocate Study), had one objective: to quantify criteria which should

be used when selecting the training settings for handicapped persons.

Authority Study

The "Authority" Study is a continuation of the "pilot" study reported
in Phase 1. However, an added perspective to this study was to conduct
a second interview by telephone with all of the former respondents.

Respondents. During Phase I of the study forty-four respondents
who work in the state of I11inois were interviewed. In Phase II an
additional eighteen respondents were interviewed, two of whom were employed
in the state of Minnesota. Therefore, all statistics for this study have
been computed for a population of sixty-two respondents.

The respondents were selected because of their involvement at various
levels in prevocational or vocational training programs serving the handi-
capped citizens of communities in I1linois and Minnesota. Each respondent
was contacted by telephone and was provided with a brief description of
the purpose of the study. If the respondents agreed to participate, a one-

hour interview was scheduled.
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Questionnaire: first interview. The respondents were interviewed by

members of the project staff. The questionnaire inAppendix A, with a
“structured interview" format, was employed to guide interviewers'
questions and to record responses. The interviewer began each interview
by recordingbackground information for each respondent. This information
included the respondent's name and job title, the name of the organization
for which the respondent worked, organization address and telephone number,
and the condition and level of handicap of the persons served by the
organization.

The interviewers asked each respondent to read descriptions of on-the-
job training (0JT) and classroom/laboratory training {CL) and asked him/her
t0 choose the most accurate description of the type(s) of training provided.
In addition, respondents were asked to describe their training programs.
This description included: 1) the design of training (z.9., upgrading
existing employees or entry for new employees); 2) the intent of training
(e.g., entry level performance, progression on a specific job, or transfer
to a related occupation)s 3) the occupation{s) for which training was
designed; 4) the skill level and affiliation of trainers, and, finally
5) the kinds of study materials used by trainees.

Twenty-four sets of questions were asked to each respondent based
upon the criteria for determining the setting for training of.handicapped

persons derived from the revised Evans et al, {(1976) investigation. Each

item was divided into two types of questions. The first type of question

was a criterion quantification question. The. purpose of these questions

was to quantify each criterion by translating it into terms which could

be measured by a numerical figure, a percentage, or some other scaled




response. For examples to quantify the cost criterion, the following

statement was posed to the respondents: "The average cost of training

a student {new employee)} to the apprentice level (i.e.,'person has c0m-;

pleted training) is $ M
The second type of question inquired about each criterion, and was

described collectively as criterion opinion questions. These were

questions which required the subject to make a judgement about the pre-
ferable training method based upon her/his experience. For example,

the judgement or "criterion opinion" question askea the respondent:
“Realism of training can best be created with 04T ... 1, CL ... 2,

COMB ...3." The responses to both criterion quantification and criterion
opinion questions were recorded by interviewers.

Questionnaire: second interview. The questionnaire in Appendix B,

which was used in the telephone interview.sought to further quantify

and validate by data which criteria were used when selecting the training
settings. The questionnairewas composed of two sections. Section one
contained information to identify the respondent and to define specific
terms of the study. Section two contained instructions to the respondent
and listed the twenty-six criteria with descrip.ions. Each criterion had
a Likert scale which permitted the respondent to make a judgement about
the critevion. Using a seven point scale. the respondents were given

the option to evaluate the extent to which they believed each criterion
was used in the selection of the training setting for the vocational
development of persons with haudicaps.

Settings for_interviews. The first interview was conducted face-to-

face with the respondent. The time and Rlace of interviews was determined by
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each respondent. Each respondent was contacted by a project staff member
(interviewer) and asked if he/she would participate in the study. If
agreeable,  the interviewer scheduled an interview at a time and location
that was convenient to the respondent. Approximately two weeks prior

to the interview, the interviewer mailed an information packet to the
respondent. The contents of this packet included a letter identifying
the name of the interviewer, the time and location of the interview, and
a "skeleton" copy of the questionnaire. Respondents were asked to skim

the questions in the skeleton questionnaire to familiarize themselves with

areas of inquiry before the actual interview.

For the second interview the telephone was used to establish appoint-
ments and to conduct interviews. Fifty-one of the sixty-two respondents
were available and willing to participate. Prior to the interview a copy
of the questionnaire was mailed to forty-eight of the respondents, and
to three of the respondents, who were sight impaired, both a questionnaire

and a tape recording of the questionnaire were mailed.

Worker Stud
The "Worker" Study is a sequel to the Authority Studywithboth a face~

to-face and a telephone interview.

Respondents. Twenty-six "impaired” workers who are tenured employees
{Tenure for the purpose of this study is twenty-four consecutive months
or longer in the current employment.) live and work in the state of I1linois.
The majority of the workers had physical impairments, but it was assumed
that those who had other types of impairments differed no more from those
who were physically impaired than the physically impaired differed from

each other. The workers were identified as a result of inquiries made
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to various training agencies which were asked to nominate individuals
with whom they -had had a current or foermer relationship. Each worker

was identified by means of a modified form of "refei'ra) sampling" which
appeared to be the most reasonable approach for reaching this low density
and socially inconspicuous population for whom no central reference was
available {Welch, 1975). The referrals {or branching nominations) pro-
vided the names of individuals for inclusion in the survey who met the
prerequisites: “tenured" and "impaired." It was assumed that since

each respondent was employed and had volunteered willingly to participate
in the study, their conceptions of “training for work" and their prepara-
tion for work would be compatible and equal. Twenty-three respondents
ware interviewed by the staff (Three respondents wera not available

for the second interview.) using two questionnaires with "structured
interview" formats. With each questionnaire interviewers asked respondents
specified questions and recorded their answers.

Questionnaire: first interview. The questionnaire in Appendix C,

which was used in this face-to-face interview, had three objectives.

First, it sought to quantify and identify by data the training method

which had-been used when job competencies were developed for the respondents;
second, it sought to identify criteria which were perceived to have been

used or should have been used by training authorities when determining

the training setting for these workers; and third, it sought to identify

the 6F{tér{a which the fespondeﬁts uséd to seek emﬁloymént: In tﬁis eleven-

section questionnaire the interviewers recorded the respondents' answers

oy -

in the apﬁréa;iate blanks. The first, second and eleventh sections were

uséd to record the demographic background of the respondents. The third,
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fourth, and fifth sections were used to record the characteristics of
respondents' training settinag. Sections six, seven, eight and ten were
used to determine what criteria were considered when the respondents'
training settings were selected, and section nine was composed of
questions which identified the criteria used by the respondents when
seeking employment.

Questionnaire: second interview. The questionnaire in Appendix D,

which was used in the telephone interviews, sought to quantify and validate
the data for determining which criteria had been used by training authori-
ties for determining the training setting of the respondents and which

criteria, in the opinion of the respondnets, should have been used. The

questionnaire was composed of *wo sections. Section one contained infor-
mation to identify the respondent and to define specific terms of the study.
Section two contained instructions to the respondent and listed the twenty-

six criteria with descriptive definitions. Each criterion had two Likert
scales which permitted the respondent to make two different judgements about
each criterion. The first was a seven poiit scale which permitted the
respondent to evaluate the extent to which he/she believed the criterion

was used in the selection of the training setting for their vocational develop-
ment. The second was 2 five point scale which permitted the respondent to

evaluate the extent to which he/she believed the criterion should have been

used in the selection of his/her training setting.

Setting for interviews. For the first interview the time and place of

interview was determined by each respondent. Twenty-four respondents were
contacted initially by mail to seek their willingness to participate in
the ‘study. If the reply indicated agreement, an interview was scheduled
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by telephone. Two respondents were contacted by the agency which informed
the interviewer, and the interviewer made an appointment with these
respondents by telephone.

The second interviews were arranged by telephone appointments. The
interviewers were able to locate only twenty-four of the original twenty-six
respondents who were willing to participate in this phase of the study.

A copy of the questionnaire was mailed to twenty-three of the respondents

to permit them to plan their responses prior to the interview. {(One
questionnaire was administered face-to-face because the respondent had

a literacy deficit.}) The interviewers were able to collect data from twenty-
three respondents. The twenty-fourth respondent became i1l and was not

available for interview.

Advocate Study

The Advocate Study was designed to identify criteria which should be used

when choosing a training setting for persons with handicaps. The identity
of these criteria was obtained from advocates and interested professionals
from outside the state of I1linois.

Respondents. Thirty-five persons who participated in this study worked
in the Commonwealth of Pennsylvania, the District of Columbia> and the
states of California, Delaware» Kansas, Michigan, New Hampshire, New Jersey,

New York, Ohio and Oregon. A1l of these respondents had been participants

in a program at a national conference or an "invited" seminar presented by

the staff. The program reported the results of Phase 1 of the study and

was used to solicit the’ opinions of the audiences about the criteria.
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Questionnaire. The questionnaire in Appendix E was used to solicit

the opinions of each audience. The data processed from these audiences
were to identify the criteria which advocates and interested professionals

believed should be used when choosing a training setting for persons with

handicaps. The questionnaire was composed of a Participant Section and a
Questions Section. The Participant Section was used by the respondents

to first identify their hypothetical job title; and second, to identify

the total number of months in their present job, the agency with whom
they were affiliated, the city/town and state of current'employment,
and the identity of the handicap population with whom they had had ex-
perience. The Questions Section contained instructions to the respondent
and Tisted the twenty~-six criteria, with descriptive definitions and a
number. If the respondent circied the number, it meant that the criterion
would have been used during the process of selecting the training setting.
Setting. The settings for the programs were national professional
conferences and "invited" seminars in California, Georgia, Pennsylvania
and Washington, 0.C. The programs used a lecture-discussion format supported
by 35mm photograph-transparencies (slides) which were used to portray the
statistical results of Phase I. The first half of the program provided
background information, descritied the criteria and addressed the research
hypotheses and questions. The second half of the program involved the

adninistration of the questionnaire and the discussion of the results.

After the questionnaire was distributed to the audience, the program leader

first, invited participants to choose a professional role in which they would

participate during the process of selecting a training setting for persons
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with handicaps. Next, the audience was asked to choose the criteria which

they believed should be used when choosing the training setting, and for

examples if the respondent circled the number "1* on the questionnaire,
this indicated the respondent would have used that criterion in the process

of selecting the training setting.

Quality Control

To assure reliability of the raw data collected during Phase I and II
of the study, the project staff developed procedural guides (Appendixes

F and G), interviewer training programs and a means to assess the respondents’

self-reliance in answering iaterview questions.

Interviewer training.” Each interviewer participated in a training program

to learn to adhere to a standardized procedure for interviewing respondents.
The intent of the training was to improve procedures for collection of data
and to improve the quality of data coliected. Tﬁe procedure during each

of the three, eighty minute, training sessions involved a discussion of the
procedures to be used. It included one skilled interviewer conducting an
actual interview and recording responses while the semi-skilled interviewer
trainee also recorded the responses of the respondent. The interviewer
trainee's recorded performance across all possible responses was calculated.
The number of agreements was divided by the total number of possible responses
{agreements + disagreements) and multiplied by 100 to yield the evaluated
performance for the interviewer trainee.

Evaluated _ Agreements % 100
Performance Agreements + Disagreements
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The trainee's performance for each training session during Phase 11 was
ninety-nine percent or better on the face-to-face questionnaire (Appendixes
A and C) and the telephone type questionnaire {Appendixes B and D).

L ) ) Agreements +
Training Session Interview Performance (%) Disagreements

1 Face-to~Face 99,2 264 + 2
2 Face-te-Face 9.6 266 + 1
3 Telephone 100.0 52 + 0

Assessment of responses. Each question or question group of the

questionnaire in Appendixes A and C were accompanied by a "Response Con-

fidence Code." This code was recorded by the interviewers to evaluate a

respondent's self-assurance when answering face-to-face interview questions.
If, for example, a question was assessed to rate a "1" by seventy-five
percent of the persons responding, that question's value was appraised to
be a sound response, but if the response was rated a "3" by a 1ike number
of respondents, the question's value was thought to be suspect and was not

included in the data analyses.

Statistical Procedures

Data analysis procedures. Frequency distributions, percentages, means,

factor analysis and a t-test were used to respond ip all research questions

and to test the research hypotheses in this study. However, in order to
analyze the data by occupation in the Worker Study the investigators choose

to separate the workers into two groups: the "most complex" and the "complex."

Using the hierarchy of worker fup-tions 175 :ted in the Dictionary of QOccupational

Titless the respondents' Jobs' relationship to Data, People and Things (Appendix

G) were grouped. The three listings, Data, People and Things, were divided
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at the functions: 4 Computing, 4 Diverting and 4 Manipulating, respectively.
Using the fourth, fifth and sixth digits of the respondents' job identity

codes, the investigatcrs were able to classify the respondents by the location
of their three digits in the three worker function 1istings. When a

respondent 's worker function digits were located in any two of the 1istings

with a digit between zero and four inclusive, the job was grouped in the

“most complex" category. When two or more digits were five or greater, the

Jjob was grouped in the "complex" category. For example: the first six digits
of the Transcription Secretary and Officer Manager's DOT code is 202 132.

The fourth digit, “1", form the Data list identifies the function 1 _Coordinating.

The fifth digit, "3", from the People 1ist identifies the function 3 Supervising.

The sixth digit, "2" from the Things list identifies the function 2 Operating-
Controlling. Since two or more of the function codes appear between zero and

four, this worker was assigned to the "most complex" group.

Statistical limitations. (1) Authority Study: Nie, Hull, Jenkins, Stein-

brenner & Bent {1975) caution researchers who use factor analysis to be con-
scious of potentially misleading results when a small set of independent
variables (e.g., twenty-sia criteria in this study) are used to determine
the degree to which any given criterion or several criteria are a part of a

common underlying phenomenon. Therefore, the investigators chose to use

fa*or analysis for only exp]oratofy purposes and is not reported in tais

study. {2) Worker Study: Due to the large number of different "impairments®
in the population studied, the low number of cases of each type of impairment
and due to the lew number of respondents with non-physical impairments, the
investigators deeme! it inappropriate to attempt to comp:te statistical
significancg of the interaction o7 relationships between the identified

criteria and other variables.




CHAPTER IV
RESULTS

Chapter IV reports in three sections and a summary the findings of
the study. The data reported are sufficient to test the research hypo-
eses and to answer the research questions. The first and second sections
report the findings of the Authority and Worker Studies, respectively.
The third section reports the findings of the Advocate Study, and the
chapter closes with a summary. (Note: In this chapter the percentages
in some frequency distributions have been rounded by .9 or less to permit

the summing of percentages to 100.)

Authority Study

Respondents

Respondents selected for participation in this study were identified
on the basis of their professional relationships in the training of persons

with handicaps. With these relationships in mind, the respondents were

grouped in one of four job categories: counselor, administrator, trainer

{instructor) or employer.

Counselor. The first category was composed of counselors. Their primary
function in the training setting was to assist the handicapped trainee in
the decision-making process of choosing a vocation.

Administrator. The second category was composed of administrators of
training programs serving individuals with handicaps. Respondents selected
for inclusion in this category were individua¥s involved in making the policy

and proceédure decisions of prevocational and vocational training programs.
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Trainer. The third category included those people involved in develop-
ing, implementing, and teaching prevocational and vocational skills to
persons with handicaps.
Employer. The fourth category of respondents were persons who employed,
supervised, or fulfilled similar roles in industry and were directly or in-
directly related to the training of persons with handicaps.

Identification of Respondents in Phase II. In Phase I the respondents

were predominantly administrators and trainers. Consequently, in Phase II,
emphasis was placed on finding respondents who were counselors and employers.
The staff obtainad the idertity and, subsequently, the interviews from this
supplemental population by inquiries to various agencies (see Appendix F)
involved in the training of persons with handicaps and by referrals of re-
spondents who.participated i+ Phase I. A total of eighteen additional re-
spondents were identified and participated in the study which enlarged the
study population to sixty-two (N=62). Table 2 provides a frequency distribu-
tion of the total number of respondents in the Authority Study grouped

according to job category, and Table 3 provides a frequency distribution of

this population grouped by the handicapping condition of the trainee.

Table 2
Respondents Grouped
by Job Categories
N=62

* Category

Counselor
Administrator
Trainer

Employer




Table 3
Respondents Grouped
by Handicapping Condition of Trainee

-

Trainee's Condition N

Physical 13
Cognitive 24
Visual 14
Auditory 7
. Speech 1
Mul tiple 3

The frequency distributions in these two tables appear to reflect an

equitable distribution by job but an inequitable distribution by trainees’

condition of handicap. Therefore, the investigators chose to collapse

the data into four major categories of handicap during the second interview
and the level of severity of handicap, i.e., mild, moderate or severe has
been deferred to a future study because the respondent populations were also
inequitably distributed for each condition of handicap. For example, there
were twenty-four of the sixty-two respondents who were involved in the train-
ing of persons with “cognitive” conditions of handicap, however, when these
respondents were grouped by leve. or severity of handicap, the distribution
of respondents was MILD, N=6; MODERATE, N=16; and SEVERE, N=2.

In Figure 1 the respondents' counties or.city of employment are veported.

Two of the respondents were employed outside the state of I1linois in
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Minneapolis, Minnesota. The balance of the population was employed in the
following county areas in the state of I11inois: ten were in Cook County;
thirty-eight were in Champaign Countys nine were in Macon County; two were

in Sangamon Countys and one was in Macoupin County.

Criteria tsed in the Selection of the Training Setiing

In this section the analyzed data which identified the criteria for the
selection of the training method are reported. This data was collected

during the first interview (face-to-face) with the questionnaire in Appendix

A. When a respondent replied to a specific question, it was believed to

be an honest, knowledgeable reply and an indication of which criteria were

used and/or considered when choosing @ training setting for handicapped

trainees. The results obtained for each criterionare reported graphically in

Figures 2, 3 ana 4, Each alphabetized, graphical portrayal of data is keyed

to the alphabetical prefix of each criterion in the text, e.g., A- Abilities

and Aptitudes refers to the pie chart illustration: A. ABILITIES/APTITUDES.
A. Abilities and Aptitudes - demonstrated performance of the trainee

in both physical and mental skills, and the measured talent of the trainee
to learn and/or understand specified skills in a short period of time.

In Figure 2, I1lustration A, the response to the question which pertained
to the "Best method when trainees acquire skills slowly” (Q. 8c{1)] was a
fifty-nine percent agreement by the respondents that trainees who acquire skills
slowly can best be trained to perform the tasks of a job through on-the-job

training.
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B. Availability and Suitability of Physical Resources - obtainable
training equipment and facilities for persons with handicaps to promote
conditions which are identical to those the trainee will encounter on
the Jjob.

In Figure 2, Illustration B, the abbreviated subjective statement in
the questionnaire, pertaining to this criterion was "Actual job conditions

are more feasible in 0JT: » CL: » COMB: " Q. 5d{2}1. As

expected, again eighty-one percent of the respondents strongly indicated
that actual job conditions were usually more feasible in an on-the-job
training setting and the balance of the respondents selected a combination
of training settings.

C. cCapability - the ability of a training activity to conduct training
for persons with handicaps without degrading the quality of the trainee's
post-training job performance.

In Figure 2, Illustration C, the results portrayed are based on the

question pertaining to the "Method with most capable instructors” [Q. 5b(2)1 .

It appears that the most capable instructors for training persons with handi-
caps are usually acquired, according to fifty-one percent of the respondents,
from a combination of training settings {on-the-job and classroom/laboratory).

D. Complexity - the number of principles, procedural sequences and motor
skills required of the trainee to perform tasks and master requisite skills
for the job.

To authenticate the identity of the criterion and to choose the best
setting for training, the respondents were asked to specify the "Best method
to teach easy to learn {least complex] tasks [Q. 7d(3)]. In Figure 2, Illustra-
tion D, forty-six percent of the respondents were in agreement that both
classroom/1aboratory training in conjunction with or succeeded by on~-the-job
training was the best method for teaching complex tasks. And, sixty-seven "

percent of the respondents chose on-the-job training for teaching the least

complex tasks.
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E. Costs - the amount of money, time, work, etc. expended to provide
the facilities, personnel, resources, materials, equipment, transportation,
prosthesis, etc. to train persons with handicaps.

In Figure 2, I1lustration E, the "Most cost-effective method" [Q. 5a(3)]
of training persons with handicaps appears to be on-the-job and a combina-
tion of classroom/laboratory plus on-the-job training, according to fifty
and forty-three percent, respectively, of the persons interviewed.

F. Criticality - the ability of the trained worker to execute the
.essential skills to combat high risk conditions on the Job.

The "Best method to teach skills invoiving high risk” [Q. 7b(2)] was
a combination of training settings which was chosen by forty-four percent
of the respondents, and thirty-eight percent chose on-the-job training

(see Figure 2, I1lustration F). Only eighteen percent of the respondents

stated that skills involving high risk could best be acquired through

classroom/laboratory instruction.

G. ODisabilities - effect of trainee's handicapping condition upon
the choice of training settings and the complexity of skills to be
learned.

In addition to identifying the criteria used in decision-making, this
study focused on identifying the setting within which trainees with specific
handicaps could best learn to develop skills. In Figure 2, Illustration G,
the "Best method when trainees have skill deficits [or handicaps] which
are" physical, cognitive or visual was @ combination training settiung,
and when the trainees have auditory handicaps, there appears to be a toss-up
between On~the-job and combination training settincs [Q. 8b{1) through
Q. 8b(5)1. The differences in the responses between choosing on-the-job

and combination training Settings for persons with physical, cognitive

and visual handicaps were minimal: an eight percent difference for the
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physical, a three percent for the cognitive, and a one percent difference

for the visual. It is apparent the respondents were in general agreement

that trainees with handicaps, whether mental or physical, could learn to

master tasks better through on-the-job or a combination training setting.

H. Evaluation - appraisal of the quality of training received by
the trained worker during her/his training program.

In Figure 2, Il1lustration H, fifty-two percent of the persons who re-
sponded to the survey question about this criterion indicated that the
quality of training can be assessed "wost economically ... in" an on-the-
Job training setting (Q. 5h). Unfortunately, the word "in" in the question
may be interpreted as "during” or "as a result of." The interpretation
"during” was intended.

I. Frequency - the extent to which the tasks that most workers per-
form at a given skill level on-the-job are repetitive.

In the Evans et al. (1976) study, caution was advised in making decisions
about teaching tasks in a specific training setting because more or less
than fifty percent of the "nonhandicapped” graduates were required, after
placement, to perform the tasks on-the-job. Evans and his cohorts advised that
the repetitive (or non-repetitive) performance of tasks should not be the
governing cirterion in determining the training setting. They recommended
that additional criteria should be considered before making the decision,
e.g. » Performance of Graduates, Criticality and Cost. In Figure 2, Illustration
I, fifty-eight percent of the respondents chose on-the-job training as the
“Best method to teach on-the-job tasks which are performed weekly" [Q. 7a(3)].
H. History and Pragmatism - factors such as the results of research -

or personai experiences, that influence the decisions of training authorities
to teach & competence on-the-job or in a classroom/laboratory setting.




55

In Figure 3, Illustration J, the respondents indicated that an or-
ganization which uses a specific method of training, chose the method
based on one of three different factors. For on-the-job training, fifty-
one percent of the respondents reported Data (research} to be the influencing
factor. In the classroom/laboratory training setting Tradition ("we've
always done it that way") was the factor. And, for the combination train-

ing setting, fifty percent of the respondents indicated that Both (Data

and Tradition) were the influencing factors [Q. 5g(2) through Q. 5g{4)}.

K. Instrumentality - generic skills in mathematics (read, write,
and count) and communications (literal comprehension in reading and
fluency and idea organization in writing and speaking} that are
essential in learning competencies for the job.

In Figure 3, Illustration K, the "Best method to teach basic educational
skills” is réported by fifty-three percent of the respondents to be in the
¢lassroom/laboratory setting [Q. 7g9(2)]. In this sub-study, the kinds
of tasks performed by most of the handicapped trainees did not require
extensive skills in reading, computing, or communication. Only about fifty
percent of the tasks required these skills [Q. 7g(1)1.

L. Need to Minimize Training Time - the demand for workers in a’
given occupation which dictates a reduction in the amount of trainee

preparation time to gain knowledge and abilities for satisfactory
job performance.

The results of the interviews indicate that on-the-job training is
the best training method "when time for training is limited" [Q. 6c(2)]
(Figure 3, I1lustration L). Further interpretation of these results
indicate that under most conditions the time needed to train the handi-
capped trainees-is considerably less wihien the training mode is on-the-job
training. One reason for this may be that some parts of classroom/laboratory
and/or combination training are not immediately or totally transferable to

the assigned job.
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M. Number of Personnel to be Trained - the trainee space in the
classroom/laboratory or on-the-job, that may be occupied at any given
time and will not adversely affect trainee and instructor times use
of equipment, materials, and facilities.

In Figure 3, I1lustration M, the results indicate that "A large
number of trainees can best be trained” in a combination training setting
[Q. 6a(2)). But, instructor time, use of equipment, material and facilities
are cost effective elements of the training program when the flow of trainees
“through a classroom/laboratory setting is larges and the cost advantage in
an on-the-job setting may disappear when the work place is subjected to a
large number of trainees.
N. Passage of Time ~ the loss of knowledge and/or skill proficiency

caused by the time interval between the completion of training and the
initial performance on-the-job.

The "Least retraining" was required when the method of training was

on-the-job [Q. 7f(6)], according to the results shown in Figure 3, Illustra-

tion N. Although most of the handicapped trainees referred to in these
interviews had poor retention of verbal and written communications, the
majority of the jobs for which they were trained required manipulative
task-orientations rather than cognitive. Therefore, within reasonable
time 1imits, the handicapped trainees, upon job placement, were able to
retain the ability to perform most tasks with an acceptable degree of
success.
0. Performance of Graduates - the comparative evaluation of workers'

performance, based on their mode of training, to ascertain the best
setting for specified skills to be developed.
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In general, the results (Figure 3, I1lustration 0) identify combina-
tion trainees (fifty-seven percent) were the "most competent employees”

[Q. 7e(2)}. The least competent were graduates wno were trained in a

classroom/laboratory setting.

P. Persistence of Demand for Trained Personnel - the influence of
long~-term job market requirements for trained workers in a specified
occupation.

Fifty-four percent of the persons responding chose the combination
training setting (Figure 3, INustration P) as the "Best method when
personnel are needed over an extended period” [Q. 6b{4)]. It appears
that the respondents believed that the tasks of the job were best taught
in'a job-1ike situation regardless of the long-term job requirement for
the trained worker.

Q. Philosophy and Policy - the best values, concepts, and systematic
efforts that are formulated from experiences, hearsay, and/or research,
that are used by industries and schools to clarify and coordinate their

beliefs and that are eventually integrated into the "official” practices
of the institutions concerned.

The specific question [Q. 5c(2)] designed to provide information
about this criterion was: "Based on the policy of your organization the
type of training preferred is 0J7: ___ 3 CL: __ 3 COMB: _ _ 3 NO PREFER-
ENCE ___." The results were fifty-nine percent of the respondents
indicated that their organization ususally preferred a combination of
classroom/laboratory and on-the-job training as the method of instruction
(Figure 3, INlustration Q).

R. Ports of Entry - the effect of local, state, or federal licensing
agencies upon the pre-job entry training of workers.
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In Figure 3, I1lustration R, the "Method specified by a licensing
agency or specific jobs" [Q. 7i(3)] was on-the-job training, according
to fifty percent of the respondents. The number of respondents (N=12)
who replied to this question indicates that a large majority of the jobs
for which the respondents provided training were pot controlled by a
licensing board or agency. Most of the handicapped graduates of the
training programs covered by this study were employed in service activities
associated with food and facilities or engaged in jobs whose task and work
behavior patterns required the use of simple tools and limited communicative
skills. These types of jobs were usually not licensed or controlled by

government agencies. Therefore, the Ports of Entry criterion has limited

application for determining whether on-the-job training or classroom/

laboratory instruction or a combination of the two provide the best setting
for teaching the handicapped trainees a skill.

S. Preferred Learning Modes - the training setting which is most
preferred by the trainee to learn skills of the job.

In response to the question, "Which training method is preferred by
the trainees for learning the skills of the job?" [Q. 8a(1)]s the educators
and the employers who train persons with handicaps were in strong agreement,
sixty-three percent of those responding, that the trainees preferred to
learn by on-ihe-job training. Another interesting observation depicted
in Figure 4, Illustration S, was that only five percent of the sixty
respondents stated a preference for classroom/laboratory instruction.
Therefore, it appears that most of the respondents’' handicapped trainees
attained greatest career satisfaction when they were able to work and learn

on the job. The results of the study also seem to indicate that trainee's




preference for learning method should be taken into consideration when

the circumstances permit.

T. Prior Experience - the individual skills and knowledye acquired
from previous training or work which are potentially transferable to
the "new" behavior to be learned.

The results provide support for the id=- that trainess who have these
pre-training performance behaviors can best be trained in an on-the-job
or a combination of on-the-job and classroom/laboratory settings (Q. 8d(2)).
The results in Figure 4, illustration T, indicate that only five percent of
the fifty-eight respondents chose a classroom/laboratory setting for main-
taining or improving prior performance behaviors. It may be assumed, then,
that in general, the respondents believed that prior experience of the
trainees was job-specific and that basic cognitive skills were not very
relevant for competent job performance.

U. Quality Control - the degree of excellence in post-training job
performance which 1s attributable to the type uf training received.

In Figure 4, I1lustration U, the “Average number of days for a trainee
to produce work of acceptable quality" {Q. 7h(2)] by training setting was
sixty-three days for on-the-job, three hundred and thirty-six plus days
for classroom/laboratory and on» hundred and twenty-eight days for combina-
tion.

V. T1ity of Atmosphere - the training setting where realism can
best be ¢yeated to be most 1ike the work place.

There was an indication on the part of the respondents that realism
was required in the development of training programs for persons with

handicaps. However, no dne knew to what degree reality of atmosphere

improved the technical skiils of the trainees. Although the survey did




not address directly the degree of effectiveness of this criterion, it
is clear that seventy-two percent of the respondents do support the
concept that reality of atmosphere {Figure 4, Iliustration V) reinforces
the learning of technical skills and "can best be created" in an on-the-
Job training setting [Q. 5e(2}].

W. Screening Device - the use of training as an assessment strategy
to identaify, train, hire, and/or promote persons with handicaps.

In Figure 4, ITlustration W, the "Best method to evaluate a trainee

for hiring and promotion" [Q. 5f(2)] was in an on-the-job training setting.
Comments by some respondents indicated that trainee strengths and weaknesses
in relation to people and material things were wore readily assessed on-the-
job than they were in a classroom environment. Therefore, they believed
that security checks or physical/psychological examinations for assessing
the reliability of the persons' performance in difficult situations were
best accomplished in conjunction with on-the-job or combination training.

X. Social/WorV Cohesiveness. Research of this criterion had been
deferred to a future study.

Y. Solicitude - acts of pity or encouraged "dependency” which affect
the social interactions of handicapped and nonhandicapped persons in both
the training and work settings.

This criterion was not tested during the face-to-face interview but it
was included in the telephone interview {Appendix B). The results depicted
in Figure 4, Illustration Y, indicate that the educators and employers,
grouped by their organizations' training setting, confirmed that they
used this criterion OFTEN to ALWAYS. Fifty-four percent of the respondents

whoare affiltated with organizations that use a combination training

setting, thirty-one percent of the respondents from on-the-job training
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settings and fifteen percent from class -oom/laboratory settings confirmed
their use of the criterion.

Z. State of the Business Cycle - the extent to which the economy

is able to support full employment for all those desiring work
(Levitan & Taggart, 1977).

In Figure 4, I1lustration Z, the results of the study indicated that
“when the demand for workers is high" [Q. 6d(2}], training can best be
supplied through either on-the-job (forty-four percent} or combination
(forty-five percent) training settings. The study did not investigate,
however, which method{s) of instruction would have been chosen for train-
ing persons with handicaps when the need for Tlabor diminishes.

AA. Uniformity - the extent to which all trainees should accomplish
Tike tasks in a similar manner.

In Figure 4, ITTustration AA, the results indicate the respondents
believe that greater uniformity of trainee job/task performance can best
be attained through on-the-job training [Q. 7c(2)}}. Unfortunately the
study did not explore the reasons why the respondents strongly believe
0JT provides the best opportunity for standardization of training. One
reason may be that the skills typically acquired in a classroom/laboratory

'setting do not mirror the tasks needed on the job.

Research Questions and Hypothesis

Research Question One. What criteria are currently used for deciding

if the handicapped are best taught a skill on-the-job or best taught in
a school-like setting? The analyzed data from both the first and second

interviews were<used to identify these criteria. In the preceding section

of this chapter twenty-five of the twenty-six criteria tested were identified
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using the data from the first interview and the twenty-sixth critevion,
Solicitude, was identified using data from the second interview.

The second interview questionnaire was designed to collect data which
would permit the validation of criteria identified during the first inter-
view. This questionnaire used a seven point, Likert scale, "7: Always Used"
through "1: Never Used", which permitted a judgemental decision by the
respondent for each criterion. The results of the second interview are
reported in Table 4. These data were derived by responses collected on

the scale from point “5: Nften Used" through point “7: Always Used", and

i
the frequency in which the criteria were chosen is reported in percent.

The data show that all twenty-six criteria were reported to have been
used by these respondents when they participated in the selection of tha

training settings for persons with handicaps.




Table 4
Ranking Criteria by Use as Reported by Training Authorities
=51

Criteria* Rank (%)

Evaluation 84
Complexity 80
Disabilities 76
Number of Personnel to be Trained 76
Instrumentality 75
Preferred Learning Modes 73
Uniformity n
Abilities and Aptitudes 69
Prior Experience 69
Quality Control 67
Criticality 65
Capability 61
Passage of Time 57
Peirformance of Graduates 57
Persistence of Demand for Trained Personnel 57
Costs 53
Availability and Suitability of Physical Resources

Frequency 51
Reality of Atmosphere 49
Need to Minimize Training Time 45
State of Business Cycle 45
Philosophy and Policy 41
Ports of Entry 37
Solicitude 37
History and Pragmatism 33
Screening Device 20

* See pages 51 - 64 for descriptions.
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Research Question Two. How do these criteria vary with type of handicap?

To answer this question the data from the second interview were used. In
Tables 5, 6, 7, and 8, using both the statistical and data analysis gquide-
lines which wera followed to answer Research Question One and the cross-

tabulation procedures outlined in the Statistical Package for the Social

Sciences, the frequencies in percent are reported in rank order.

Table 5
Ranking Criteria by Use as Reported by Training Authorities Who Select
the Training Setting for Persons with Physical Handicaps
N=10

Criteria Rank (%)

Instrumentality 50
Complexity 80
Disabilities 80
Evaluation 80
Humber of Personnel to be Trained 80
Prior Experience 80
Uniformity 80
Capability 70
Criticality 70
Persistence of Demand for Trained Personnel 70
Preferred Learning Modes 70
Quality Control 70
Abilities and Aptitudes - 60
Performance of Graduates 60
Reality of Atmosphere 60
State of the 8usiness Cycle 60
Need to Minimize Training Time 50
Passage of Time 50
Ports of Entry 50
Availability and Suitability of Physical Resources 40
History and Pragmatism 40
Philosophy and Policy 40
Lost 30
Frequency - 30
Screening Device 30
Solicitude 30

* See pages 51 - 64 for descriptions.
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Table 6
Ranking Criteria by Use as Reported by Training Authorities Who Select
the Training Setting for Persons with Cognitive Handicaps
N=20

Criteria* Rank (%)

Evaluation 90
Disabilities 85
Complexity 80
Instrumentality 75
Number of Personnel to be Trained 75
Preferred Learning Modes 75
Capability 70
Cost - 70
Frequency 70
Passage of Time 70
Quality Control 70
Uniformity 70
Abilities and Aptitudes 65
Criticality 65
Prior Experience 65
Performance of Graduates 55
Persistence of Demand for Trained Personnel 55
Reality of Atmosphere 55
State of the 8usiness Cycle 50
Availability and Suitability of Physical Resources 45
Ports of Entry 45
Need to Minimize Training Time 40
Philosophy and Policy 40
History and Pragmatism 40
Solicitude ... 35
Screening Device 10
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* See pages 51 - 64 for descriptions.




Table 7
Ranking Criteria by Use as Reported by Training Authorities Who Select
the Training Setting for Persons with Visual Handicaps
N=14

Criteria* Rank (%)

Complexity 26
Evatuation 78
Abitities and Aptitudes N
Number of Personnel to be Trained 71
Preferred Learning Modes 71
Uniformity 71
Instrumentaiity 64
Performance of Graduates 64
Prior Experience 64
Criticality 57
Avaitability and Suitability of Physical Resources 57
Disabitities 57
Quatity Control 57
Passage of Time 50
Soticitude 50
Capat (1ity 43
Cost 43
Need to Minimize Training Time 43
Persistence of Demand for Trained Personnel 43
Phitosophy and Policy 43
Reality of Atmosphere 43
State of the Business Cycle 36
Frequency 28
History and Pragmatism 28
Ports of Entry 28
Screening Device ) 21

* See pages S1 - 64 for descriptions.
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Table 8
Ranking Criteria by Use as Reported by Training Authorities Who Selzct

the Training Setting for Persons with Auditory Handicaps
N=7

Criteria* Rank (%)

Abilities and Aptitudes 86
Disabilities 86
Evaluation 86
umber of Personnel to be Trained £6
Availability and Suitability of Physical Resources 71
Complexity 71
Frequency 71
Instrumeniality 71
Persistence of Dcewmand for Trained Personnel 71
Preferved Learr.ing Modes 71
Priar Experience 71
Quality Control 71
Capability 57
Cost 57
Criticality 57
Need to Minimize Training Time 57
Uniformity 57
Passage of Time 43
Performance of Graduates 43
Philosophy and Policy 43
Solicitude 43
History and Pragmatism 28
Reality of Atmosphere 28
Screening Device 28
State of the Business Cycle . 28
Ports of Entry 14

* See pages 51 - 64 for descriptions.
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Tables © through 8 report the criteria by rank. The most used criteria
has the highest ranking percent. Evaluation appears to have been the most
used across all categories of handicap, and the Number of Personnel to

he Trained the second most used. Screening Device appears to have been

the least used. The conditions of handicap appear to influence the use of

criteria, but to what degree is not apparent. The extent to which the

use of the criteria are influenced by the condition of handicap will be

deferred for future research.

Research Question Three. How should these criteria and their use be

modified to increase client competence? The results reported in Tables 5
through 8 clearly amplify the need fcr the individualized use of the
criteria by condition of handicap. The investigators beljeve there is

a need for a larger population of respondents to confirm these re_ults,
however, the information which has surfaced from this study strongly
suggests that each criterion should be used when selecting the training
setting for the vocational development of handicapped persons.

Research Hypothesis One. To develop job competencies for persons

with handicaps, . e ftraining settings which authorities choose most
frequen*ly will be % combination of training seitings, e.g., classroom/
laboral.iy instruction succeeded by on-the-job training or in conjunction
with on-the-job training. In Figures 2, 3, and 4 it appears that on-the-

job training was selected most frequently {fourteen selections) and a
combination of training settings was a very close second {eleven selections).

Therefore, the hypothesis is apparently false. -




Worker Study

This section summarized in nine sub-sections the findings of this study.
The data reported are sufficient to test the research hypoihesis two and
answer the research gquestions. The first two sub-sections will provide
a detailed description of the respondents and the characteristics of the
training programs which prepared thei for their current jobs. Sub-sections
three, four, five, six, and seven report information which provided the
bases for answering research Questions one through six, respectively.
Sub~section eight addresses the research hypothesis and sub-section nine
reports the identification of job placement criteria.

The study used a small population which permitted only a 1'mited
test of operational, statistical, and analytical procedures. There-
fore, the results reported herein should be weighed with that factor in
mind.

Respondents. The respondents for this study were twenty-six of
3ixty-seven persons identified and nominated by two advocate agencies
for the handicapped in Champaign County, I1linois. Both agencies, by

joint agrezment with the investigator, extended invitations to the

nominees. However, confidentiality cont ols of client records precluded

the screening of respondents. Therefore, the information which was made

available to the investigator was limited to the names and addresses of

. only those respondents who agreed to participate, after initial contact

had been made by the nominating agencies concerned. Five of the nominees

were queried by one of the nominating agencics in person because these




nominees were suspected to have literacy deficits. Sixty-two nominees
vere mailed formal Iett?rs by the second nominating agency with a letter
from the investigator and an enclosed self-addressed post-card. If the
recipients of these letters agreed to participate in the study, they were
requested to return the post-card, signed, to confirm their zgreement.
Eventually, twenty-four of the latter group and two of the first group
agreed to participate in the study, population N=26. From the time of
the initial contact {with the first of four agencies queried) to the final
interviews, a period of ten months and five days had elapsed.

In Figure 5 the respondents' county of employment is reported.
Thirteen of the respondents were employed in Champaign County; Cook
and Sangamon Counties were each represented by three respondents; DuPage
and Vermillion Counties were each represented by two respondents; and
Kankakee, Rack Island, and Macon Counties were each represented by one
respondent.

The respondents' demographic profile is reported by frequency data
and job complexity. The twenty-six respondents were divided into two
groups based on the complexity of their occupations, i.e., "most complex"
and "complex." This division was suggested by the results from Phase I
which reported that vocational competencies of handicapped persons are
developed in three categories: the complex, the less complex, and the
easy to learn. Therefore, the investigators were curious to see if the

respondents' complexity of cccupation made a difference in the content of

the data collected. Thirteen respondents were assigned by the investigator

to the "most complex" category, and thirteen were assigned to the "complex”

category.
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The profile includes: first, the job identity of respondents (iden-

tified by the first six digits of the Dictionary Occupational Titles' Code

and the job lakel); second, their mean age; third, their sex; fourth,

their ethnicity; fifth, their type of impairment; sixth, thcir education/
training for their current employment; seventh, the respondents' family
income during their period of dependence; eighth, the time in the respon-
dents' 1ife and employment cycle that their handicapping condition occurred;
ninth, identification of pre-job employment experience; and tenth, respon-
dents' views of which factors influenced their decision to be self-supporting
and independent. {Note: parenthetical figures-identify the respondents

who did pot participate in the second interview.)

Most

Descriptor Complex Complex
=13 K= 3‘%‘-3)

1. Job {6-digit code & label}

005 061 Civil Engr

076 107 Speech Path

090 227 College Fac. Mbr

091 227 Secondary Ed. Tchr

094 227 Special Ed. Tchr

099 167 Certification Select. Sp

110-117 Corporate Lawyer

159 117 Radio & TV Producer

160 167 Budyet Accountant

165 067 Public Relations Sp.

169 167 Office Manager

183 117 Production Supt.

195 107 Casa/Social Worker

202 132 Transcription Secr. & Office
Manager

210 367 Account-Information Bookkeeper

213 685 Data Processing Operator

249 367 Evaluator

260 357 Agr. Cmsn. Agent . .

274 357 Bldg. Equip. & Sup. M?r.

323 687 Housekeeper (Cleaning) .

929 587 Nut-Bolt Assembler
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Host
Descriptor Complex Complex

Age (years}

Ethnicity

European - American
indo - Aryan - American

Impairment

Physical
Cognitive
Visual
Multiple

Education/training for
Current employment (mode)
Post-secondary (Classroom/Laboratery) . 1
Post-secondary &Work Site (Combination). 11
Secondary & Work Site (Combination) . .
Work Site Classroom/Laboratory &
Work Site (Combination)
Work Site (On-the-dJob)
Sum total of training settings:
Classroom/Laboratory
Combination

7. Family income during

Dependency. (in thousands of dollars)

<«27*
<10-260 <5-260*
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Most
Descriptor Complex Complex

8. Occurrence of condition

Birth . . .. ..
Pre-adolescence
Adolescence
Post-adolescence

In employment
After employment
Before employment

9. Pre-job employment experience
Part-time empioyment
10. Factors wiich influenced
the attainment of independence '
self-perception of ability 6{~2)
encouragement to work 1

negative comments by others .
encouragement by training authorities .

encouragement by family members . . . . 6{-1)

The workers who were trained in combination settings, classroom/laboratory
and on~the-job, are the dominant respondents. Consequently, the data
collected may be biased by their affiliation with that method of training.

Characteristics of Respondents' Training Programs. The respondents’

descriptions of their respective training programs were obtained from
data collected during the {irst interview. These descripticns are
reported in this section as the "characteristics” of their training
programs. Using eight of the criteria [which are referenced (Re:) by
number and described in Chapter Il] as description titles, the-character-
istics of the training programs are identified using abbreviated questions

from the first interview questionnaire. The respondents' identificaticn




of the characteristics of their training programs are indicated in per-

cent, based on the population, N=26, in the column titled "Agreement."

Descriptor Agreement (%)
: §2. Availability and Suitability of Physical Resources

[My . . .J equipment and facilities were the
same or better than the job setting.

[Q. #6d(1)]

My . . .] training tasks and job behaviors
vere generally identical. [Q. #6d(2)]

[My . . .] best physical resources for
training were: [Q. #6d{3)]

On-the-Jdob
Classroom/Laboratory
Combination

Capability

[My . . .J on-the-job instruction was con-
sidered current. [Q. £6b{1)]
[My . . .] on-the-job instructors were gen-
erally qualified. [Q. #6b(3)]
My . . .] classroom/laboratory instruction
was considered current.[Q. £#6b(2)]

d. [My . . .] classroom/laboratory instructors
were generally qualified.[Q. #6b{4)7 . . . .

3. Re: #9. Frequency

[The] behavioral skiils [which I] learned were
generally required on the job. [Q. #8a(2)] . . .

4. Re: #11. Instrumentality

[The] essential generic skills [for mel to learn
job competencies were: (Q. #5F)

1.

Communications

a. Literal comprehension
b. Organize ideas
¢. Express or speak fluently
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Descriptor Agreement (%)

: #12. Need to Minimize Training Time

{The] average number of months [for me] in
trainin% to obtain skills for the job:
[Q. #7¢(1)]

Mean: 39 months
Range: 1-119 months .

; #13. Number of Personnel to be Trained

EThe] average number of trainees in training
with me] at one time: [Q. #7a(1)]

Mean: 100
Range: 1-650

: #23. Screening Device

EI was] screened before completing training.
Q. #8f(1)]

: #27. Uniformity

Minimum emphasis was placed on [my] behavior
being uniform. [Q. #8c{1)] 57

Research Question One. What criteria do handicapped workers report

were used for deciding the training setting for development of their job
competency? To answer this question the data collected with the second
interview questionnaire on the scale "7-Always Used to 1-Never Usedf were
analyzed. This analysis is reported in Table 9 from responses collected
on tﬁe scale in categories: 5-0ften-Used; 6-Very Often Used; and 7-
Aways Used.

The frequency in which the criteria were used by the respondents'

training authorities are ranked in percent. It appears that all twenty-

siX criteria were used to some degree when the training setting was

selected for this group of respondents.




Table 9

Percent Rankings of Criteria by Use During the
Selections of the Workers' Training Settings
N=23

Criteria®

Abilities and Aptitudes
. Evaluation
10. History and Pragmatism
. Complexity

17. Philosophy and Policy

7. Disabilities

1. Instrumentality

16. Persistence of Demand for Trained Personnel
25. State of the Business Cycle

5. Costs

9. Frequency
20. Prior Experience
21. Quality Control
22. Reality of Atmosphere
26. Uniformity

13.  Number of Personnel to be Trained
1. Performance of Graduates .

18. Ports of Entry

3. Capability

6. Criticality

19. Preferred Learning Modes .

23. Screening Device

14. Passage of Time

2. Availability and Suitability of Physical Resources . . .
24. Solicitude

12. Need to Minimize Tra1n1ng Time

* See pages 51-64 for descriptions.

Research Question Two. How do these criteria vary with type of

handicapé‘ Sinca the population was-dominated by persons with physical
handicaps (approximately 88%), this research question will be considered

in a future study.

Research Questions Three and Four. How do these criteria vary

with the level of complexity of training. and how do these criteria =
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vary with the job for which trained? To answer these questions the in-
vestigator assumed that the training settings which were reported by the
respondents led to their current jobs. Therefore, the respondents identi-
fied to be in the most complex jobs were presumed to have been prepared
for their jobs in training settings where the subject content was "most
complex." Also, it was presumed that the respondents identified to be
in the complex jobs were prepared in training settings where the subject
content was "conplex." 1In Table 10 using data collected in the second
interview on the scale 7-Always Used to 1-Mever Used, the calculated
means of each criterion are compared by two ¢roups of respondents: the
most complex job group and the compliex job group. The mean difference
between each criterion of the two groups has been calculated and ranked.
The data show that nineteen of the criteria were more frequently
used for the most complex job group than for the complex job group, when
their training settings were chosen, and seven of the criteria were more
frequently used for the complex job group. However, since the jobs of
these respondents were far above average in complexity and their responses
to questions appeared to show that the two groups came from two popula-
tions with unequal means and unequal variances, a t-test was conducted
to see if there was a significant difference between the two groups’
means. The results were: the t-score for the difference was plus 3.38359
for a two tailed test at the .003 level with 25 degrees of freedom. There-
fore, the investigator's hypothesis was tenable. One of three messages
may be implied by these results. First, the majority of the criteria

we more frequently used for making decisions about the training settings

for persons who were preparing for entry into more complex jobs, or second,




Table 10

Ranked Mean Oifference on the Use
of Criteria by Complexity of Job
N=23

Job

o Most ] Mean
Criteria* Complex Complex Difference

Evaluation .. 6.00
Reality of Atmosphere . . ... 5.00
Philosophy and Policy 5.38
Persistence of Oemand for
Trained Personnel 5.15
Capability 4.08
Ports of Entry 4.46
Criticality 4,62
Complexity 5.08
Costs 4.3
. Abilities and Aptitudes . . .. 5.15
24. Solicitude 3.38
21. Quality Control 4.62
7. Disabilities . 4.69
25. State of the Business Cycle . . 4.61
15. Performance of Graduates . . . . 3.85
2. Availability and Suitability
of Physical Resources . ... 3.77
14. Passage of Time 3.3
20. Prior Experience 4,46
26. Uniformity 4.15
23. Screening Oevice 2.85
9. Frequency 4.08
13. Number of Personnel to be
Trained 3.85
19. Preferred Learning Modes . . . . 3.46
11.. Instrumentality 4.08
10. History and Pragmatism 4.46
12. Need to Minimize Training Time . 2.62

1.90
1.60
1.58

.45
.18
.06
.02
.98
.91
.85
.78
.62
.59
.51
.40

.37
3
.26
.05
-,15
-.32

.35
.44
.62
.74
.78
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* See pages 51-64 for descriptions.

persons in the most comﬁlex Jjob group are far more aware of what criteria

were Used when their training settings were chosen, or third, the complex

job group members were not considered as "special folks” and therefore
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received fewer "strokes" that the most complex group members when their
training settings were chosen.

Research Question Five., What modifications to these criteria are

recommended and why? Using data from the second interview questionnaire,
the . asponses are compared between the two scales, i.e., the scale 7~
Always Used to 1 -MNever Used, is compared with the scale 5 -Always Used

to 1 -Never Used. 1In Table 11 the ranked percent of total responses which
were recorded in the 5-0ften Used, 6 - Very Often Used, and 7 -Always
Used on the scale 7 to 1 and the percent of total responses which were
recorded in the 4 -Often Used and 5 ~Always Used on the scale 5 to 1

are compared. A positive diffarence between the two responses indicates
that the respondents believed there was 2 need for more frequent use of
the criteirion in question. A negative difference indicates that less
emphasis should be given to this criterion. A null indicates that the
criterion was used appropriately. The responses indicate that the respon-
dents believe there is a need for a greater emphasis of the criteria as
ranked, when training settings are chosen. That is, there is a need for
greater emphasis on seventeen of the criteria (Re: No. 2, a 42% difference
to Re: No. 24,a 4% difference) and a lesser need for seven of the criterma
(Re: No. 12, a -4% difference to Re: 10, a -31% difference). The investi-
gator believes the cited seventeen criteria were seldom considered when

the training settings for these workers were chosen.

Research Question §ix. Which method of training do handicapped

workers feel had the greatest positive influence upon individual place-

ment or opportunities for advancement? Using three of the criteria




Table 11

Ranked Percent Difference:
Criteria Used and Criteria Which Should Have Been
Used then Selecting the Training Settings

N=23
Responses in Percent
Should %
Re: No. Criteria* Use Used Difference
2. Availability and Suitability of

Physical Resources « « « « + « « & 65 23 42
19. Preferred Learning Modes . . . . . . 74 34 40,
3. Capability « « « « v v v o v o v . 70 34 36
6. Criticality . ... ... ... . 70 34 36
9, Frequency « « v o o o o o o o o o o 83 48 35
15. Performance of Graduates . . . . . . 78 43 35
70. Prior Experience . . . . .« . . . .. 78 48 30
26. Instrumentality ... .. .. ... 78 52 26
21. Quality Control . . . « « ¢« « « + . 74 48 26
8. Evaluation . . . . . .. . ¢ ¢ . . . 87 65 22
14, Passage of Time . . « « ¢« + & « & . B2 30 22
22. Reality of Atmosphere . . . . 65 48 17
13. Mumber of Personnel to be Tra1ned . 5 43 14
4, Complexity . . . . . . . . . 70 57 13

16. Persistence of Demand for 1ra1ned
Personnel . .. .. .. ... .. . 6l 52 9
7. Disabilities . . . . . . .+ . s . . 57 52 5
24. Solicitude . . . .. .. e e . e .. 26 22 4
1. Abilities and Aptitudes . .. ... 65 65 0
26. Uniformity . . . « « . « v ¢« ¢« o o 48 48 0
12. MNeed to Minimize Training Time . . . 9 13 -4
23. Screening Device « « v ¢« v ¢+ o« . . 30 34 -4
5. Costs .. . ... ... O X 48 -5
18. Ports of Entry . . . . e s .. 34 43, -9
25. State of the Bus1ness Cycie O X 52 -9
17. Philosophy and Policy . . . . .. . 43 57 ~14
10. History and Pragmatism . .. . ... 34 65 =31

* See.pages 51-64 for descriptions.

and their associated questions from the questionnaire-used in the first— - -}

interview, the respondents' opinions on this topic were obtained and.are - C

reported in Table 12.
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Table 12

Training Settings with Greatest Influence
Upon Job Placement and Advancement

Method of Training

Criteria gQ. # 047 CL COMB
N= % % %

1. Re: #5. Costs
N=26 :
Most preferred setting
for current job? . . . . . 6a{2) 27 8 65

2. Re: #10. History and Pragmatism
N=26
Recommended setting )
to enter current job? . . . 69(3) 23 12 65

o. Re: #15. Performance of Graduates
N=23
Setting preferred to
attain wage irncrease :
or promotion? + . . . . . . 8¢c{3) 48 g 43

The data support the use of a combination of training settings for
gaining job placement, but there appears to be little difference between
combination and on-the-job training for gainipg promotions, whether
monetary or positiqn.

Research Hypothesis. The research hypothesis was: “. . . persons

with handicaps who have attained tenure and are in prime jobs, i.e.,
Jobs which lead to promotion and career progréssion, will report that
they received training in a éombination of training settings, e.g.,

classroom/laboratory instruction succeeded by on-the=job training or in

conjunction with on-the-job training. In Table 13, the investigator

reports by frequency distribution that nineteen of the twenty-one-jobs -
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Table 13

Identification of Training Settings
Which Led to Prime Jobs

N=24
Training Setting (f)
Prime Jobs 03T CL COMB
005 061 Civil Engineer . . . . . . . . . 1
. 076 107 Speech Pathologist . . . . . . . 1
. 090 227 {ollege Faculty Member . . . . . 1
091 227 Secondary Education Teacher . . 1 1
094 227 Special Education Teacher . . . 1
- 099 167  Certif. Select. Sp. . . .. .. 1
110 117 Corporate Lawyer . . . . . . .. 1
- 159 117 Radio & TV Producer . . .. .. 1
- 160 167 Budget Accountant . . . .. .. 1
165 067 Public Relations Sp. . . . . . . 1
169 167 Office Manager . . . . .. .. 1 1
183 117 Production Supt. . . . . . . .. ~ 1
195 107 Case/Social Worker . . . « . . . 3
. 202 132 Transc. Secr. & Ofc. Mgr. . . . 1
| 210 367  Account-Information Bookkeeper . 1
213 685" Data Processing Operator . . . . 2
249 367 Evaluator . . . .. e e e e 1
260 357  Agr. Cmsn. Agent . . . . . . .. 1
274 357 Bldg. Eqp. & Sup. Mgr. . . . .. 1
Total: 3 2 19
: would lead to promotions and career progression. - A1l twernty-one jobs

were researched in the Occupational Qutlook Handbook, 1978-79 Edition

and the Dictionary of Occupational Titles, and the cited nineteen were

‘deemed by the investigator to be jobs that would fit into existing.
career. "progression patterns and would lead to promotions in the work
place. The potentidl” career progression patterns were determined by

ranking in numerical order the heirarchy of jobs by complexity and occu- -

- pational group arrangement. First, an experienced personnel management - - e
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for v

specialist ranked each occupation by group éode (first three digits).
Seconds he ranked eachoccupation by complexity of functions (second three
digits). These rankings provided a job ladder with a job-family arrange-
ment. This arrangement permitted the investigator to compare within group
, relationships, to identify entry-level occupations, and to identify job
1inkages outside the occupational group which each worker could enter
or transfer to based on their current skill inventory.
This table reports that nineteen (79%) of the prime job holders
were prepared for their current jobs in a combination of training settings.
Three {13%) of these respondents were trained in on-the-job settings, and
two (8%) were trained in a classroom/laboratory setting. Therefore, the
hypothesié appears to be tenable.

Jdob Placement Criteria. Throughout this study the investigator

focused on identifying the criteria that were used by the respondents’
training authorities for determining placement in a specified training
setting. However, the investigator believed that it was also pertinent
s to identify some of the criteria which the respondents used to guide
their job selection process. Therefores in Section 9 of the first inter-
view questionnaire, items were formulated to answer the questions: (1)
Who am 12, (2) What were my needs?, and {3) What strategies did I use
when seeking a job? The answers to these questions would identify the
basic criteria which have been commonly used to guide the job seekers
selection process (Herr & Cramer, 1979). 1In Table T4, the responses to
these questions are ianked in percentages.
The data show that these respondents considered their ability to

perform énd their interest in the job to be moré important than their

e
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Table 14

The Values Placed on Job
Placement Criteria

N=26
Criteria 4
1. ¥ho am I?
. AbITILY v v v e e e e e e e e e e e e e e e e e e 81 .
b. Interest . . . . ¢ ¢ ¢ v v v v 4 v b e e e e e e 77
C. Aptitude . . . . & v v v it e e e e e e e e 65
2. What were my needs?
) a. Independence . .. .. . . i it it e e 85
b. ECONOMIC . & & ¢ v v . v 4 i vttt e e e e e e 77
¢c. Geographic stability . . .. . . .. .. .. ... 58
d. Job accessibility . . . . . . . o v o 0 0 e e e . 58
e. Fill self-perceived rele . . . . . . o o o0 o . 54
f. Career advancement . . . & ¢ ¢ v ¢ ¢ ¢ o o o o o . 50
g. Career stabiiity . . . .. .. . ¢ v ¢ oo v v o 50
h. Family needs . - . . ¢ ¢ ¢ v ¢ v 0 v o o o o o o & 39
i. Social interaction . . . . . ¢ i 0 i vt e 0 ... 3¢ .
j. Job, fringe benefits . ... ... .. ¢ e e e e 23
k. Fill rele of someone admired . . . . . . . . . .. 15
1. Fi1l role of an ideal person . . . . . . . .. .. 12
m. . Social conformance . « v ¢ v ¢ ¢ 4 e e e b e . s 12
3. What strategies did I use when seeking a- job?
s a. Personal contact with employer . .. .. ... .. 63
b. School placement agency . . . + . 'v ¢« ¢ ¢« ¢+ o o . 17
€. Media or trainingauthority . . . . . . . . . . .. 8

aptitude for performing the job. Second, their desires to be indepen-
dent and self-supporting are their griatest needs. And third, they
believe that the best strategy for seekinga job is through personal

- tontact with the empl'gyer.

103
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Advocate Study

Respondents

The thirty-five participants in this study were professional people
associated with work-study and classroom/laboratory training, vocational
education administration and counseling, and curriculum planning and
research in the training of persons with handicaps. The number of persons
by state and place of employment ﬁere: twelve from the Commonwealth of
Pennsylvania; seven from the District of Columbia; three from California,
Ohio and Oregon; two from Delaware; and one each from Kansas, Michigan,
New Hampshire, New Jersey and Wew York (see Figure 6). Fourteen of the
thirty-five participants reported prior experience with handicapped
persons. The participants' experiences by condition of handi~ap were
five with physical, seven with cognitive, one with visual, and one with

auditory.

Results of Survey

The information reported in this section was derived from data collected
at national and state professional education conferences or "invited"
seminars. The participants had been asked to choose the criteria which

they believed should be used when selecting the training setting for

persons with handicaps. Their choicés of criteria are reported in Table 15.
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Table 15
Advocates' Ranking of Criteria Which Should 8e Used
When Selecting the Training Setting

N=35

Re: No. Criteria* %
8 Evaluation 88
21 Quality Control 86
.13 Number of Personnel to be Trained 83
1 Instrumentality 80
22 Reality of Atmosphere 80
2 Availability and Suitability of Physical Resources 77
1 Abilities and Aptitudes .7
7 Disabilities 71
15 Performance of Graduates . 71
5 Cost 68
16 Persistence of Demand for Trained Personnel 68
19 Preferred Learning Modes 63
4 Complexity . 60
3 Capability 57
18 Ports of Entry 57
6 Criticality 54
12 Need to Minimize Training Time 43
26 Uni formity 48
5 Frequency . 43
24 Solicitude 43
14 Passage ¢f Time 40
17 Philosophy and Policy 37
20 Prior Experience 37
23 Screening Device 34
25 State of the Business Cycle 34
10 History and Pragmatism 26

* See pages 91- 64 for descriptions.

The participants in thig study appear to have ranked many of the criteria
in patterns which are similar to those reported in the Authority and Worker
Studies. For example: Evaluation and Instrumentality are at or near the

top of the rankings in each study, and History and Pragmatism and Screening
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Device are at or near the bottom. Further discussion of these results

will be addressed in Chapter V.

Summary

In this chapter tbe results of three sub-studies were reported in
relation to: tirst, the demographic data of the respondents; second,
the nine research questions; and thirds the two research hypotheses. pata
were presented to test eight of the nine research questions and both of
the nypotheses. At the close of the chapter there appeared to be similar
ranking patterns of criteria in each sub-study, and it was clear that
most of the revised criteria were considered to have been used or should
have been used in the selection of the training settings for persons with

handicaps.

15




CHAPTER V
" DISCUSSION

The purposes of this study were threefold. First, to gain expert
opinions about the characteristics of the training settings which were
selected for persons with handicaps. Second, to obtain these opinions
from training authorities and "impaired” workers. Third, to test the
revised Evans et al. criteria and ascertain if the interviewed respondents
perceived that these criteria were or should have been used when the
training settings were chosen for the vocational development of handicapped
persons. fhb;yreceding chapters of this report presented the foilowing.
The first chaﬂter provided the background and statement of the problem
éﬂﬁ the identification of research questions and the research hypotheses
to be tested. In the second chapter, there was a review of the literature
which addressed barriers that hinder the trainiqg of persons with handicaps,
roles of persons with handicaps in contemporary society and an indepth
discussion of the critgﬁjgdgh?ch were assessed in this study. The third
chapter provided information about the design, method and procedures used
in the conduct of the study, and Chapter Four reported the results. This
chapter will summarize the study, report conclusions based on the study,
and provide recommendations for future research.

Summary. In three sub-studies; Authority, Worker, and Advocate, the
research was directed toward gathering information about the criteria that
were believed to have been or should have been used for selecting the

training setting for persons with handicaps.
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In the Authority Study sixty-two training authorities were interviewed

on two different occasions. First, in a face-to-face interview a profile
of the training settings which were used for the training of persons with
handicaps was described, and these criteria used for the selection of the
training setting were identified. Second, in a telephone interview, fifty-
one pf the sixty-two respondents validated their use of the ¢riteria. The
information derived from these interviews provided three major results.
First, on-the-job training and a combination o% training settings were
considered the two most appropriate methods to be used for the vocational
development of persons with handicaps. Second, eighteen criteria were
validated by more than fifty percent of the respondents to have been OFTEN
to ALWAYS USED in the selection of the training settings. These were, in
order of frequency of use: |

Evaluation

Complexity

Disabilities _

Number of Personnel to be Trained

Instrumentality

Preferred Learning Modes

Uniformity

Abilities and Aptitudes

Prior Experience

Quatity Control

Criticality

Capability

Passage of Time

Performance of Graduates
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Persistence of Demand for Trained Personnel

Cost

Availability and Suitability of Phygical Resources

Frequency | _
Third, four criteria were reported by more than seventy percent of the
respondents (under each condition of handicap) to have been OFTEN to ALWAYS
USED 1in the selection of the training setting (see Tables 5, 6, 7 and 8).
These were in alphabetical order:

Complexity

Evaluation

Number of Personnei to be Trained

Preferred Learning Modes

The research in the Worker Study was directed toward gathering information

about the criteria that were believed to have been used for selecting the
training setting of "impaired" workers. All twenty-six of these workers lived
and worked in the state of I11inois and had been employed for twenty-four
consecutive months or longer in their current employment. The majority of
these respondents were workers with physical impairmeﬁts. The respondents’
occupations were viewed as the independenp variable. The training settings
and the identified criteria were viewed as the dependent variables. The two
control variables were viewed as dependent variables. The two control vari-
ables were viewed as handicap condition and tenure.

There were five major results from this study. First, nine criteria

were reported by more than fifty percent of the resp: «dents to have been”




OFTEN to ALWAYS USED in the selection of their training settings. These
weres in order of frequency of use:

Abilities and Aptitudes

Evaluation

History and Pragmatism

Complexity

Philosophy and Policy

Disabilities

Instrumentality

Persistence of Demand for Trained Personnel

State of the Business Cycle

Second, eight criteria were considered to have heen Less Frequently

Used since only thirty-four percent or less of the respondents identified
their use to he OFTEN to ALWAYS USED. These criteria were:
Need to Minimize Training Tine

Solicitude

Availability and Suitability of Physical Resources

Passage of Time
Screening Device
Preferred Learning Modes
Criticality

Capability
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Third, twelve criteria which respondents believed Should Have Been

Used More Frequently were:

Availability and Suitability of Physical Resources

Preferred L .ning Modes

Capabi ity

Criticality

Frequency

Performance of Graduates
" Prior Experience

Instrumentality

Quality Control

Evaluation

Passage of Time

Two important observations should be noted here. First, two of the
nine criteria appearing in the first group (which identified those criteria
which had been used in the selection of the respondents' training settings)

also appeared in the above Should Have Been Used More Frequently group.

They were Instrumentality and Evaluation. Second, five of the eight cri-
teria which were reported as having been less frequently used also appeared

in the Should Have Been Used More Frequently group. These were Availability

and Suitability of Physical Resources, Preferred Learning Modes, Capability,
Criticality, and Passage of Time.

The fourth major result of this study suggested that both the “complex”
and "most complex" job competencies were most frequently developed in set-
tings which were a combination of classroom/laboratory and on-the-job

training.




The fifth major result of this study suggested that a twenty-eighth

criterion has been potentially identified, i.e., the Job Selection Process

should be considered since it guided the respondents of this study into
eventual Job placement and was comprised of (a) a self-appraisal of their
ability, interest, and aptitude, (b) a recognition of needs (independence,
economic, geographical stability,-job accessibility, fulfillment of self-
perceived role, career advancement and stability, etc.), and (c) job
seeking strategies {direct contact with employer, use of school placement
agency, and/or media and training authorities).

The Advocate Study was an attempt to obtain an additional set of

observations and assessments of the criteria. The thirty-five participants
in this study were surveyed at national and state professional education
conferences or "invited" seminars. The results of this study, when

compared with the Authority and Worker studies, provides a majo; result.
60mparing Tables 4, 11 (Column: “"Should Use") and 15, the following patterns
were observed. The Authority Study, Table 4, and the Worker Study, Table 11

("Shuuld Use"}, when compared, show the selection of the following-criteria

by more than seventy percent of the respondents:
Complexity
Evaluation
Preferred Learning Modes

Uniformity

8y comparing the Worker Study, Table 11 ("Should Use") and the Advocate - — --
Study, Table 15, a different set of patterns are observed. Seventy percent
of the Pespondents’ i these two groups chose the following criterial

Evaluation




Performance of Graduates

Quality Control

When comparing selections petween Advocate and Avthority studies (Tables 4
and 15}, seventy percent of these respondents chose the following criteria:
Disabilities
Evaluation
Instrumentality

Number of Personnel to be Trained

When the three sub~studies are compared, based on seventy percent of the

responses, the criterion Evaluation was unanimously chosen.

Conclusions. Several conclusions can be drawn based on ‘the results of =~

these studies. The Authority Study: First, the three modes of training

discussed in this report are affected significantly by the tone of social
interaction among the three principal members of those settings: (1) trainer
vs. trainee, (2) peer group vs. trainee, and (3) trainer vs. peer group.

A cohesive group in a Tearning setting is composed of members who work

together for a commoni interest and are willing to participate in group

tasks and experiences that normally include the anxieties and frustrations
which accompany knowledge processing in human skill development (Stancato,
1979). When training handicapped students for a vocation, the training setting

has been complicated by the training authority's lack of knowledge about how

best to develop the learning environment to create the most effective climate

for instruction-and learning (Bottoms & Scott, 1976). Therefore, training.

‘authorities shouid be aware of the noncohesive poteéntialities of the "alien"

11




training setting that is conceived and populated primarily by the nonhandi-
capped with their own (nonhandicapped) valueé and mores for the training
of persons with handicaps (Weisman, 1976). The investigators concluded
that thesz "interactions" must be assessed before selecting the training

setting. Consequently, Social Cohesiveness/Work Adjustment is identified

to be the twenty-seventh criterion. Second, the training setting chosen

for the vocational development of persons with handicaps must be thoroughly
evaluated if the intended goal of the training is job p]acement; Similarly,
the individual to be trained must be thoroughly assessed. The criteria
identified and quantified in this study provide the professional practioners
who manage and develnp vocational programs for persons with handicaps -a means
to measure the advantages and disadvantages of each mode of instruction.

Now, the method which is the most effective and relevant to the trainee

are potentially answerable.

In the Worker Study several conclusions can be drawn. First, in this

study the respondents were not the "disabled" or "handicapped" workers who
are typically reported in the professional literature as clients or workers
difficult to place in schools andfor the work place. These workers may be

“impaired" in the public eye, but they have demonstrated their ability,

2eal and perseverance to perform to the same work standards as their non-

handicapped coworkers.
Unfortunately, the identification of the factors in their lives which
" “were sufficiently significant to bring them to this juncture goes beyond the
design of this_study. However, the investigator has the opinion that all

twenty-six respondents~had-several common threads running through their
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backgrounds: (1) a strong family support system, {2) an impairment which
was not allowed to “up-stage" their ability to perform, (3) a strong desire
to work, (4) self-confidence, and (5) an understanding of the efficacy of
work. Many of these variables were identified by Koistoe (1961) as

psychological and work habit variables which lead to stccess in obtaining

and keeping jobs.

Second, the training settings for these workers were far above average.
There appeared to be strong 1inkdges from the training setting to the
work place because of the physical resources and capabilities provided by
the training or education agency or because of the workers self-initiated
learning experiences. Whichever source of training provided the 1inkage,
the important fact was that most workers believed the preparation for their
currvent employment occurred in a "combination" setting. It could be
presumed that Fheir employer was willing to hire them because they could
correctly perform the job tasks of the position prior to job entry.
Consequently, their employer had no training investments to make and gained
a "seasoned" employee who just happened to be "different.”

Third, a majority of the workers interviewed in this study (twenty-
two in al1) had had some form of part-time employment before they entered
full~time employment, and thus had had an opportunity to work in real
world competitive enviromments.

Fourth, the criteria were applicable in the decision-making process of
choosing a training setting for the respondents in this study, i.e.,
"impaired" workers. Although it was not proved in this study, the investi-

gators believe that all of the criteria should be appraised when' choosing




the training setting and that the appropriate criteria should be identified
for each person based on personal differences, choice of occupations, and

the available settings for education and/or training.

R

Recommendations and Suggestions for Future Research. The results of

this study have prompted questions that need to be answered if educators,

in both the academic and vocational arenas, are going to be able to make

appropriate decisions about individualized training plans {programs) for
handicapped youth and adults in the future. Therefore, the investigators
recommend that several studies be conducted. First, to survey teachers in
secondary and post-secondary vocational programs, e.g., programs designed
for "pre-job entry,” to ascertain {1) what criteria are presumed to be used
when choosing a training setting for the handicapped student/trainee, and
{2} what criteria should be used and why. The results of such a study
should provide advocates and concerned educators the necessary information
to plan both pre-service and in-service training for educators, parenis,
and employers on how best to train persons with handicaps to increase
job-entry potential and to gain job placement. Second, there is a need .
for a study to measure the effects of advocate or family support er
encouragement upon the trainee’s attitude towards seeking work and inde~-
pendence. The data in this study seem to imply that the workers' self-

percention of ability strongly influenced the workers' attainment of

independence._ Indeed this was the second most important factor affecting
independence. The investigators believe that the experiences of these
respondents in the family unit may have encouragcd them to overcome a

yariety of barriers in pursuit of work and independence. Therefore, the
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study of family. advocate, and other sources of support and encouragement
seems warranted. Third, a major impediment to this study was the restric-

tions .imposed by the Family Educational Rights and Privacy Act (FERPA).

‘EERPﬁ'prevents access to personally identifiable data which would aliow

T

educaf%onal researchers the options of sampling a population, for example,

by ethnicity and handicap (Federal Registers dune 17, 1976). Therefores a

study is needed to find more effective ways of sampling a population, such
as impaired workers, under current laws and regulations.

Fourth, what remains to be explored from the initial purpose of the
study is to obtain definite and firsthand knowledge of how these criteria
vary with the type of handicap. It may be possible to obtain some of this
information from the collected data available from the computer. Additional
information could be gathered from the use of an instrument designed to
show how the criteria would vary with the type of handicap.

Fifth, another study in which the question of the best mix of training
modes (classroom/laboratorys on-the-job, or a combination) can be determined
is through the use of a training mode task analysis of the identified
criteria. Such a program would involve the comparison and evaluation of
the criteria with each of the training modes and a set of tasks common to
a segment of the jobs in which many fimpaired“ workers are employed. A
methodology can be developed in a rather straightforward fashion that
enables the manager/trainer to identify the effectiveness of each criterion
and the training mode used in the development of each task/skill. Such an
instrument could measure to a limited degree the effectiveness of the

criterion and compare one training mode with that of another against tasks




the trainee may be called upon to perform. A study of this form may be a
step towards relating the criteria to the training mode effectiveness and
to the job performance.

Sixth, a future study should try to determine what benefils and
liabilities caused the administrators to take their respective positions
regarding training modes. The effectiveness of the training programs
should be investigated as well as their objectivity. The reasons why the
Job skills can best be learned through the manager's own training programs
need to be investigated. Such a study could lead to further studies about
the potential cost benefits from the application of any or all of the
criteria.

The question of how far the abilities and aptitudes of the handicapped
individual can be developed was not addressed in the study. Seventh, this
is a need to investigate the potentials of persons with handicaps for
achieving higher levels of occupational skills and the training methods that
will best help them achieve these goals -- hopefully through the use of any
or all of the identified criteria.

Efghth, investigate "How do criteria vary with type and severity

of handicap?”
Ninth, develop questionnaires using language that is appropriate to the

population being interviewed.

Tenth, investigate how the use of the criteria differ between educators

who follow P. L. 94-142 {where training is general) and employers who follow-:

the Rehabilitation Act (Sections 503 and 504) and the training is job specific.
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1
Eleventh, by investigation, identify what criteria should be used by

trainees and trainee-related oriented counselors. (These criteria are
not necessarily the same as those used by trainers and trainer-oriented

counselors. )
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Study #
Quest # 35

VOCATIONAL AND TECHNICAL EDUCATION
- _BUREAU~OF—EUCATTONAL-RESEARCH- - e - e —
UNIVERSITY OF ILLINOIS

Geographical Job - Organization
Location: Category: Category:

Name {(last, first, m.1.)
Job Title

Address (when applicable, organization name)

Telephone {AC __ )

Interview Schedule
Contacted: !/ Interview Scheduled: YES NG
Interviewer: - Day and date: ! 4

Time: .
Interview Completed: [/ Location:

Communijcations
Ltr. of confirmation: !/ Ltr. of appreciation: [ 7

Remarks:




Revised
WWzrlme

VOCATIONAL AND TECHNICAL EDUCATION
BUREAU OF EDUCATIONAL RESEARCH
UNIVERSITY OF ILLINOIS

CRITERIA, INSTRUCTION OF PERSONS WITH HANDICAPS

e e+ eun o< {Phase-l-—Questionnaire} — —— -

-t

Backaround Information of the Respondent

a. Job title

FOR OFFICE USE

Quest. # _35__
Study #

Total months in present job

Organization

Respondent category {circle one)

~ Group 0 Counselor. « « « &
~ Group 1 Administrator. . .
-~ Group 2 Trainer. . . . . .

~ Group 3 Employer . . . .
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Handicapping Condition of Trainees

a. Area of handicap:

(1) Physical deficit - loss of ability to move part or parts of
body, paralysis.

(2) Cognitive deficit - mental retardation.

(3) Visual deficit - loss of peripheral vision, restriction of
visual field, blind in both eyes.

(4) Auditory deficit - hard of hearing, deafness with understandable
-sﬁeééh; de&%ﬁégs-aﬁd unable tﬁ speﬁk clearly.

(5) Emotional deficit - mental or emotional illness, history of

treatment for either mental or emotional illness.

(6) Speech deficit - aphasia, articulation errors, stuttering.

(7) Multiple deficit (specify).

b. Level of handicap:

(1) Mitd - capable of independent functioning when provided guidance
and training.

(2) Moderate - usually capable of attaining semi-independent
functioning when considerable training and assistance is provided.

(3) Severe - usually remains dependent, requiring training in al}

areas of functioning, e.g., basic hygiene, language, and social competence.
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¢. Conditions of Trainees (circle ONLY one):

Area of Handicap / Leyel of Handicap

Mild Moderate Severe
(1) Physical 01 02 03
(2) Cognitive ' 04 05 08
(3) Visual 07 08 09
(4) Auditory 10 11 12
{5} Emotional 13 14 15
(6) Speech 16 17 18
{7} Hultiple 19 20 21

Dascription of Training Conducted

Note: The respondent reads the'descriptions of on-the-job training
(0JT) and formal technical training - classroom/laboratory (CL} and
chooses the most accurate description for the type of training provided
including a “"combination" (COMB} when both types of training are used.
Select only one type of training, i.e., 0JT, CL, or COMB.

Definitions:

"On-the-job training" (bJT) encompasses all self-study knowledge

and job experience acquired by a trainee while working at his or her
assigned job.

"Formal technical training" (CL} is traditional or conventional
classroom or laboratory instruction in which the instructor and student
regularly meet at a specific time and place for the primary purpose of

teaching and learning.
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The objective of both of these methods of training is assumed to
be the mastery by the trainee of specific knowledges and skills needed
on a job. In OJT the teaching and learning usually has a lower priority

than producing goods or services, and in CL the production of goods and

services always has lower priority than does teaching and learning

" (Evans, Holter, and Stern, 1876).
CJam

Time interview began: oM

4. Training Provided {circle ONLY one)
a. Type of training provided?
0T, » . 1
tL...2
coms . .3
(12345)

b. What is the training designed to accomplish?
Upgrading current employees. + « . « « 1
Entry training for new ¢ ployees . . . 2
Combination. « « + « ¢ o« o o o o o o+ 3

(12345)
comment{s)




¢c. Training leads

to entry level performance on a specific jeb. . . . . . .. . .

to greater responsibility (progression) on a specific job . .

|

.2

to entry level and to greater responsibility on a specific job. . 3
4

to transfer to a related occupation . . . . ¢« .« e s o . 4. .
(12345]

comment(s)

Training is designed for employment

on the same job and for the same employer . . . « « . v ¢ . o . - 1

in the same occupation, with the same employer, but different

Jobsetting . « v 4 4 v . v L 4 e e e e e e e e e s el

in the same occupation but different empioyer . . . . . . .. . . 3

allof theabove. . « « v« . v s o v o e v o e s s o s 00ass i
: (12345}

comment(s)

e. Is training given by a person who has considerable experieﬁce in
the occupation being taught?
Yes, . . 1
No...2
[12 345}

comment{s)}
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f. The training is provided by
the training station employer?
Yes. . .
No. ..
the eventual employer?
Yes. . .
No .
both of the above?

Yes. . . 1
No o o .2
12345

comment(s}

9. Does the method of training require written materials for the trainee
to study?
Yes. . . 1
No .. .2
{12345)
comment(s)




5. Institutional Criteria
a. Cost:

{1} The average cost of training one graduate is

($)

, [12345)
(2) The training method which is the least cost-effective is

0T, . .1
L. o .2
cos . .3
f12345)
"(3) With adequate financial support the most cost-effective training
can best be accomplished using
L] | PR
cLeo.2
oM . . 3
12345)
(4) Existing financial constraints encourage the use of
0T, . . 1
Ct...2
come . . 3
(12345)

comment(s)




b’

comment(s)

Capability:

{1) The number of qualified applicants for each vacant position

on the training staff is
0T
CL
CoMB
[12345]

L ———
—

(2) The most capabable instructors for training personnel to

accomplish tasks are usually found in

N0 DIFFERENCE . . 4§
[12345)

c’

Philosophy and Policy:

(1) The expectations of your administrator for the success of your

training program are Low . High Unk.

(for 0JT) 5 8

{for CL) 5 8

(for COMB) 5 8
[12345)
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{2} Based on the policy of your organization the type.of

training preferred is

NO PREFERENCE . . 4

123465]
comment{s)

d. Availability/Suitability of Physical Resources:

{1} What percent of the equipment and/or facilities used by the

trainee are typical or identical to those they will encounter on

the job?

Percent of probability

0T
L
coMB___
(12345]

(2) The use of actual Jjob condi£1ons is usually more feasible in

OJT * * * 1
cL * * * 2
coMe . . 3

(12345)] 77

comment{s} 70-79 /K
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Deck 1-2

e. Reality of Atmosphere:
{1} Trainees are trained in a work atmosphere {i.e., breakss
work shifts. etc.) that is typical or identical to the conditions
of the actual job

Percent‘of time 202 1-3|g
0T
cL
Com
(12345)

D ——
D ——

(2) Realism of training can best be created with
or. . . 1
ow...2
com . .3
(12345]

comment(s )

f. Screening Device: B
(1) wWhat percentage of trainees are required to compiete screening
(e.g., security check, physical-psychological examss etc.) before
being allowed to complete/graduate from the program?
Percent
None 108
Unknown 9%

12345] 14
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{2) The use of training as a screening device for both hiring and

promotion can best be accomplished through
oJr. . . 1
cL...2
comB . . 3
(12345)]

comment(s)

9. History and Pragmatism:
(1) Consider the following definitions:
{a) Tradition means "we've always done it this way."
(b) Data means "research indicates that this is the most
efficient way to do it."
{2) An organization which usually uses OJT tends to choose that
method of training on the basis of
TRADITION, . . 1

UNKNOWN, . . .
(12345]
(3) An organization which usually uses CL tends to choose that
method of training on the basis of
TRADITION. . .

UNKNOWN. , , ,
{12345]
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~

{4} An organization which usually uses a COMB tends to choose

that method of training on the basis of
TRADITION. . . 1
DATA . . . . .2
BOTH. ....3
UNKNOWN. . . . 8
[12345]

h. Evaluation of Training:

An appraisal of the quality of training can most economically be

assessed in
0T, . .1
€t ...2
tovg L 3
UNK. . . 8
[123465)

comment(s)




wlde

6. Quality and Speed Related Criteria

a. HNumber of Trained Personnel Required:

(Y) The largest number of personnel (of all types) actually in

training at one time on your site is

Number of Personnel

QT

.
coms___
[12345)
TOTAL___
(2) A large flow of trainees can best be trained through
0T, . . 1
ca...2
oM .. 3
UNK. . . 8
12345]

conment(s)

b. Persistence of Demand for Trained Personnel:
(1) Trained personnel for jobs in this occupational category will

be needed for

years
unknown _ 98
(12345)
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(2) The average annual requirement for trained personnel to fill
jobs in this occupational category is
persons
unknown _ 998
[12345]
(3) A substantial demand for this job skill has existed for
years
tnknown __ 98
[12345)
{4) When trained personnel are required in the job market over an
extended period of time, the best method of training is
1. . . 1
cL...2
coMs . . 3
{1234 5]

comment(s)

¢. Need to Minimize Training Time:

(1) The average number of months to train a trainee is

A1)
cL
coms

[12345]
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"

(2) When time for training is short, best results can be

obtained via
Qr. . .1
cL...2
coMB . . 3
{12315]

comment{s)

d. State of the Business Cycle:

(1) The percent of trained personnel earning a competitive wage

within 12 months after completion of the training received in

your program is

Percent of Personnel

il
cL
COMB
{12345]

D ——
et —
e re—

{2) When the demand for workers is high in this occupation,
training for it can best be supplied through

- G, .
e .. .2
coMB . . 3
[12345)

comment(s)




7. Job Related Criteria

a. Frequency:

(1) 1In choosing tasks to be taught in a training program it is

usual to teach tasks which are performed in a job by almost all

workers and not to teach tasks-which workers rarely perform.

(2) unat percent of tasks taught in your program are performed

on-the-Job by the average graduate? el 1-a|g

percent ?

[12345]

(3) Tasks which are performed on-the-job by graduates at least

once every week are best taught by
0T, . .1
cL...2
coMB . . 3
(12345]

comment(s)

b. Criticality:

(1) The percent of tasks in your training program that involves

risk to or the safety of your trainees, equipment, or facilities is

Percent of Task
0T ___
NONE_108
o
NONE_108
oMs_____

NONE_108
[12345)




comment(s)

-18-

L4

{2) Skills involving high risk may be best acquired through
0JT. . . 1
L. ..2
o . . 3

[12345)

C.

Uniformity:
{1) The importance of having a task performed uniform1y,hi.e., in
exactly the same way by all trainees is

Unimportant Borderline Important Unknown
(in 0JT) 1 . 8

(in CL) 1 ' 8

(in COMB) 1 8

(12345)
(2) Greater uniformity of trainee Job/task performance can best be
attained through

0T, . . 1

cL...2

coMB . . 3

123485

NOTE:

Interviewer has the option of suggesting to the respondent that a

five-ten minute pause be taken at this point.




di

comment(s)

Complexity:

(1) The average number of days required for a traipnee to learn a

complex task to acceptable quality standards is

007

PR

o
oM
f12345]
{2) The method of training best suited for teaching complex tasks
is
0JT. . . 1
cL...2
coMs . .3
(12345}
{3) If the job is relatively easy to learn, the skill can best be
developed through
0J7. . . 1
cL...2
com . .3

12345]
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e. Judgement of Performance of Graduates:

(1} Assuming that graduates of this program are receiving a
competitive wage upon employment,
(a} how many months after employment are handicapped
graduates usually promoted to a higher statuz job?
months
unknown_ 98
i12345)
(b) what percentage of all graduates are promoted to a
higher status job after cited period above?
percent
unknown__ 998
. [12345]
(c} what percentage of handicapped graduates receiving 0JT
are promoted to a higher status job after cited period above?
percent
unknown__ 998
[12345)
{d) what percentage of handicapped graduates receiving Cl
are promoted to a higher status Jjob after cited period above?
percent
unknown__ 998
(12345
(e) what percentage of handicapped graduates receiving coMB
are promoted to a higher status job after cited period above?
percent
unknown_ 998

i12345}
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L4

(2} Which training method produces the most competent employees

after ¢cited period above?
1 1) R | 1
ctL...2
coms . .3
[t2345] 62

comment(s)

f. Passage of Time:
(1) wWhat percentage of trainees who have completed training are

retained in the training program because an actual job is not

readily available?
percent
none _ 108
unknown__ 998

f12345] 66

(2) The usual time interval between completion of the training

program and actual job placement is
days
none 1008
unknown_ 9998

f1 2345) 71
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(3) An unacceptable loss of potential job efficiency otcurs when
the time interval between graduation and actual job entry exceeds
a given period of time. The loss of job efficiency for your
graduates occurs after
days
unknown
(12345]
{4) Wnat percentage of graduates have experienced this loss gf
job efficiency?
percent
none _ 108
unknown__ 998
(123405] 79

(5) What percentage of skills require retraining because of this

003 13D
U

time interval?

)3
percent

=5
none 108
unknown__ 998
[12345)
(6) Graduates do not require (or seldom require) retraining because
of this time interval, when they receive training via
0JT. . . 1
CL...2
coms . .3
f{12345)
comment(s)




Instrumentality:

{1) The percent of tasks that your graduates will be expected to

perform that require skills in reading, computing, and/or

speaking is
percent
none _ 108
unknown__ 998
{123 45]
(2) Jdob tasks which require basic educational skills are best
taught through
. 1
&L ...2
coMB . . 3
[12345)

comment(s)

h. Quality Control:
(1) The average time required for a trainee to learn to produce
work of acceptable quality using the OJT method is
days
unknown_ 998

[12345)
[Enter data on p.
using the CL method is p. 30, Col. Codes
525 - 528.]

deys 2¢=21
unlrewr—S08—

—_— 3 22
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using the COMB method is ~
days
unknown 998

(12345

(2) Training for producing work of acceptable quality in your

agency is
Difficult Borderline Easy Unknown
(via 0T) 1 5 8
(via CL) 1 5 8
(via COMB) 1 5 8
[12345)

comment(s)

i. Ports of Entry:
(1} In which jobs for which you provide training is the trainees
entry into the job controlled by a licensing board or agency?
None, skip to Q. 8. . . {998]
(a) Job:

OTC:

(b) Job:

0TC:

(c) Job:

[12345]
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(2} For each such job does the agency regulate the amount of
training required for job entry?
{a) Jdob :

No .. .
Unk. . . 8
(12345])

(3) If an agency specifies the type of training, which do they

specify for each job?

(a) Job:
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{b) Joh:

{c) Jdob:

(GTC:

7. . .1
L. .
COMB . .
UNK. . .

.
(3]

-~ w

comment{s}

forc:

I
M7, . .1
eL...2
coms . . 3
UK. . . 8
(12345}

8. Trainee Background Criteria

a. Preferred Learning Method{s):

{1) Which training method is preferred by the trainees for learn-

‘ing the skills of the job?

07, . .1
ctL...2
coMs . . 2
UNK. . . 8
(123 45])

138

Deck 4

6163

3

63=57

L]

69

7%

71



comment(s)
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¢

(2) Which training method have you preferred for learning the
skills of your job?
0JT1. . . 1
cL...2
oM . .3
UNK. . . 8
(12345]

b.

Disabilities:
(1} Trainees with physica) skill deficits can learn to mastev
tasks better through
oJT, .
cL .

1
2
coms . .3
UNK. . . 8
(123451

{(2) Trainees with cognitive skill deficits can learn to master
tasks better through
0JtT. . .
cL ..
coMs . .
UNK.
f12345]
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*

(3) Trainees with visual deficits can Tearn t0 master tasks

better through
or. .. 1
L. . . 2
coM8 . . 3
UNK. ., , 8
[12345]

(4) Trainees with auditory deficits éan learn to master tasks

aolh 1-3|D
U

better through P
oJT. . . 1
L. ..2
co . .3
UNK. . . 8
(12345]

(5). Trainees with multiple deficits can learn to master tasks

better through
17 ) PR |
L. ..2
coMs . .3
UNK. . . 8
[12345]

comment(s)




c. Abjlities and Aptitudes:

{1} Trainees who acquire skills slowly can be best trained to

perform tasks of this job through
0T, ..
L. ..2
coMs . . 3
UNK. . . 8
[12345)

comment(s)

d. Prior Experience:
(1) The percent of job reicvant task performance behaviors which
the "average" trainee has before entering

{a) Unknown, skip to 8d{2). . . 998

(b) 0JT training is . . .percent .

none_ 108
{c) CL training is. . . .percent

none_ 108
{d) coms training is. . .percent__

none 108

(12345
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{2} Trainees that have these pre-training performénce behaviors

can best be trained through
1)) FR |
.. .2
oM . .3
UK, - « 8
{12345

comment{s}

o .+ uS1ng the cL method is
days
unknown 998

12345 s
29-79/BK

.Oli

——

-

{FOLD/CLIP-OFF HERE)
RESPORSE CORFIDENCE COBT
2 3 5
Changed Refused




APPENDIX B

TRAINING AUTHORITIES QUESTIONNAIRE
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VOCATIONAL AND TECHNICAL EDUCATION
Revision BUREAU OF EDUCATIONAL RESEARCH
4/28/80 UNIVERSITY OF ILLINOIS

I

For Offifce Use
‘ Quest. #
Study & 335

VALIDATION OF DECISION-MAKING CRITERIA
(TRATNING AUTHORITIES)

- Questionnaire-

Section I - Administrative

1. Hame (last' firs:’ m.io}

2. Geographical Location { ]

3. Respondent Category: 4, Condition of Trainees' Handlcap:

Group 0 Counselor B Physical 1
Group 1 Administrator. Cognitive 2
Group 2 Trainer . Visual 3
Group 3 Employer . Auditory 4

5. Type of Training Provided:

On~t hc-j ob P L 1
Classroom/Laboratory. . . . . . 2
Comb ination L T T L ) 3

6. deflinitions:

"Training" is the minimum acceptable personal development required for job
placement or job advancement. It involves the place, time and methods that are
essential to develop physical and mental skills, knowledge and attitudes.

"On-the~job training” (0JT) encompasses all knowledge and job experience
acquired by a trainee as a result of working at her/his assigned job.

"Classroom/laboratory training” (CL) s traditional or conventional ¢lassroom
or laboratory instruction in which the instructor and student regularly meet at &
gspecific time and place for the primary purpose of teaching and learning.

"Combination" (COMB) i1s both OJT and CL methods used together for individual
developrment.

"Jandicapping condition":

Physical - 1oss of ability to move part or parts of body.

Cognitive ~ mental retardation. -

Visual - loss of peripheral vision. restriction of visual fleld,
or blind in both eyes.

duditory - hard of hearing or deaf in both ears, deafness with
or without understandable speech.




BERI
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Section II =~ Criteria for Placement of Persons with Handicaps in a Specified Training Setting

Listed alphabetically in this section are the “decision-making'" criterio which administro-
tors, counselors, employers and instructors have reportedly used when determining the place~
ment of persons with haondicaps in the "least restricrive” vocational training setting. Please
evoluate each criterion by circling the numerical value on the seven-point scple which indicates
the extent to which you use the criterion when selecting the training setting for persons with
handicaps. For example:

Yery Not Hot Very
7 Always 6: Often Somctimes 3: Often 2: OFten 1: MNever

Used Vged Used Vsed Vsed Used

Hence:
a given criterfont . . . . 4 . 4 e s e e 0w s 7:_@_5:_4:_3:_2:_1:_

A gelected position of “6" means that you very often use the criterion.

Hot
Criteria Used 7:_63_5:_4: 33 _2:_l:_ VUsed

Abilities ood Aptitudes « the choice of troining method has
often been detemmined by the abilities and optitudes of
trainees. The expected development of individuals in a
specific aptitude is cconsidered by most experts te be an
educated guess. Consequently, this makes difficult the
cheice of training methods for individuals according to
their abilities and aoptitudes . . . . « ¢ & + &+ ¢ o + + & »

Atmogphere (Reality of ,..) ~ creation of a simulated work
sctting where factors pertaining to the pressures of the
work site such as development of attitudes toward shift
work, performing work on holidays, working under pressures
of anxiety, ond responding to job envirenmental pressures

of too little time, and too many demands. « . 7: 6: 5: 4333 2:1: PP

Business Cyele (State of ...) - the extent to which the

economy is able to support full employment for all those

desiring to work. "The health of the economy affects

everyone, but the impacts are greatest for the groups in

the labor force that are least prepared for or capable

of work and least desired by employers.” {Levitan &

Taggart, 1977, P. 95) . . . . o . 4t ot e e s e e e 73 6:_5:_b: 33 2:_1: '
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ot
= Used

Criteria ised 7:_6: S5:_&: 3: 2: 1:

Capability - paximun oumber of personnel who can be in
training at any point in time without eausing "unacceptable"
degradation in the quality of skills attalned and without
causing “unacceptable” loss in productivity . . . . . . .

Complexity - most teachers/instructors believe there are
twoe najor components to learning diffieulty: £irst, the
diffieulty of the task and second, the difficulty of
learning due to trainee characreristies. For example:
complex rasks are usually more diffieulr to learn beeause
of the importanee to marry principles and proeedural
sequences while developing moror skills . . . . . . . ..

Cost - relaring to faeilities, personnel, resourees,
materials, equipments etes. o « « 4 4 4 4 v 4 4 4 e e . . 7:_6:_5:-_&:_3:_2:_1=_

Criticality - for example, if a task must be aceomplished
in an emergency and if the probability of being able to
perform the task adequately without training is low, a
major question may be which method of rraining will best
prepare the trainee to perform essenrial skills under
high rvisk eonditions. « + . v + o 4 4 v 4 4 w4 e 4w a .

Demand {Persistence of ... for trained personnel} - the
long~term job requirement for trained workers may influenece
the use of one rraining setting over another. . . . . . . . Ti_63_5:_ b3 32 2: 1:

Disabilities - it ls believed that a trainee's type of

disabiliry will have a significanr influence upen the

lenpth of time required ro attain a desired leval of

eompetence. Therefore, the choice of training setting

will be influenced by rhe trainee’s handicap. . . . . . . . 7: 61 53 4:

Evaluatlon - Appraisal of the quality of training
provided during the course of insrruction . . . . . . . . . 7: 6: 52 &: 3: 2: 1:_

Frequency - tasks thar are performed frequently by most

job incumbents at a given skill level are prime candidates

for inclusion in most training programs, and conversely,

tasks that are performed infrequently, should be

eliminated from some Ctraining programs. . . . . . &+ « . . . 7s_6: 53 _h:_33_2: 11

History and Pragmatism - empirical data are seldom used

when deciding whether to teaeh a competenee on=the-job

or in a classroom/laborarory setting. Some tvaining

authorities use their experienee in deeiding which train-

ing method to use in a partiecular case. However, there

are authorities from the other "camp" who chose the train-

ing method based on tradition,i.e. “they had always done

IE that way". « « « 4+ v v 4 e v e e v a e e s 4 e 7:_6: S51_b: 31 2: 15

Q

ERIC
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Criteria Tr b Bt be 3 2 Ns o4

Instrumentality - refers to skilis in reading, computing

ond comuunicating which are difficult to teach in con-

jJunetion with most oecupational/vocationai training

programs. The kinds of jobs whieh will be availabie to

the trainee should be onalyzed to determine which adjunct

gkills are necesgaty for further leorning or for adapting

to job eha‘l‘lges. P T I T I 7:_63_53_‘.:_3:_2:_1’_

Learning Modes (Preferred .,,) - the trainee's preference
for & gpecific method of training to oequire speeified

competeneies should be taken into eonsideration when the
eireumstonces permit, o o .+ v 4 4 4 4 4 4 4 e 4 e w4

Passage of Time - the time intervai between completion of
training and the initiol performanee ot work may have an
impaet on qualitative, long-term performance on-the-job.
Some researchers have generalized that handicapped train-
eces who reeeive omthe-job training seldom require re-

training, regardless of tipe interval between training

and placesient . . . ¢ v 4 4 4w 4o e e s e e e e

Performance (Judgment of ... of graduates) -the

preference of one training method over another may

be determined by the performance of graduates after

placement on-the=Job. . « v « « & ¢ v 4 4 e s e s e e Ts_63_53_h: 33 21 _1:

Personnel (Humber of ... to be troined) - the number of

trainees that fiow through a course or courses of instruction

nay be affected by trainee omd instructor time, use of

equipment, materiois and facilitdes . « « « « 4 « v o 4 4 o 71 61 5 43 3: 21 i

Policy (Philosophy and ...) - institutions's philosophical
beiiefs, past experiences, fads of the tise, and/or
"because it seemed to work" policv. . . L ... 0oL 7s_6: 51 4s 3:_2: 1:_

Ports of Entry - some occupationai entry is eontroiled
by state/federal licensing boards and the amount and
method of training is regulated by these oagencies . . . . . Ti 62 51 4 s 23 1z

Prior Experience - strongly related to the amount of time
& person requires to learn Job rasks is the omount of
prior experiences s/he hos had in acquiring job relevant
behavior, + v v v v 4 4 4 s e e b s e e s e e s s s

Quality Contrei ~ IEP decision-makers have an interest in

making the appropriate choices aming the skill development

gources to insure there iz a bigh degree of probabilicy

that the trainee will learn to produce work of acceptable

quality in a rcasonable period of time. . « + + v v & . W T:_ 63 51 42 3: 2: 1t

ER
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s B: 5: 4: 3z o: 1z Yot
Criteria Vaed 7: 6: 5: &:_3:_2: 1:_ Vsed

Resources {Availability/suitability of physieal ...)
- acquisition and use of subatitute cquipoent and
conditions which simulate the envitonment which will
be encountered on-the-job

Screcning Device - in some Job ttaining programs time is
allocated for che completion of sccurity checks and for
assessing the reliability of the trainee's performance

in g1fficult situations which arisc infrequently on-the-
ob : T:_6:_5: 6:_ 3 _2: ki

Solicitude - handicapped trainees, depending upon

prior training and experience, oay seck or ask for more

support than thelir handieap appears te warramt. Normally,

this over dependence is due to excessive ¢are or concern

by others in the past. Authorities choosing the train-

ing setting must veligh this facter in their decision-

making process T:_6: S5: &:_3:_2: 1:_

Time (Need to minimize training ...) - most instances
dietate a need to minipize training time, for example, when
"the demand for trained personncl far exceeds the supply”™.
Consequently, the trainin® method chosen may impact upon
the amount of time allocated for developing an individual's
gkille

Uniformity - trainces can be required to learm all types
of tasks they aped to perform on-the-job, but the pethod
of training which best prepares the trainee to perform

these tasks in a standardized oanner must be considered.

Conment{s)

END OF QUESTIOHWNNRALIRE

= Interview Record -

/80 Interviever

Tinc:

{End)

{Began)

Elapsed time:

PAFullToxt Provided by ERIC




APPENOIX C

WORKER QUESTIONNAIRE
(Face-to-Face Interview)




Revision 01/07/80 - 111 Investigator's
Cover Page

Study § 13%

fuest #

VOCATIONAL AND TECHNICAL EDUCATION
BUREAU OF EDUCATIORAL RESEARCH
UNIVERSITY OF ILLINOIS

Geographical Job Organization
Location: Category: Category:

Handicap
Category: Race/Ethnic Period of
Category: Employment:

Mame {last, first, m.i.}

Address
Telephone (AC

Source of Homination:

Anecdotal Enformation:




Geographical
Location:

Name {1ast, first, m.i.)

Job Title

COVER
PAGE

Study # 135

Quest #

VOCATIONAL AND TECHWICAL EDUCATION
BUREAU 0f EDUCATIONAL RESEARCH
URIVERSITY OF JLLINOIS

Job Drganization
Category: Category:

Address (when applicables oroanization Name)

Telephone (AC ___ )

Interview Schedule

Contacted: N Interview Scheduled: YES NO

Interviewer:

Day and date: !/

Time:

interview Completed: !l _/ Location:

Communications

Ltr. of confirmation: I, Ltr. of apprecfetion:

Remarks:




FOR QFFICE USE
Quest #

Study # 335

VOCATIONAE ANO TECHNICAL EDUCATION
BUREAL OF EDUCATIONAL RESEARCH
VUIVERSITY OF ILLINOIS

CRITERIA {DENTIFIED BY HANDICAPPED WORKERS
FOR THE SELECTION OF THE TRAINING SETTING

- Questionnaire -

1. Background fnformatfon of the Respondent

2. Job title

b. Total months in present job

¢. DOrganization

d. Organlzation address

Handicap uf Respondent {circle ONLY one)
Acea of Handicap / Level of HandicaP
Hild Moderate Severe

Physical ]| 02 03
Cognitive 04 05 06
¥isual 07 08 09
Auditory 10 13| 12
Emotional 13 14 15
Speech 16 17 18
Heltiple 9 20 21
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3, The type of training you received was {circie ONLY one)

W,
. .
Comg.
{12349

comment{s}




e

4. Training Method: (circle, but do not ask) OJT C% CO%B
1

5. Training Provided

a, What was this training designed to accomplish?
{1} Upgrading your job competencies. .
{2) Entry training for your job
(3) Combination of (1) &{2) . ... ..
(4) To develop work habits . . ,
(5) To maintain job proficiency. .
(¢) To develop job and social skills .

comment(s)

b. This training led
(1) to entry level proficiency on a specific job
(2) to greater responsibility (progression) on a specific

job¢00-0-000.0000.0-.00--00000

(3) toatrapsfertoarelated job. .. ... .. ... .. 3
{4) to entry Tevel proficiency forany job . . + + + + + 4 » 4
12349

coment(s)




<5

¢. This training was desioned for employment
{t) on th: same job and for the same employer. . . . .

(2) 1n the same job, with the same employer, but
different job setting. . . . . .+ o o0 o o e

(3) 1in the same speciality but different employer. . . . . .
(4)1nanyjob’0‘0000000000000-000.
na

coment(s)

d, Wes the traiuing given by a person who had
{1) experience in the job skills . . . . .,
(2) no experience in the job skills. . . .
(3) experience in the work habit skills. .
{4) no experience in the work habit skills
(5) experience in the social skills. . . . .

{6) no experiénce in the social skills . .

(7) experience in job placement. ., . .
(8) no experience in job placement . ,
(9) experience in testing. . .. ...
(10) no experience in testing . . . . . ..

comment(s)




w6

2. The training was provided by

{1) the training station employer. . . .

{2) the eventual employer

(3) a sheltered workshop . . . . .
a public/private schogl. . + . . . .
the training station employer and eventual employer
the eventual employer and a sheltered workshop . . ., . .11
the eventual employer and a public/private school. . . .12

the training station employer, eventual employer and
a public/private school PR &

12345 »

comment(s) 73-79/bk

i

f. Which of the foliuwing generic skills were you required to perform?
(1) Mathematics skills
I-lread. . ..ol
-2 write. . ...
I3coumt. . .. ..
(2) Communications skills
2=1 Viteral comprehension in reading . . . . P

2-2 fluency and idea organization to construct phrases
and sentences in writing and speaking. . . . . . ., . 5§

(12349
coment(s) WHY?




6. Institutional Criteria
a. Cost:

(1) Tre cost of specific training for your job was incurred by
~{a} you (or benefactor, e.g., parent)
{6} the training station employer. ., . .
(c) the eventual employer.
(d) the public/private school. . . . . ..
(e} you and the training station employer. . .
{f} you and the eventuzl employer. . . . . ..
{9) you and the public/private school. . . . .

(h) the training station employer and eventual
mpl oyer - - - - - - - - - - - - -

i) the training statfon employer and the
public/privace school, . . . . ¢« . 4 & v o 40 e L.

12349

comment{s)

(2) With adequate fimancial Support which do you believe would
have been the most preferred training method {setting)} to
prepare you for your current job? ot !

CL--.Z
cB . . 3
12349

coment(s) WiY?




b. Capability:

(1) How current was the instruction you received via 0JT?
out of date current well advanced  no opinion
1 2 3 4 5 8
) 12349
How current was the instruction you received via CL?
out of date current well advancad no opinion
1 3 5 8
(12349

THE JT instructor{s) who tratned you for the skills
required in this job wera

somewhat
unqualified qualifiad qualifiad no opinion

1 2 3 5 8
(t2349]

The CL instructnrgs) who trained you for the skills
required in this Job were

somewhat
unqualifiad  qualifiad qualifiad no opinion

1 2 3 5 ]
(1t 2349)

Which training method options were offered by the
training agency(ies)? ot

cL.....

-
! PR

UNK. .. ..8
. [12349]
Which additional role(s) did your instructor fulfill?
{a) st line supervisor. . . . . . .+ . .. .1
(D) Cosworker. . . + v v i i o o o v o s + 4 o2
(c) Tratner-instructor . . . + . . . ¢ ¢ 4. .3
{d) Familymember. . . . . .+ o . vu s .. .8
{e) Unknown. . . . ... ... ......

. .8
12349
{7} Hhieh training method was preferrad based on the
capabilities of the training agency(ies%?

{12349)




C.

Ph¥losophy and Policy:

{1} The expectations of your instructor(s} for your performance
in this training program were

Tow medium high unknoan
1 3 5 8

(123469}
comment(s)

(2} The type of training preferred by the training agency(ies)
for developing your skills was !
OJT. - -

L., .2

coMs ., L3

UMK, . . 8

23489}
comment{s}

Availability/Suitability of Physical Resources:
(1} How do you think the equiPment and/or facilities used by you
during your training compares to those you found on the job?

ne opinion
warse the same better or unknown

1 3 5 8
(12 349]
coment(s) (if other than "3" and "8" explain.)

(2) To what extent did your task and job behaviors during training
compare to those required of you on the job?

very no opinion
the same different different or unknown

1 3 3 4 5
coment{s} (if other than "1" and "8" explain.}

8
12349
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{3} The best physical resources for your training was
wT cL CoMs
1 2 3

(12339]
comment(s)

e. Reality of Atmosphere:

{1) To what extent was your training conducted in a work
atmosphere (i.e., breaks, work shifts, etc.} that is typical
or identical to the conditions of your job?

very no opinion
the same different different or unknown

1 3 5 8
(12349

(2) How important would it have been for you to experience
typical or identical conditions of work in preparation
for your job?

no opinion
not necessary desirable essential or unknown

1 3 5 8
(123439]
comment(s} (if other than "1" and 2%, explain.}

(3} The most realistic work atmosphere for your training was

0T ct. coMe
1 2
12349




Screenino pevice

{1) Were you screened {e.g., security check, physical-
psychological exams, ets.) before being allowed to
complete/graduate from your program of training?

Yes. . . 1

Mo . . .2

Unk, « . B

123489]
How important to the employer was your previous training
when you were considered for this job?

no opinion
not necessary desirable essential or unknown

i 2 3 5 8
(12349

commentfs) (if other than "1" and "8", explain.)

Is there/was there 2 requirement that you successfully
complete a specified training requirement before being
considered for promotion on this job?

no opinion
not necessary desirable essential or unknown

1 2 3 5 8
(12349]

comment{s) (if other than "1" and “8", explain.}

Ristory and Pragmatism:
{1) Consider the follewing definitions:

{2) Tradition ma2ans "it has always been done that way."

{b) Data means “research indicates that this is the most
efficient way to do ft or job market reports indicate
a specified entry leval of proficfency.”




(2)

-12-

If you were given the oPportunity to choose the training
setting for preparing yourself for this jab, what would
influence your decisisn the mgst?

no opinion
tradition combination data or unknown

1 2 3 4 5 8
1231409
8ased on your knowledge and experience in this job what

method of training would you have recommended for yourself
prior to entering this job?

LA PO

€L ...2

coMg . . 3

HO oPINION . . 8
g

(123449

commant (s}

Evaluation of Training:

(1) During your training which performance skills were
expected of you (i.e. you were required to perform
these tasks satisfactorily)?

{3} Datly 1iving skilis:

dapendable and peliable
neat and clean
self-toflet

transport self, {ndependently 13
unknown, don't know . . . 98
9]




(b) Social skills:

relate to others . . . . . . 1
passess a social philosophy on "acceptance" 2
courteous, appropriate behavior. . . 3
exercise self-control. . . . ., . . ... .. .. @&
ful £i11 obligations. . . . .
adjust to environmental circumstances. , . . , .. 12
loyal and' trustworthy . . ... 13
unknowns don't know . . . e e e o
91

Work skills:

on time for work.
maintain attendance , , ., . .
communicate clearly and accurately with others. , .
follow directions . . . . . . ... ...
demonstrate perseverance. , , , . . .
complete assigned tasks satisfactorily
unknown, don't know , . , ., . . ..
12349

comment(s)

e

{2) 1In which training settingls) were these skills assessed?
{a) Datly 1iving skitls:
/) I |
tL.....2
coe ... .3
URK. . . . . 8
12349

L]




{b) Social skills:

cL. .

coMs .

1} SN
n

{c) Work skills:

commant(s)

7. Quality and Speed Related Criteria

a. Humber of Trainad Personnel Required:

(1) The largest number of trainees actually in training at
one time when you were in training was:

Number of trainses

Unknown 999

(12349 ‘::”;ax

sola l'slg
P

{2} Considering the mnumber of trainees in your program which
method of training would you have greferrad?

[+ 1 PO | .
cL....2
coMs , . .3
tio opinion.8
(12349
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b, Persistence of Oemand for Trained Personnel:

(1) Based on your knowledge, Persons with your type of training
background will be needed for this type of job

seldom periodically frequentiy unknown
1 3 5 8
(12349)

(2) The average annua) demand for persons with your training to
£fill jabs of this type is

tow medium high unknown
1 3 5 B

(123449
conment(s)

¢. MNeed to Minimize Training Time:

(1) What was the average number of months to train a person in
Yaur jab skills?

Number of months
Unknown _9998
(12349
(2) If the period of time for your training had had to be reduced,
;gggh method of training would have best prepared you far your
11F) PR
cL. ....2
coMg .- . .3
WK, ... .8

(12349
comment(s)




166
=16~ Deck 3
d. State of the Business Cycle:
f1) Twelve months after completing vour training were You earning
& competitive wage, i.e., 2 wage commensurate with your skiiis?
: '. YES. PO ] 17
Mo. . ... 2
k. ... 8
12349 e
o
: (2) If yes, what was your hourly wage rate {e.g., $1.00/hr)?
. wage rate: .22
8, . -
& "known 9948
. . {12349] 23
4 § {3) In your cpinion, if there were a high demand for persons to
> - £111 jobs similar to yours, in which training setting would
) - tl:ey get the most essential training in the Teist amount of
Sime?
’ 0T, . . .. 1 2
. e ..... 2
coMe 3
:" L ' N0 OPINION . 8
) 2%
A 12349}
. comment({s)
L
v
by
-~ 4
r:‘” :
. '”_‘1 .:
4 -
- *a

17y




8. Jab Related Criteria

a.

b.

Frequency:

{1} 1In choosing tasks to be taught in a training program it is
usual to teach tasks which are performed ir. a job by most
workers and not to teach tasks which workers rarely perform.

(2) To what extent did the ski11 tasks taught in your
program compare to those required of you on the job?

very no opinion
the same different different or unknown

i 3 § 8
(12349

comment(s) (If other than "1* and ®8", explain)

(3) The tasks which you perform on your job at least
once every week are easier to recall and perform
when taught o

JT. .

coMs . ... .3
No Opinion . . 8

s

{12349]

corment{s) (If other than “8", explain.)

Craticality:

{1} The potential safety hazards or the risk to injury or damage
in your training program to you, the equipment, or the
facilities was
low medium high unknown

1 3 5 8

(rz349]
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{2) If your job had subjected you to potential safety hazards or
risk of injury, which training method do you believe would
best prepare you for the hazards of your job?

OJTI Ll L] L] L] ]
cL - - 1] L] L] 2
M8 , ., ..3
NO OPINIDN . 8

(12349}
comment{s)

¢, Uniformity:

(1) During your training, how much emphasis was placed on job
tasks being performed exactly the same way everytime?

un important borderline important unknown
1 3 5 8 i
{12349 3

If & requirement of uniformity had been a competency to be attained
in your training, which method of training would you choosz to
develop this skill?

(%) AR
Lo vn oo
CoM8 . . . .3
M8 DPINICN . 8

(12349




d. Complexity:

(1) In your training program how many days did it take fur you
to learn a complex task to acceptable, quality standards?

number of days:
unknown _ 998
(1234249]

{2) If given the choice, which method of training would you have
chosen to learn the most complex task{s. of your job?

1.V) PURNRR
tL.....2
coMg . ... 3
NO OPINEQN . 8

(12349]

(3) Which method of training would you have chosen to Tearn the
least complex task(s) {easy to learn) of your job?

Wr. . L. L]
eth.....2
coMe . .. .3
NO OPINION . &

123491

commen=(s)

e, Judgement of Performance of Graduates:

(}) Upon wenpletion of training and the attainment of 2mployment,
how many months after emPloyMent were You promoted to a higher
status job or received a2 wage increase due to your performance?

number of months 7

unknown 98
(123409




=2(0=

{2) Using your peers as a measure, did these fellaw workers
receive their promotions in a simflar perfod of time?

Yes, . . . , 1
N .....2
Unk. . ... 8
12349
Based on your experfience which training method would you have
praferred to 2ttain tne maximum level of competency in the
period specified (re: Q. 8e(1))?
111X PR
tL.....2
oMB . .. .3
NG DPINION . 8
12349
comment( s)

f. Passage of Time:

(1) were you retained in your training program because a job was
not readily available? '

Yas. o .. o
Bo oo ov o2
Unk. . ... 8

12348

{2) wWhat was the time interval, in days, between the completion
of your training and job placement?

Number of days

Unknown _ 9998
123439}




-2l- Oeck 4

(3) [If immediately employad. 90 to next question, Q. 89, £. 22.)

What prevented ynu; immadiate employment afier training?

a. Family sheltering. .
h. lack of selt-courage . .
c. lot aware Of how to seek employment. . . .

d. Lack of encouragement by hiring authorities
in community . e e e e e e e e e e

e. Employmeni in your fisld of interest was
not available. P -

f. Ho enployment of any type was avaiiabie. I 1
f(12349]

(49 An unacceptable loss of potential job efficiency occurs wien
the time interval between graduation and actual job entry
exceeds a given period of time, 04a you experience a loss of
job efficiency upon empl. :rent?.

Yes. . . . . 1
HOOO -+ .2
unk”” 38

12345}

Using your peers as 2 measure, did your felluw workers express
2 similar experience?

Yes. . . . .13

No.....4

Unk. . . .. 8

f(123489]

(8 which job skills were affected the most?

None. . . ... .1

Complex . . . . .2

fasy to learn . . 3

Unknown . . . . . 8

{12349]
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{7} If the time interval between training and work actually makes
3 difference in your job performance, which method of training
would You have preferred to best retain your job skill
proficiency?

0T, . .. . 4
cL - = - - 35
coe . ...6

NO OPIHION. . 8
12349

comment{s)

Enstrumentality:

{1) Tne percent of tasks you are expected to perform that require
skills in reading, computing, and/or Speaking is
8 - 99.
60 - 79,
40 - 69,
20 - 39, ..
03 - 19, .,
(12349}

(2) which method of training would you have chosen to acquire
basic educational skills to perform your job?

coMB .. ..
(12349) 7

comment(s)

79/BK

s 1=3,D
"l

3
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h. Quality Control:

(1) After employment the average time in days required for you to
learn to produce work of acceptable quality was

to. of days _ v

Unknown 9998
(12349)] s

(2) In this job the requirements for producing work of acceptable

quality is
difficult borderline easy unknown -
1 2 3 4 5 8 *
(12349 10
coment{s}
i. Ports of Entry:
(1) Which method of access was used in your placement?
- it
3, Department of Rehabilitation Services. . . . . .. 1] " .

b. Sheltered workshop . . . . . . e e e e N 1 4
€. Public school placement office . . . . .. . . . .03
d. Private placement office. . + . + + . + + + .+ » 04

State/Federal placement office . . . . .. ... .1
f. Media (e.9., radio, TV, newspaper, magazine} . . . 12
9. Referral by a training authority (Explaint). . . . 13
h. Personal contact with employing authurity, . . . . 14
To Unknown. & o ¢ v o ¢ v ein v v 6 o s s e a o v . .98

(12 349)] i3
{2} Upon completion of training were you certified (awarded

3 certificate or diploma) to indicate the completion/
attainment of a specified skiil/vocation?

N Yes. . .. . .1 e
Mo . .....2
2 Unknown. . . . 8
P>, 1s
% (123409

185




9,

2=

(3) 0Did a ticensing board or agency control your entry into
this job?
Yes. . . . 3

o .. .. 4%
Unknown. . 8
12349}

{Note: If response is “4" or "8, skip to §. 9.}

(4) 0id the board or agency regulate {determine) the amount Of
training required for job entry?
Yes. . . .1

Ho .. ..2

Unknown. . B
[123489)]
(5} If an agency specified the method of training, which did
they spacify for your job?
[15) R |
e&L....2
coMB . 3

nz=3a09

comment(s}

Respondent's Qccupational Decision-Making Criteria

a. Which placement means gave you the greatest feeling of
independence during your job selection process?

(1) bepartment of Rehabilitation Services

(2} Shelteredworkshop . . . . . . . . .. o0 v o 02

(3} Public school placement office .

{4) Private placement office

(5) State/federal placament office

(6) Media (e.9.. radio, TV, newspaper)

{7) Referral by a training authority

B} Personal contact with an employing authority . . .

(9) a. . .98
[V2349]
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b. Prior to choosing this job/occupation to what extent did you
explore other opportunities in the job market?

no
passive average active opinion

1 3 5 -8
(12349

comment(s)

What factors were essential elements in the decision-making
process when this job/occupation was chosen?
ability. . . .. ... .1 t7 geographical stability. . . 1
accessible . . . . . . . 2¢  jindependence. . 12
aptitude 23 interest y ce o 13
career advancement . . . ¥  pole of an fdeal person . . 14
career stability . . . . it role of someone admired . . 15
economic need 32 self-perception of role . . 16
family needs 33 social conformance

social interaction. . . . . 18

23409

comment(s)

d. To what extent were you aware of job incentives, e.9., dependent
and/or retirement benefits, insurances, vacations, etc,, prior
to your first employment?

: very
Unin formed informed informed unknown

1 3 5 8
f(12349]

comrent(s)




26w

.e. Were job incentives an essential element when choosing this
Jobfoccupation?
No opinion. 8
123409

comment(s)

Respondent’s Backgaround Criteria

a. Solicitation:

{1) Many handicapped persons experience either over sympathetic
acts of pity or extreme acts of apathy from persons with
whom they have frequent contact. Did you experience
efther of these acts?

seldom perfodical 1y frequently unknown
1 2 3 4 5 8

(12349

11§ the response to Q. 10 ail) was "1", complete this question.}
What affect do you think this lack of attention, whether pity
or apathy, had upon your skill development?

no no
unfavorable afgect favgrable opinion
1 8

12349

{If the response was "1, "8" or 9", to Q. 10 a{1) go to
Question 13 a(€)., Which act did you experience nost
frequently? [Chocse only one.]

acts of pity. . .1
acts of apathy .2

12349

In wiiich environment were these acts most frequently
experienced?

home . .

high school {gr's: 9« 12) . . . .« . ¢ o . « .
vocational/technical school (gr's: 11 ~ 12)
post-secondary school (gr's: 13 - )

advocates




placement office(s}. . . e e .1
sheltered workshop . . . . voee 12
work site of work establishment 13
classroom/ Jaboratory of work establishment . ., . . .14
labor union hall or school . v e 15
UNKNOWR. .+ & & 4 4 2 v a e e a

+

f123439)

How do you think your skill development was -
affected by these acts?

No No
Unfavorably Affect Favorably Opinion

1 3 5 8
(12349]
Who/what had the greatest influence in helping
you gain independence?
self-perception of ability . . . , .
encouragement €O work. . . . . . . . .
economic Pressure within family unit
“negative” comments Dy others
encouragement by an advocate
encouragement by training authorities. .
encouragement by employing agencies/authorities. ,

encouragenent by family memher@h . . . . . . . . . .
. .. .98
{12349)
b. Preferred Learning Method{s}:

(1) which training method would you have preferred for
learning skills of your job?
OJT - * - -

. . ...
coms. . ..
HO OPINION.
[12349]
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With which agency{ies) did you receive your training?

{a) work site . . . ., . 170 (e} VOTEC school. « « « . .

{b} work site L. .. .. 2 {f) high school . . . . . .

{¢) combination of (a; {9) home. .
and (b} . . ... ..

{d) union hall/school . . {h} post-secondary school . . 4

12349 72
7v—29/BK

TR 1-3]0
U

P

Which agency{ies) would you have preferred for training?

(a) work site . . ., .. .1 * {€) YOTEC school. . . . .. .1 %

{b) work site L. . . . . {f) highschool . ... ... 2

{c) combination of (a) {9) home. . . v v v v ... . 3
and (b} . .

(d) unfon hatl/school . . {h) post-secondary school . . 4
12349 ¢

To what extent did you share in the decision of selecting the
training setting for this employment?

no
passive average active opinton

1 3 5 8
12349
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(5) The agent/person that selected the training se

Deck &

tting was Your

counselor. . . . .. . 1
administrator. . . . . 2
trajner. . . .. ... 3
employer . . .. . .. 4
parent . . . ... .. 5
self . . .. . ..., 5
UK. & 4 4 s s 4 e 8
[12349
{6) Did you have the option of choosing other programs for
Job training?
Yes. . . . .. 1
o . ..... 2
Unk. . .. .. 8
(12349
(7) If yes, which programs can You rocall?
Training Program
( 1
Training Program
[ ]
Training Program
1 1

Training Program

179

12

11

12

1r=s
1Y T g )
13-

2272m
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C. Disabilities:
Respondent's condition. {Circle, byt do not ask.)

HandicapPed Level Mild Moderate Savere .

{1} Physical ]| 02 03 26.27 )
{2) Cognitive 04 05 06 )
(3} Visval 07 o8 09
{4) Auditory 10 11 12
{5) Emotional 13 14 15
(6) Speech 16 17 18

v (7) Multiples 19 20 21

comment(5)
d, Abilities and Aptitudes:
In your opinion at what rate do you acquire skilis?
- no
slow average fast opinion
1 2 3 4 5 8 e

(12349] 2

corment{s)

e, Prior Experience:

(1} The job relevant, tagk performance behaviors which you
had before entering training were

\ few average many unknown
1 2 3 4 5 8 e
t12349) i

*Describe in comment section.
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&
{2) During this interview were your earlier trainim}; method
selections decided upon based on your pre-training {define]
experience?
Yes, .+ 4 . .1 12
“o L] " L] L] .2

(12349 1
(3) Year of entry into current job

3ha)?

(12349 EL

comment(s)

11. Respondent's Demographic Criteria

a. 1n what Year were you born? —_ 19=42
fl2349 ¥l *

b. 1n what year were you impaired?
n 234 4] bhau?

t. What was the average annual family income from the time of your .e
impatrment until you became self-supporting? ([Adjusted to
current inflation tevel.)

Less than $5,0007 . . . . + . . ] v
Less than $10,?00?. ev e e . 2
Less than 20,0007, ., ., .. . 3
Less, than $40,0007. , .. .., 8
Less than 360,000, . .. . .. §
\ o Was it $60,000 or more? . . . . 6

Unknown . + + « + & 4 4 4 4o
12349




d.

182
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Racial/Ethaic Background (Circ.e, but do not ask.)

Afro-American . . . . . . . 1 51
Asian-Arerican. + . . . . . 2
Eurasian-American . . . . . 3
European-American . . . . . 4
Latin-American. . . . . .. 5
Native American . .. . .. 6

e. Sex (Circle, but do not ask.)

f.

9.

h.

Male . . ... P | $2
female . . . . . . 2

Influence of impairment (circle, but do not ask.)
{1) Handicapped

At birth., . . o ¢ o v &
During pre-adoiescence. . .

53

During adolescence. . . . .
buring post-adoiescence . .

o

(2) Disabled
Before employment . . . . . § 5y

ﬁfter ew]omﬂto LI T 6

Year of first part-time employment was 55-54
NNz2349 5%
Year of first full-time empioyment was $9=¢2
(12349 .
$5279/BK
o[ 1.2
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1. If you have had employment prior to thic present
job, please identify the type of job, method of
additional training, and the number of months in
that employment.

Type of Job Method _Moneh(s)
QJT CL CoMB
_ 1 2 3
[ 1 [ ]
Nai2 1 Vel
[ 1 { 1
17=2% F1 272
[ | [ ]
10-14 3s 042
[ } { 1
a3=51 $2 3393
{12349 -
cozment {s)
s1.79 /8K
st |?

END OF QUESTIONNALIRE
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{FOLD/CL1P-OFF HERE)
RESPDNSE CONFIDEMCE COOE
1 2 k| ' 4 9 '
Firm Chenged Unsure Refused o Data ' p
TIME RECORD ‘
Interview ended AP
Interview begen AP )
{period) ;;

107
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APPENDIX D

WORKER QUESTIONNAIRE
(Telephone Interview)
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E

PAFullToxt Provided by ERIC

. Revision VOCATIONAL AND TECHNICAL EDUCATION Fot 0ffice Use Deck 1
575750 BUREAU OF EDUCATIOMAL RESEARCH Quest. ¢ 1=3
1 UNIVERSITY OF ILLINOIS Study ¢ 435 Ve
VALIDATION OF DECISION-MAKING CRITERIA (WORKER)
= (uastionnaire -
Section I - aAdmintstrative
1. ¥ams (last, first, m.i.)
2. Geographical Location: 1 ] 24
3. Jab Category of Respo;lde'nr.: ' 4. Condition of Ispairmenc:
805 076 0%0 031 094 o093 Lo ¥V Physical . ... .. 1 12
159 160 165 163 183 195 202 Cogaitive . . . . . . 2
Tisual P |
2l0 213 249 260 274 323 929 AGAELOTY . . o . . . b
5. Type of Training Experienced:
O'B"C-ht"jﬁb LI N L I R 1 18

Classroon/Laboratory + . + + . 2
m*mtin’ L] a * o+ * * o+ a * 3

6. Definitions:

"Treining” i3 the minloum ecceptable personal develapesnt required for job
placemant or job edvencement. It involves the place, time and methods that eta
essential to develop physical and mental skills, knowlsdge and attitudes,

"Ou=the=job training'(0JT) encompzsses all inowladge and job experience
ecquired by a ttainee as & tesult of wotking at her/his assigned jab.

"Classroom/laboratory training” (CL) £s traditional or conventional
classroom ot leboratory irstruction in which the instmyetor and studsat regulacly
seat et a specific tine and place fot the primary purposa of teeching and learning.

"Combination" (COMB) i3 both OJT and CL pethods used togather fot individual
developaent.

"Inpaiting Conditicn™?

Physical = loss of ability to move part or parts of body.
Cognitiva - pental reterdation.
Visual - in both eyes: loss of periphetal vision. tescriction of

viscal fiald, or blind.

Auditory - hard of heariag or deaf in both esrs, deafness with or .
vichout undsrstandable speech.

“Yocational” skills/competencies ere those genaril or specific skilly and
knowledges which ete salable on & broad or a "Eiru" specific job market.

‘ 1o,

Q

RIC_____ '
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Section IT - Criteria for Placement of Persons with Handicaps in a Specified Training Setting

Listed alphabetically in this section are the "decisicu-making” criteria which adminiscra-
tors, counselors, emploYers, instructots and workers hsve feportedly used of presumed were
. uged when determining the Placement of persons wich handicaps in the "least restriccive”
vocational training setting. In your epinion plemse evaluate gacl criterion by circling che
aumerical value on the gevenepoint gcale which indicates the ertent to which you believe 2
criterion wis wused when seleceing che training setting for your vecational developments
and on the five-point scale [in hracker.s] indicate che extant to wvhich yeu beliwe cthe eriterion

should have been used, For exampla: .- o7
Yexy Nog Not Wery
7: Always 6: Often S: Often 4: Sometines 3+ Often 2: Often 1: Never
Used Uged Used Usad Used Used Used
(5: Alvays 4: Cften 3: Sometimes 2: Not Often l: Naver]

Unad Ugad Used Usad Uged

Eence: .
T s given erdtardon” . . . . o v v e e e w4 7:@_5:_4:_3:_2:_1:_

(56 (%5 3¢ 25 12 )

A selected position of "6” means that che criterion vas very often used,and the selectad
- position of "4" means chet you balisve chis ctitarion shoul 5 have besnt often uged,

v . . 1. dJot
Critaria Used 7s_63 S 43 33 2: 1z o

A. Abilities and Apticudes -~ the choics of training mathod
bas often besn determined by the abfiities gnd aptitudes
of tratnees. Thée expacted devalopoent of {ndividusls in
& specific aptituds {3 considered by most experts to be
an educaced guasa. Consaquencly, this aakes difficulc
the choles of training methods for individuals according
to chedir sbilftfes and aptitudes. + + o « o« v v 5 s o 4 o o o T8 88 82 43 32 2: 1:_

{85 43 35 2: 1: ] '8

Faeit E g,

8, Atacsphere (Realiry of ...} = creatinn of a1 sisulated work
satting uhers factors pertaining te the pressurss of che
work site such a3 devalopment of atecitudes towerd shiftc
vork, performing work ou helidays, working under pressures
of anxiary, aod responding to fob environmencal pressuras
of t00 litcle cime, and too many desands. « « « « o + « o+ ¢ o Te _Bs_S: 42 _3: 2 s

4---.-

17
€. Business Cycle {State of ...} = the gaxrent to which che [51""“‘"3""2"'1"’]

sconomy {s able to support full employmant for all .hose

dasiring te work. 'The healch of che econcmy affects

averyone, but che fmpacts are greatest for che groups ia

the labor force chsc are lessc prepared for or capabla .
of work and leasc desired by esployers.” (Levican &

TaRBAXts 1977, Pu 95) + ¢ v o o .t o v v o 0 e o e o oo oo s Ts B3 81 4t 33 2: 1: M

($s_4: 3: 25 1] ¥
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bk o Deck 1
Criteria Used 7:_6: 53 &1 3:_2: 1% jot
'L = = - ~lised
. D. Capabilicy - maximum pumbet of perscanel who can be in
training 3t any point In time without causing “unacceptable'
degradacion in the quality of skills attained and without v
esusing "unacceptable” loss in productivity. . . . . . . . 7y _6:_S5s_Gs 31 23 13 b

E. Complexicty - most teachers/instructors believe there are (3162 3: 2: 12 ] 1
twvo major componencs to learning difficulty: £irsc, the
difficulty of che task and second, the difficuley of
laarning due to trainee characteristics., For example:
complex tasks ars usuvally more difficult to learm because
of che importance to marry principles and procaedural

sequances while developing motor skills. . . . . . + .+ .+ 73_6:_S: &3 3:_2: 1: 12
[Ss_4:_3:_2: 1: ] 2

F. Coat - relating to facilities, personnel, resources,
zaterials, equipment, transportacion, persoaal atxire, . . 73_63_S3 63 Y _2: 1:_ B
[5: 41 3: 2:1: | 28

6. Cricicalicy - for example, if a task zust ba accomplished
in an emergency and 1if the probab{licy of being able %o
perform the task adequately without training is low, &
major question may be whith method of training will best .
ptepare the trainee to perform essential skills under
high risk conditdong . . + & v + ¢ 4 + 4 4 4 4 4 ¢ 4 o s+ Ti 63 53 63 3s 21 1: 2%

[S:_&:_3:_2: )2 ] 47

. Demand (Peraistence of ... for trained parsonnel) - the
long~term job requirsment for trained workars cay influance
the use of one training gsetting over another . . + + + + 7s 62 5t b3 33 _2: 13 29

[53_&:_3: 23 1:_} 2°

I. Dissbilities = it is believed that & traines's type of - -
disability will have & significant influence upon the
length of time raquired to attain 3 desired level of
competence. Therefore, the choice of training setting

vill be icfluepced by the trainee’s handfcap . . . . . . . 7:_6: St 43 33 2: 13 10
) [S: 6t 3: 23 13 ] %

J. Zvaluation - Appraisal of the qualicy of training - "
provided durleg the course of fmatruetion. . . . + + + + 71 _6s Ss 63 33 23 1: ::

[5: s _3:_2:_1:_)
K. FPraquency - tasks that are periormad frequently by most

Jjob incumbentcs at 2 given skill level are prime candidates
i for inclusion in most training programs, aud converssly,

tasks that ere performed infrequently, should be

siimineted from some training programs . . . . . . .. . . 73 63 53 63 33 2: 13
: S3 63 33 23 1:_ ] 3

L. History and Pragmatism - empirical data are seldom used
vhen decidisg whathet .to teach a cowpatence on=the~job
or in a classrcom/laboratory satting. Sowa trainiag
suthoricies use their experience in deciding which traine
ing method €0 use in & parcicular case. However, there
are suthoritiss from the other “camp" who those the train-
ing oathod based ont tradition, i.e. "they hed always done
1:&.:“"“0000-000000000040000000 765:63021‘ ”
[5: & 3: 2; 13 ] ¥7
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- i N
-4, ﬁ.;ck 1
- - [ - ‘{oc
Criceria . Uaed 7:_63 35 _43_3:_ 23] 1’-0 ed
M. Iostrumentalicy - refers to skills in reading, computing . .
and commmicating which are difficult to teach in c¢on-
Junetion with most oceupational/vocational training programs.
The kinds of jobs which will ba available to the trainee
should be analyzed to determine which adjuner skills are
necessary for further lesrning or for adapting to job .
cmngu**-000000000000000000000‘30 7‘63"30231: 1
- TS: 4s_3s_23_1:] ¥
¥. Learning Modes {(Preferred ...) - the trainee’s preference
for a specific asthod of training to acquire specified -
coupetencias should be taken into consideration when tha
cireumstances pormls « &+ + + 4 4 o 4 b 4 b e b e e e e oals 73 63 33 43 33 23 1: .o
Tssa: 3215 ) ¢
0. Passage of Time - the time interval between completion of
training and the initial performance at work may have an
impact on qualitativa, long=-term performance on—the-job.
Some Tesearthers have Senaralized chas handicapped traim= -*
aes who receive ou-the-job training seldom Taquire Tew -
training, vegardless of time interval betwean training
lﬂdplamnt.............‘........... 736‘5:6‘332313 b
_ T Ts:4 320 1571 92
P. Performance {(Judgmen:t of ... of gradustes) = tha -
prefatence of one training mechod ovar anothar may ba . N
deternined by tha patformance of graduates after plafe~ ~ .
mcon.thrjobo0.0000000000000000000 7:-6 3633’2313 b
) . - 53 43 31_2: 15 *
Q. Personnel (mbar of ... to be trained) — che number of - |
trainees chat flow through s courss or courses of ;
instruction say be affected by trainee and 1mtructo: i
tine, use of squipment, waterials and facilities « . 3%. % 7i_63 53 _43 33 _2: 13 M
) . T e 3 2 1s ] 7
R. Policy (Philowophy and ...) = institution’s philosophical .
baliefs, past expariences, fads of che time, and/or . ¥ v
"blul.l.ll it aascad to "otk“ polic)' P T T T T 7:-63 5: & 33 20 10 e
" TS s 32 1) M
§. Ports of Entry - soma occupational antry is controlled
by scate/fedaral licensing boards anud cha amotmt and -
method of training is regulated by chass agencies. . . . . 73 63 83_&3 33 23 1s_ *°
Si 4333 25 15 ) %}
T. Prior Experience = strongly reiatad to tha amount of timas . s
& parson Tequiras to leern job ctasks is che amount of o
prior expariences s/he has hed in acquiring job relevant
mﬂot * * * * * - * * o+ * * * * * * * * * * * * o+ * * * - 7: 6: s’ 6: 3? 2’ 1’ ’:
-5 Ts. Y 3. 2‘ 1. ] L
U. Quaslity Control - IEP dacision-sakars have an interest =»..7J .
in making the approprista choices among tha skill develop~ ~ .
BNt aouTean to insure chare is a high degres of probabilicy -
thet the traines will learn to produce work of acceptabla
quality in a tessonabla period of t1D& + . + + + + + + + 73_6: 53 43 33 2: 13 ¢

Tsi e 325 15 ) %3
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- Deck 1

Criteria Used 7:_63_53_4s 3t 23 1: OF

T * —liged
¥. Resources (Availabilicy/suitabilicy of physical ...)

~ sequisitions and use of substitute equioment and

conditions which simuiate the environment: uhic.h will

be encouvntered on~the~job, . . . . .« .« .. .. 4. . 7:, 63 33 43 33 23 13 3¢

3: 4: 3 :_2: H } $?

¥. Sereening Device - in sooe Job training prograzs tize
is allocated for the completion of security checks and
for sesessing the reliabilicy of the trainee's parformance
in difficulr situations which arise infrequencly on-the-
job........................... 7._6543.2.1. s¢
(5: 6: 3: 23 1:_] %%
X. Solicitude = handicapped crainees, depending upon prior
training and axperience, may saek or ask fof mors
' support thao their handicap appears to warrant. Nermally,
this over dapendence is due o excessive cars or concern
by others in the past. Authorities choosing the training
setting must weligh this faecor in their decision-making
PUOCGRISZ: + v & + + + + & & & & 4 & + 4 4+ + + + 4 + % + & 734__61}:_!.:3:_2:_1: &0

Y. Tize (Heed £o minimize training ...} = moer instances
diccate a teed to minimize training time, for example,
when "the demand for trained persomnel far exceede the
supply”. Counsequencly, che training mathod chosen wmay
impact upon the amount of cime allocated for developing
lﬁindividual'ssld.lls................. ?'_63-5040302 ].0 §3

15: 5 3125 1:) §3

Z., Uniformity - trainees can be required £o lesrn zll cypes
of tasks they need to perform on-the-job, but the method
of training which best prapares the trainee £o perform
thess tasks in a scandardized manner must be considered. . 7:_63 3
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EHD OF QUESTIONNWNAIRE
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APPENDIX E
ADVOCATE QUESTIONNAIRE




For Office Use

Quest #
Study # _ 235

BUREAU OF EDUCATIONAL RESEARCH, UNIVERSITY OF ILLINOIS, URBANA

CRITERIA USED IN SCHOOLS AND INDUSTRIES WHEW SELECTING VOCATIONAL
TRAINING METHODS FOR HANDICAFPED PERSONS

QUESTIONNAIRE = NATIONAL
(PHASE 11}

Participant

AA. Job Title

Total Monthe in Present Job

Agency

]
1
|
1

City/Town and State

Handicap Population Experience 1

Questions {Instructions: Indicate your cholce of criteria by circling
the number next to0 each alphabetized statement.}

A, Cost - relating to facilities, persotnnel, resources,
mterials’equipmt’et‘:oo00000000!0000000

B. Capability - maximum number of personnel who can be in
training at any point in time without causing "unacceptable"
degradation in the quality of skills attained and without
causing "unacceptable" lose in productivity. . . + + .+ . . .

Policy (Philosophy and ...} = institution's philosophical
beliefs, paat experiences, fade of the time, and/ozr
"because it seemed to work" policy . . . . 4 v 4 v 4 0. .

Resources {Availability/suitability of physical ...}

= acquieition and uge of substitute equipment and
conditions which simulate the environment which will

be eﬂcoul‘ltered on'the'job. P T T T T OO

Atmosphere (Reality of ...} — creation of a simulated
work setting vhere factors pertaiting to the pressures of
the work site such as development of attitudes toward
shift work, performing work on holidays, working under
preasures of anxdety, and responding to job environmental
pressures of too little time, and too many demands . . . .

Personnel (Number of ... to be trained} - the number of
trainees that flow through & course or courses of
instruction may be affected by trailnee and instructor
tine, uge of equipment, materials and facilitdes . . . . .

Demand (Persistence of ... for trained persontel} = the
long~term job requirement for trained workers may influence
the use of one training setting over another . . . . . . . .




-

Time (Need to minimize training ...) - most instances
dictate a need to minimize training time, for example,
when "the demand for trained personnel far exceeds the
supply”. Consequently, the training methed chosen may
impact upon the amount of time allocated for. develeping
an individual's skills « « + + &+ 4 4 4 ¢ 4 4 4 e e s 4 4

Business Cycle (State of ...) - the extent to which the
economy is able to support fyll employment for all those
desiring ro work. "The health of the economy affects
everyone, but the impacts are greatest for the groups

in the laber force that are least prepared for or capable
of work and least desired by employers." (Levitan &
Taggart, 1977, P. 95). + o v v v o 4 b e e e e e e e

Frequency - tasks that are performed frequently by most
job incumbents at a given skill level are prime candidates
for inclusion in most training programs, and conversely,
tasks that are performed infrequently, should be
eliminated from some training preograms . . . . . + + + + .

Criticality - for example, 1f a task must be accomplished
in an emergency and 1f the probahility of being able te
perform the task adequately without training is low, a
major question may be which methed of training will best
prepare the trainee to perform essential skills under high
risk conditdons. « + + v v v v v b e e e e e v e e e e e s

Quality Control - IEP decision-makers have an interest

in making the appropriate cheolces among the skill
development sources to insure there 1s a high degree of
probability thar the trainee will learn tu produce work
of acceptable quality in a reasonable period of time . . .

Instrumentality — refers to skills in reading, computing
and communication which are difficult to teach in con-
Junction with meost occupational/vocational training
prograns. The kinds of jobs which will be available to
the trainee should be analyzed to determine which adjunct
gskills are necessary for further learning or for adapting
to Job changes . . .« . 4 L L 0 b b b b s e e e e e

Prior Experience - strongly related to the amount of

time a person requires to learn job tasks 1s the amount

of prior experience s/he has had in acquiring job relevant
BRhAVIOL + + v v v o o e e e e e e e e e e e e e e e e e s

Abilities and Aptitudes - the choice of training method
has often been determined by the abilities and aptitudes
of trainees. The expected development of individuals in
a specific aptitude is considered by most experts to be
an educated guess. Consequently, this makes difficult

the choice of training methods for individuals according
to their abilities and aptitudes . . . . . . . . . . . .+




<

Time (Need to minimize training ...} - most instances
dictate a need to minimize training time, for example,
when "the demand for trained personnel far exceeds the
supply". Consequently, the training method chosen may
impact upon the amount of time allocated for developing
an individual®’s skillS « « 4 4 & ¢ 4 o s o o o s o o & o o

Business Cycle (State of ...} — the extent to which the
economy is able to support full employment for all those
desiring to work. "The health of the economy affects
everyone, but the impacts are greatest for the groups

in the labor force that are least prepared for or capable
of work and least desired by employers." (Levitan &
Taggart, 1977, P+ 99%e o+ + + ¢ ¢ o o o o s s s s + s ¢ + s

Frequency = tasks that are performed frequently by most
job incumbents at a given skill level are prime candidates
for inclusior. in most training programs, and conversely,
tasks that are performed infrequently, should be
eliminated from some training programs . « « « ¢ & o ¢ o &

Criticality -~ for example, if a task must be accomplished
in an emergency and if the probability of being able to
perform the task adequately without training is low, a
major question may be which methed of training will best
prepare the trainee to perform essential skills under high
risk conditionS. « + « « & ¢ o ¢ s ¢ 2.6 2 o s 0 s o o o

Qualiry Control - IEP decision-makers have an interest

in making the appropriate choices amomg the skill
development sources to insure there is a high degree of
probability that the trainmee will learn to produce work
of acceptable quality in a reasonable period of time . . .

Instrumentality « refers to skills in reading, computing
and commynication which are difficult to teach in con-
junction with most occupational/vocational training
programs. The kinds of jobs which will be available to
the trainee should be analyzed to determine which adjunct
skills are necessary for further learning or for adapting
to Job changes . . & 4 4 4o 4 4 4o 4 s 4 s s s s e 0 e e e

Prior Experience - strongly related to the amount of

time a person requires te learn job tasks is the amount

of prior experience g/he has had in acquiring job relevant
behaVior o o« o ¢ o 4 & ¢ o ¢ o ¢ 2 ¢ 2 ¢ 2 0 s 8 s s o o

Abilities and Aptitudes - the choice of training method
has often been determined by the abilities and aptitudes
of trainees. The expected development of individuals in
a specific aptitude is considered by most experts to be
an educated guess. Consequently, this makes difficult
the choice of training methods for individuvals according
to their abilities and aptitudes .« « « ¢« ¢« ¢« 4o ¢« o o ¢ o &




Disabilities - it 1s believed that a trainee's type of
disability will have a significant influence upon the
length of time required to attain a desired ievel of
competence. Therefore, the choice of training setting
will be influenced by the trainee's handicap . . . . . . .

Learning Modes (Preferred ...) - the trainee's preference
for a specific method -of training to acquire specified
competencies should be taken into consideration when the
circumstances Permit . . . & ¢ ¢ ¢ ¢ ¢ ¢ ¢ ¢ 2 s 0 e e e

Passage of Time - the time interval between completion
of training and the injtial performance at work may have
an impact on qualitative, long-term performance on-the-
job. Some researchers have generalized that handicapped
trainees who receive on-the-job training seldom require
retraining, regardless of time interval between training
and placemente « ¢« ¢ o o o o ¢ o s o s o s o s 6 s e o o

Screening Davice - in some job training programs time is
allocated for the completion of security checks and for
assessing the reliability of the trainee's performance

in difficult situations which arise infrequently on-the-

i =

History and Pragmatism - empirical data are seldom used
whnen deciding whether to teach a competence on-the-job

or in a classroom/laboratory setting. Some training
authorities use thelr experience in deciding which train-
ing method to use in a particular case. However, there
are authorities from the other "camp" who chose the
training method based on tradition, i.e. "they had always
done 1t that Way"e v o ¢ ¢ ¢ ¢ o o o o o + 5 5 5 s 8 5 s &

Evaluation - appraisal of the quality of training pro-
vided during the course of dnstruction « « + + + + ¢ o »

Uniformity « trainees can be required to leara all

types of tasks they need to perform on-the-job, but

the method of training which best prepares the

trainee to perform these tasks in a standardized

wanner must be considered. « ¢ ¢ 4 4+ ¢ ¢ s s s s e 0 e 0 0.

Complexity ~ most teachers/instructors believe there are
two major components to learning difficulty: £irst, the
difficulty of the task and second, the difficulty of
learning due to trainee characteristics. For example:
complex tasks are usually more difficult t¢ learn because
of the importance to marry principles and procedural
asequences while developing motor skills. . . « + « « « « &

Porformance (Judgment of ... of graduates) - the
preterence of one training method over another may

be determined by the performance of araduates after
placement on-the-job. . . . . &+ &« v ¢ 4 ¢ ¢ ¢ o ¢ o o o0




L4

Y. Ports of Entry - some occupational entry is controlled
by state/federal licensing boards and the amount and
method of training is regulated by these agencies . . . . 1 0

Solicitude = handicapped trainees, depending upon prior

training and experience, may seek or ask for more

support than their handicap appears to warrant. Nor-

mally, this over dependence is due to excessive care or

concern by others in the past. Authorities choosing the

training setting must weigh this factor in their decision-

making ProCess. . .« 4 4 v 4 4 4 e 4 e s s e e v e e 10 45

END OF QUESTIONNAIRE
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CRITERIA USED IN SCHOOLS AND INDUSTRICS WHEN SELECTING VOCATIONAL
TRAINING METHODS FOR HANDICAPPED PERSONS
QUESTIONNATIRE - NATIONAL ’
(PHASE II)

1. General
A, Definitions .
1. "Training” is the minimum acceptable personal development required
for job placement or job advancement. It involves the place, time and
methods that are essential to develop physical and mental skills, know-
ledge and attitudes.
2. "On-the~job training" (OJT) encompasses all self-study knowledge
and job experience acquired by a trainee as a result of working at
her/is assigned job.
3. "Classroom/laboratory training” (CL) is traditional or conventional
classroom or laboratory instruction in which the instructor and student
regularly meet at a specific time and place for the primary purpose
of teaching and learning.
4, "Combination" (COMB) is both OJT and CL methods used together for
individual development.
5. “Handicapping condition":
a. Physical - loss of ability to move part or parts of body, paralysis.
b. Cognitive - mental retardation.
¢. Visual - loss of peripheral vision, restriction of visual field, or
blind in both eyes.
d. Auditory - hard of hearing, deafness with understandable speech,
deafness and unable to speak clearly.
e. Fmotional ~ mental or emotional illness, history of treatment
for either mental or emotional illness.
f. Speech - aphasia, articulation errors, stuttering.
g. Multiple -~ any combination of handicap condition.
"Level of handicapping condition:
a. Mild - capable of independent functioning when provided guidance
and training.
b. Moderate- usually capable of attaining semi-independent functioning
when considerable training and assistance is provided.
¢. Severe - usually remains dependent, requiring training in all
areas of functioning, e.g. basic hygiene, language, and social com-—
petence.
Background
Most vocational competencies are taught to persons with handicaps
either on-the-job or in a classroom/laboratory setting. If a decision
were tobe made between the two methods or a "combination" of the two
methods, the selection of the most appropriate setting could make a
difference in trainee self-satisfaction and cost, in both time and
money, to-all persons involved. The purpose of this questionnaire is
to gain your assistance in validating identified criteria which are
presumed to be common in the decision making processes when choosing the
most effective training setting to teach occupational competencles to
persons with handicaps.




Situation
Given: You are a person in the role of a teacher/instructor, parent,

administrator, employer, counselor, or advocate of the handicapped. You are
to participate in the joint development of an IEP (Individualized Edu-
cation Program) for a handicapped person in a secondary or post-secondary
job training (occupational/vocational education) program. The choice

of training setting(s) will zffect this trainee's/learner's productivity,
job safety, and viability in our society. Which of the criteria identified
in paragraph II must be considered when choosing OJT, CL or COMB setting
for the competency development of this handicapped person.

II. Questions (Instructions: Indicate your choice of criteria by circling the
number next to each alphabetized statement.)

A. Cost —~ relating to facilities, personnel, resources,‘materiala
equipment, etc.

B. Capability - maximum number of personnel who can be in training
at any point in time without causing "unacceptable" degradation
in the quality of skills attained and without causing "unaccept-
able" loss in productivity.

Policy (Philosophy and ...) - institution's philosophical be-
liefs, past experiences, fads of the time, and/or "because it
seemed to work" policy.

Resources (Availability/suitability of physical ...) - acquisi-
tion and use of substitute equipment and conditions which sim-
ulate the enviromment which will be encountered on~the-job.

Atmosphere (Reality of ...} - creation of a simulared work set-
ting where factors pertaining to the pressures of the work site
such as development of attitudes toward shift work, performing
work on holidays, working under pressures of anxiety, and re~
sponding to job environmental pressures of too little tiwe, and
too many demands.

Personnel (Number of ... to be trained) - the number of trainees
that flow through a course or courses of instruction may be
affected by traince and instructor time, use of equipment, mate-
tials and facilities.

Demand (Persistence of ..., for trained personnel) - the long-
term job requirement for trained workers may influence the use
of one training setting over another.

Time (Need to minimize training ...) - most instances dictate
a need to minimize training time, for example, when "the de-
mand for trained personnel far exceeds the supply". Conse-
quently, the training wethod chosen may impact upon the amount
of time allocated for developing an individual's skills.




Business Cycle (State of ...) - the extent to which the econ-
omy is able to support full employment for all those desiring
to work. "The health of the economy affects everyone, but the
impacts are greatest for the groups in the labor force that
are least prepared for or capable of work and least desired by
employers." (Levitan & Taggart, 1977, p. 95)

Frequency - tasks that are performed frequently by most job
incumbents at a given gkill level are prime candidates for in-
clusion in most training programs, and conversely, tasks that
are performed infrequently, should be eliminated from some
training programs.

Criticality - for example, if a task must be accomplished in

an emergenty and if the probability of being able to perform

the task adequately without training is low, a major question
may be which method of training will best prepare the trainee
to perform essential skills iunder high risk conditions.

Quality Control - IEP decision-makers have an interest in
naking the appropriate choices among the skill development
sources to insure there is a high degree of probability that
the trainee will learn to produce work of acceptable quality
in a reasonable period of time.

Instrumentality - refers to skills in reading, computing and
communicating which are difficult to teach in conjunction

with most occupational/vocational training programs. The kinds
of jobs which will be available to the trainee should be ana-
lyzed to determine which adjunct skills are necessary for
further learning or for adapting to job changes.

Prior Experience - strongly related to the amount of time a
person requires to learn job tasks is the a:nount of prior
experience s/he has had in acquiring job relevant behavior.

Abilities and Aptitudes - the choice of training method has
often been determined by the abilities and aptitudes of
trainees. The expected development of individuals in a
specific aptitude is considered by most experts to be an
educated guess. Consequently, this makes difficult the
choice of training methods for individuals according to
their abilities and aptitudes.

Disabilities ~ it is believed that a trainee's type of dis-
ability will have a significant influence upon the length of
time required to attain a desired level of competence. There-
fore, the choice of training setting will be influenced by

the trainee's handicap.

Learning Modes (Preferred ...) = the trainee's preference for
a specific method of training to acquire specified competen-
cies should be taken into considerationthen the circumstances
permit.




Pagsage of Time - the time interval between completion of
training and the initial performance at work may have an
impact on qualitative, long-term performance on-the-job.
Some researchers have generalized that handicapped train-
ees who receive on-the-job training seldom require re-
training, regardless of time interval between training
and placement.

Screening Pevice - in some job training programs time is
allocated for the comp® tion of security checks and for

assessing the reliability of the trainee's performance in
difficult situations which arise -infrequently on-the-job.

History and Pragmatism ~ empirical dataare seldom used
when deciding whether to teach a competence on-the—job

or in a classroom/laboratory setting. Some training
authorities use their experience in deciding which train-
ing method to use in a particular case. However, there
are authorities from the other "camp" who chose the train-
ing method based on tradition, i.e. "they had always done
it that way".

Evaluation - appraisal of the quality of trainiﬁg Pro-
vided during the course of instruction.

Uniformity - trainees can be required to learn all types
of tasks they need to perform on-the-job, but the method
of training which best prepares the trainee to perform

these tasks in a standardized manner must be confidered.

Complexity - most teachers/instructors believe there are
two major components to learning difficulty: first, the
difficulty of the task and second, the difficulty of
learning due to trainee characteristics. For examples
complex tasks are usually more difficult to learn because
of the importance to marry principles and procédural
sequences while developing motor skills.

Performance (Judgement of ,.. of graduates) « the prefer-
ence of one training method over another may be determined
by the performance of graduates after placement on-the-job.

Ports of Entry - some occupational entry is controlled by
state/federal licensing boards and the amount and method
of training is regulated by these agencies.

Solicitude - handicapped trainees, depending upon prior
training and experience, may seek or ask for more suppert
than their handicap appears to warrant. Normally, this
over dependence is due to excessive care or concern by
others in the past. Authorities choosing the training
setting must weigh this factor in their decision-making
process,




Job Title

Total Months in Present Job -

Agency

City/Town and State

Handicap Population Experience

Thank you for your participation. 1If you are interested in a copy of the final report,
please provide your name and address.

Name

Address

State/Zip Code
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PROCEDURAL GUIDE - AUTHORITY STUDY




Vocational and Technical Education
Bureau of Educational Research
University of Illinois

CODE BOOK FOR DATA ANALYSIS
Study #35, #235, & #335

Criteria, Instruction of Persons with Handicaps

This study is being conducted by the Bureau of Educational Research to

identify and quantify criteria used by human service delivery professionals

when selecting vocational training methods for handicapped persons. That

is, are the skills and knowledge best acquired in a classroom-iaboratory

envirdnment, through on-the~job training, or through a combination of these?

The questions to be answered by the data collected are:

1. What criteria are currently used for deciding if the handicapped
are best taught a skiil on-the-job or best taught in a school-like
setting?

How do these criteria vary with type and severity of handicap?

How should these criteriaz and the use of these criteria be modified
to increase client competence and aid advancement throughout the
continuum leading to employment and promotion for the handicapped?

Survey Research Laboratory (SRL) is keypunching and analyzing the data

from the questionnaire.

Codes
Codes
Codes
Codes

Codes

‘o', 'co', ‘ooc’
'g', '99'  '099?
'gt, '9g8', 'o99g’
‘7', '97', '997!
‘96!, 994" etc.

column code limit.

The standard conventions apply for study #35:

etc. are for none or zero.

etc. are for no answer or no data.
etc. are for unknown or don't know.
etc. are for indefinite.

are for numerical responses that eXceed the

6. Numerical responses to open—-ended questions. When coding responses

which do not f£ill the column code limit, add leading zeros to the response

up to the column code limit.

-




-

7. Percentages: When coding responses given as A percentage, add two
leading zeros for one digit responses (e.g., 008%) and one leading zero for
two digit responses (e.g., 014%).

8. Range of data: If ranges are given, the midpoint is used, i.e., 5-9
would be "?" or 5-8 would be "7".

9. Rounding of data: If rounding is necessary, round down when less
than .5 and up for more thamn .5.

10. NA - Not applicable respoPses. Leave responses blank.

The standards for coding the confidence codes are as follows:

a. Code 'l' is a firm or sure response with only one answer given.

b. Code '2' is a changed response which is recorded when two or more
answers are given at first and a final answer is given by the respondent after
negotiating or gaining additional definitive information.

c. Code '3' is an unsure response. This code is used when the respondent
gives multiple responses from which a best possible "guess" is given.

d. Code '4' is a delayed response which means that the respondent had
to locate or acquire the relevant data.

e. Code '5' is a refused response, that is, when the respondent does
not have time to gain information or the data is inaccessible.

f. Code '9' is a no data Oor a no ansyer respomse.

g. NA - not applicable response. GHone of the codes are circled.

SRL will be coding only closed-ended questions. When comments are made
during an interview, record those comments in the appropriate section for
each question.

Unless other instructions are given, one answer code should be circled

in penci]l for each question. If more than one answer 1s volunteered ascertain




204

the gualifications of the respondent to give more than bne response (e.g.,

Have you been the administrator of both an OJT and CL program?). If a

respondent is qualified, note that fact in the "comment” section.
Questionnaires should be given to the investigators to be verified

and filed. The coding instructions for unusuai items are given on the

following pages. *




Coding Instructions

-

Question # Deck Instructions

1 Code three-digit occupational group from

Dictionary of Occupational Titles

(pp. wxvi~-xli).

This may be less than 4 digits. Add

leading zeros if necessary.

Organizations coded with a first ddigit of:
"0" are sheltered workshops,
"1" are public employers,
2" are private emplovers,
"3" are public school vocational pfograms,
"4" are community college programs,
"5" are private school programs, and

"6" are state funding agencies.

Code modified two~digit community college

district code from State Plan for the

Administration of Vocational & Technical

Bducation in Illinois (pp. 20~91).

Code "4", if all three responses apply.
Code "5", if responses 1, 2, and 4 apply.
This may be less than 5 digits.

This may be less than 3 digits.

Add leading zeros if necessary.
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Instxuctions

Code like Q. S5b(l).

This may be less than 2 digits. Add

leading zeros if necessary.

Code like Q. 5b(l).

Code like Q. 6b(1).

Code like Q. 5b(1).

Code like Q. 6b(1).

Code 1like Q. 1b.

Code like Q. 5b(1).

Code "4" if all three responses are given.

Do not code. See Q. 9 and code like Q. Sb(l).




Instructions

Code like Q. 5b(1).

Code 1like Q.

Code 1like Q.




Organization Identity Code
(Authority)

Organization Frequency

Ray Graham Assoc. for Handicapped 11

.Bloomington Occupational Development Ctr.~  //

ﬁévelopmental Services Center Workshop 111
Program, Champaign

Yevelopmental Services Center
Foodservice Program

Training Wing - Graphics Div. ~ USAF
Training Aids Division - Chanute AFB

staffing Section, Civ. Personnal
Chanuie AFB

Placement & Testing U of I
Rehab. Education Center, U of I
Public Broadcasting Sta., Uof I
Personnel Office, U of 1

Life Science, U of 1

Tech. Training, USAF ~ chanute
Sears Roebuck Co.

Vetter Fairing C;.

Marc Gold & Associates

Ace Janitorial Contractors -~ Chanute AFB

e
o

B T e e .

Webster's Food Contractors ~ Chanute AFB
J1linois Bell Telephone Co.

State Farm Insurance

Ty, e, e,
o

General Telephone Co.

Construction Engr. Research Lab.
Centennial H.S., Champaign

Decatur Eisenhower H. S.
Bloomington Area Vocatfonal Center
Decatur Area Vocational Center
Springfield Public Schools

Stephan Decatur H.S.

Edwardsville H. S.




Organization Frequency

East Central/DSC Workstudy
Parkland College
Hadley School for Blind

—— - - Chicago-lighthouse for the Blind
Minmnesota Society for the Blind

D.V.R., Champaign & Bloomington

DMHDD




eograp
Authority)

Minneapolis, Minnesota
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On the basis of our telephone conversation, you have been
scheduled for an interview with on
1980 at . If this date and time is no longer convenient,
please contact our office at (AC 217)333-1450 or, after 9:30 P.M.,
(AC 217) 328-4011.

We hava provided an enclosure for your review prior to the
interview. We believe this information will familiarize you with
the study to date, and will assis¢ you in fulfilling your role
as a consultant and respondent.

Sincer yours,

Alain Hunter

Research Assistant to Rupert N. Evans,
Acting Director, Bureau of
Educational Research

AH:in
Enclosure




APPENDIX G

PROCEDURAL GUIDE -~ WORKER STUDY




1. POLICY FOR THE STUOY
Object:i.es and Significance

To identify criteria which are ysed for the selection of training settings

{methods} for job competency development of persons with handicaps.

Since most 3ob competency development has been conducted via vocational
training programs operated by schools and employers, it s conceivable that
these agencies, when considering methods of training persons with handicaps
may falsely assume and accept traditional views and beliefs about the criteria
to be assessed when choosing a training setting. At present this selection
process §n choosing a training setting is based Primarily on the decfstons
of nonhandicapped authorities. It is the belief of most advocates that
decision-making is an essential part of a handicapped person's daily 1ife.
Therefore, this investigator seeks to gain from hanﬁicapped workers the
identity of criteria they experienced when a training setting for their
current employment was chosen. The data that are supplied from these per-
sonal interviews may confirm or refute the views and/or beliefs of the
traditional authorities who choose the training settings. The findings could
make a difference in the decision process of selecting training settings for

handicapped trainees both in tie schools and at the work sites.

Respondents® Participation

Respondents will be chosen through personal contact by the investigator.
One method to be used will be to identify respondents through the services
of agencies, e.g., [11inois Offices of the Department of Vocational Rehabili-
tation and the nonprofit organization: The Development2l Services Center of
Champaign, I11inois. These dgencies will review the proposal and select po-

tential respondents based on the specifications. The agencies will contact

¥
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the identified perssn and apprise them of the study. [If the persons are inter-
ested in participating as respondents, they will be given a telephone number

N EEEE?H}G;“EdnESéi_an& confirmation of interest. (Cost of com-

munications will be borne by the investigator.) This respondent will be

interviewed and asked to supply additional names of persons who, fn their

opinions would be interested in participating in the study. The respondent will

be requested to make contact with-their-“referral™and-to-give—this-person —-

the telephone number of the investigator for making arrangements to

be interviewed. This latter pmethod will, it is hoped. promote

a sampling of a friendship network which will lead to additional networks

and a larger sample size. An alterpative to this procedure is to have

postage paid postcards returned to the investigator as a form of agreement.

Procedurss

For the first interview the respondents will be given an appointment with
a trained interviewer at a time and place that is acceptable to the respondent.
After gaining sufficient rapport with the respondents the interviewer will
use the attached questionnaire to ask the respondent questions pertaining

to the study.h Oepending upon the respondent's impairment, the interview

period will be 60 to 90 minutes, independent of interruptions. For the see
cond interview, the respondents will ba telephoned and §sked to participate
in a follow-up telephone interview. If agreement is bbtained. an appointment
will be made for a call-back and a copy of the questionnaire to be ysed in
recording the data {or a cassette tape of the questionnaire} will be mailed
to the respondent tor completion prior to the call-back appointment. If
literacy is a barrier to this procedures an ineperson appointment will be

wade. The interview period for this study should not exceed five minutes

except when a 1iteracy bdrrier may exist.
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Confidentiality of Pata

The interviewers will be trained to comply with 3 standard, uniform
"”’“Eﬁéeiu}e f;ar in-terviewing respondents and for controlling the content of
questionnaires. The investigator has established a check in/fout 2ccounting
procedure from 3 lockabie file cabinet repository that permits constant

monitoring of each questionpaire. The mast stringent control iS exercised

_on the first two pages of the questionnaire (Study #135) which are the only
records of the respondents' identification. The fynctions of these pages -
are: {a) The first page will be used by the investigator for administering
his tasks prior to assigning the interviewer (this page will be retained .

by the investigator). (b) The second page will be used by the interviewers
to administer their tasks. When they have completed their assignment, they

. will return the questioanaire to the tnvestigator (with second page affixed).

The investigator will remove the second page from the questicanaire after
reviewing the content for completeness. When all of the questionnaires have
been returned, the investigator will remove and destroy, by shredding, all
pages which have the tpye fdentity of the respondent. The residue will be
disposed of by the investigator via the University's waste disposal system.

For Study §435 the questionnaire will be returned to the investigator
for appropriate disposition.
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2. DATA COLLECTION
This study is being conducted to identify and quaniify criteria used when
selecting vocational training methods for handicapped persons, i.e., when
determining whether the needed skills and knowledge are best acquired in a
classroom-1aboratory environments through on-the-job training, or through a
combination of these, The questions to be answered, the hypothesis to be
testeds and the assumptions to be confirmed by the data collected are:
Research Questions
t. What criteria do handicapped workers report were used for deciding
the training setting for develoPment of their Job competency?
How do these criteria vary with type of handicap?
How do these criteria vary with the level of complexity in training?
How do these criteria vary with the job for which trained?
What modifications to these criteria are recommended and why?
Which method of training do handicapped workers feel has the greatest

influence upon individual placement or opPortunities for advancement?

Hypothesis
The hypothesis of this study is that persons with handicaps who have

attzined tenure and are in prime jobs, f.,e., jobs which lead to promation

and career progressions will report that they received their training in a

combination of training setting, e.q., classroom-laboratory {nstruction

followed by on<the-job training or in conjunction with on-the-job training,

Assumptions
1. Host handicapped persons do not have equitable training opportunities.

2. The handicapped persons, when suitably trained, can contribute as

much to the employer as a nonhandicapped person,
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The placement of the handicapped trainee in suitable training
settings will be contingent upon the decisions of authorities other
than thé trainee concerned.’

The responses by the respondents to the questions of the interviewers

are accurate and valid,

Daty Coding and Coordination - Study 4135
--- Survey Research Laboratory (SRL) will-Kevpunch and consult on the data

from the questionnaire. The following standard conventions apply to
questions --
a, Codes 'G', '00', '000' etc, are for none or zero;
b, Code '$' in the “confidence code" means no data available (see
next section);
Codes '8', '98°, '998" etc. are for unknown, don't know, no opinion;
Codes 97", '937' etc, are for indefinite;
Codes '96', '996' etc. are for numerical responses that exceed the
column code limit;
Numerical responses to open-ended questions: when coding responses
which do not fill the column code limit, leading zergs are zdded to

the response up to the column code limit;

Range of data: 1if ranges are given, the midpoint is used, i.e.,

5«9 would be "7 or 5-8 would be "7";
Rounding of data: if rounhding is necessary, .5 and less than .5
are rounded down and more than .5 iS rounded up;

NA - Not applicable responses: responses are left blank,




Confidence Codes - Study #135

Note: If multigie responses to the questions are to be recorded, the
" " manner in which the majority of the responses are given will determine the
confidence code, .
The standards for coding the confidence codes are as follows:
a. Code '!' is a firm or sure response with only one answer given.
b. Code '2' is a ghggggg response which is recorded when two or more
answers are given at first and a final answer is given by the
respondent after negotfating or gaining additional definitive
information.
Code '3' is an unsure response, This code is used when the re.
spondent gives multiple responses from which a best pessible
"guess* 1s given.
Code '4' is a refused response, that is, when the respondent
has the information but does not desire to respond to the
question,
Code '9' is a no data or a no answer response,

MA - not applicable response. None of the codes are circled.

Procedure - Study #135

When comments are made during an interview, those comments are recorded
in the appropriate section for each question oy on the reverse side of the
page,

Unless other instructions are given, one answer should be circled in
pencil for each question.

Questionnaires should be returned to the investigator to be verified and

filed. The coding instructions for unusual items are given on the following

pages.




Codind Instructions - Study #1385

Question_# Deck . Instructions

1a 1 Code with D.0.T. nine-
digit occupational
code.

If less than three
digits, add leading
zeros.

Organfzations coded with
& first digit of:

*O" - sheltered workshop

*1* - public owned..

*2° - private owned

*3" - public/privite
school vocational
education

*4" - public/private
two/ four year
college

“5* ~ private school

"6" - gover-ment,

Code with modified two-
digit community college
district code.

Code responses identically
to "variable 127"

5a(3) Do not code.
5e{5)-52(3) Do not code.
6a(1)(e)-62{1)(i) ] Do not code.

7d{2} Adjusted to current
inflation level; 235
“work® days per year;
8 hour work da or 20
“work" days/month.

Estimate 235 "work®
days par year. If
response exceeds 0090,
“variables 460 through
474" will be coded

{i.e. 0. 8f(3) ~ 8F(7)).




(yestion # Instructions

8i(3) If response is 3,
“variables $18 through
521" may be coded
(i.e. Q. 8i(4) - 8i(5)).

10a(1) If response is 1,
“yariable 567 and 558
uill be coded (i.e.
. 10a(2)).

10a(3)-10a(5) - ;f gesgonsessugre
» 3,5 0r5in
Q. Toa(l), these
variables will also
be coded.

13-15 Code with p,0.T.

16-18 three-digit occupationai
19-21 group. \
22-24

4-12 Code with D.0.T,

1725 ning-digit occupationa)
30-38 code,

43-51

14-16 TF less than three
27-29 digits, add leading
4b-42 zeros.

§3-55

Procedures § Coding Instructions - Study #435

Section I. Administrative, will be completed by the interviewer. The data

for {tems 1 through § will be extracted from Study #135. Upon completion of
the interview, questionnairas should be returned to the tnvestigator for
verification and filing.

One answer should be circled in pencil for each question. The coding
Instructions are contained in the Instructions to the respondent. Pertinent

comments should be pecorded on the 1ast page of the questionnaire,
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1.

Description of HandicaPPind Condition of Trainees

Area of handicap:

(1) Physical deficit ~ loss of ability to move part or parts of
body: paralysis.

(2) Cognitive deficit - mental retardation

{3) visual deficit - loss of peripheral vision, restriction of
visual field. blind in both eves.

{4) Auditory deficit - hard of hearing. deafness with understandable

speech, deafness and unable to speak clearly,

(5) Emotional deficit - mental or emotional i1lness. history of

treatment for either mental or emotional illness.
(6} Speech deficit - aphasia, articulatfon errors, stuttering.

(7) Muitiple deficit {specify).

Level of handicap:

(1) Mi1d ~ capable of independent functioning when cuidance
and training are provided.

{2) Moderate - usuvally capable of attaining semi-independent
functioning when considerable training and assistance are
provided,

{3) severe ~ usually remains dependent, requiring training in all
areas of functioning, e.9.. basic hygiene. language. and social

competence,
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2. Describtion of Training Received

"Training” is the minimum acceptable personal development required for
job placement or job advancement. It involves the place where, the time
in which, and the methods by which required ph¥sical and mental skills and
knowledges and attitudes are developed.

"On~the-job training” (0JT) encompasses all self~-study knowledge and job
experience acquired by a trainee as a result of working at his or her as-

- signed job.

"¢lassroom/1aboratory training® (CL) is traditional or conventional
classroom or laboratory instruction in which the instructor and student
regularly meet at a specific time and place for the primary purpose of
teaching and learning.

"Combination” {(COMB) is training received in both settings: QJT and CL.
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Organization Identity Codes

Organization Label

University - Staff

County Public Afd Office

Schoal District 0ffice ~ Staff
Mass Transit, Larde City

State Teacher Certification Office

Comprehensive High School =~ Faculty

Medical Health Center

University - Faculty

Motel/Lodge

Automobiie DealershiP

8oard of Trade, Large City
Radio/TV Station

Telephone Co., R&D Lab,

Lumber Co.

Corporate Law Firm

Kitchen Cabinet Manufacturer
Agriculture Service

Insurance Agency

Sheltered Workshop ~ Staff/Faculty
Public Affairs Office - University
Federal Highway Agency

Federal Hospital

Heating, Air & Veatilation Co.




Occupational ldentity Codes

Job Label

Nine-Digit DOT Code

Electrical Technician
Civil Engineer
Structural Engineer

Director of Counseling

Psychologist, Counseling

Counselor, Vocational Rehabilitation
Speech Pathologist

Recreational Therapist

Medical Asgsistant

Faculty Member, Collete

Instructor, Extension Work
Secondary Education Teacher
Librarian, Children's

Elementary Education Teacher
Teacher, Mentally Retarded

Certification and Selection Specialist

Lawyer, Corporate

Producer, Radio/Television

Radio Annouacer/TV Producer
Disk Jockey

Accountant

Accountant, Budget

Public Relations Specialist

003 161 010
005 gst 014
005 061 034
045 107 018
045 107 026
045 107 042
076 107 010
076 124 014
0?9‘35? 010
990 227 010
030 227 018
03% 227 D10
092 167 018
092 227 010
094 227 022
099 167 010
110 17 022
15% 117 010
159 147 010
159 147 014
160 167 010
160 167 014
165 067 010




Job Label

Nine-0igit 00T Code

Office Manager for Automotive Oealership

Office Manager

Order Department Supervisor/Office Manager

Production Superintendent

Oirector, Institution

Oirector, Sheltered Workshop
Supervisors Yolunteer Services
Caseworker

Social worker

Day Camp Oirector ,
Transcription Secretary & Office Manmager
Typist

Supervisor, Coding Clerks
Account-Information Bookkeeper

Data Processing Operator

Accounting Clerk

Oispatchers Maintenance Service
Evaluator

Sales Representative

Commission Agent, Agricultural
Manager, Building Equipment and Supplies
$ales Representative, Yardware Supply
Produce Stock Clerk

Yard Worker

163 167 010
169 167 034
169 167 038
183 117 014
187 117 018
187 117 026
187 137 014
195 107 014
195 107 030
195 167 018
202 132 010
203 582 066
209 137 022
210 367 010
213 685 010
216 382 010
239 367 014
249 367 034
259 357 018
260 357 010
274 357 018
274 357 034
299 367 014
301 687 014




Job Labetl

Nine-Digit 00T Code

Restaurant Dishwasher

Cleaner, Housekeeper

Rifleman, Military Services

Janitor
Sorter, Agricultural Produce

Nut-Bolt Assembler

318 687 010
323 687 014
378 684 014
382 664 010
529 687 186
929 587 010




Geographic Identity Codes
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of llincis at Urzana-Cnemoaign

COLEGE OF EDUCATION * SUREAY OF EDUCATIONAL RESEARCH + WIS ROUCATION JUNDING * UKBANA, LLINOIS S1901
(25 3333023

Dear

The Bureau of Educational Research is a unit of the College of Educacion ac
the Universicy of Illinois. It provides ronsuleing service to persons in
schools and indusrries and conduccs researth on schoel, community and induscry
intsraction in ous. clety.

The Buresu 18 currently investigating how vocational skills are taught to
persons with handicaps. Therefore, we are seeking training informacion from
a selecred group of employed, disabled persons who have been employed, with=
out interruption, for two or more years.

In order to condutt this investigation we request cne assiscance of the
as a consultant to assist us in idenci-
fying former clients to be interviewed who have the cicted qualifications. If
these persons are willing to be incervieved, they would parcicipate in an
incerview of 45 to 90 minuces,

The purpose of the fnterview is co obrain infarmation from chese respondents
about thelr experientes vhen they were in the seleccion protese of choosing
a traiuning seccing (classroom/laboracory, on-the-job or a combinacion of the
two) to best ptepate chem for job placement.

W believe thelr information, combined with our current findings (enclosure
1} will assist ttaining authoricles, parents, and advocates of handicapped
persons when seleccing the most appropriate pre-job training seccing.

It 15 the belief of most sdvocates that decision-making about one's self
is an’ essential part of an handicapped person's adjustmeat to the “real™ world.
Therefore, it is the opinlon of the investigacors chat a need exists to gain
expert opinlons from cited former clients who are employed persons with dis-
abilities chat have experienced the pain, fear, and loneliness of being dif-
ferent. The criteria and the problems thase experienced workers idencify
and repotty based on the training selecced for their skill developmenc, may
tonfirm or be uniquely differenc from the views and/or beliefs of the trad-
itional asuthorities (enclosure 1) who choose the training settings. This gtudy
may provide additional critetia to be considered when developing individualized
education plans for persons with handicaps. OQur procedures for chis investi-
gation will be as follows.
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First, this investigation is nonexperimental, descriptive regearch. It
will be directed toward gathering data from past consumers of trailning who
are disabled and are tenured employees in tbe workforce. (Tenure for the
purpose of this Investigation 1s twenty-four consecutive months or longer
in the work force and currently employed.) The data will be collected by
individual interview. There will be semi-structured standards imposed to
permit generalizable formulations to be derived but with a degree of latitude
which permits some in-depth probing of toplcs. These toplcs way be influ-
enced by the respondenta.

Second, the respondents will be obtained by mazns of a modified form
of "referral sampling" (for an exauple of agency referral, see enclosure 2)
wvhich seems to be the most reasonable approach for reaching a widely dis—
persed, low density, and socially inconspicuous population for vhom no
central reference 18 avallable. Fifty or more persons from a varlety of
agencies, companies, and instituticns in Illinols will be sought by branch-
ing nominations, i.e2., an ageacy or individual will provide the pame of
an individual vho oight meet the prerequisites for inclusion in the survaey.
The target population must be disabled 2nd job tenured.

The investigators have recently reported our findings in a presentation
to members of the Pennsylvania Persosnel and Guidance Asgoclation. & sim-
ilar program was presented ro the Guidance Division of the American Voca-"
tional Assoclation in December 1979, A more up-to=date presentation will
be given iIn the Spring of 1980 to the American Rehabilitation Counseling
Association 1n Atlants, Georgia.

It 13 our hopa to disseminate through state and national professional
organizations some of the koowledfe we have acquirved about the trainiang
of persone with handicaps. We would like to cite the type of agencles,
auch as yourd, wadch have tontributed to this investigation.

We would like to re-emphasize that the participation of [ormer clients
of the Department 13 strictly voluntary, and the "comfldentlalicy" of their
identity will be maintained at all times.

of the office has been our contact ia pursuit
of your approval.

We would appretiate your assistance. Thank you.

Sincerely,

Alain Bunter

Research Asaistant to Rupert N. Evans,
Acting Director, Bureau of Educational
Research

AH:1s
Faclosures




Utiversity of Minsis
Rehabilitation-Education Cenler

L]
ISR ’
!

Ol Strect at Stadivm Drive, Champaign, Hlinois 61830

Dear

The University’s Bureau of Educational Research is saeking
informatlion from former students of the Rehabilitation-
Education Center who have been employed, continuously, for
two or more years., I would like to recommend vou as a
potentlal participant, but strictly on a voluntary basis.
Be assured, you will not be contacted unless you complete
and return the enclosed card to the Sureau,

I feel most confident that this {s a ptoject which would
be of interest to you and to which you can meke a definite
contribution.

I extend wy sincere thanks to you fot your response to this
request.

Beot personal regatds,

Joseph F, Konitzki
Associate Director

JEY:As

fuclogure
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COUEGE OF EDUCATION - BUREAU OF EDUCATIONAL RESEARCH = 183 EDUCATION GUIOING = UZBANA, HUNOIS §1801
17217 3333023

Dear

The Bureau of Educational Research is a unit of the College of Education
at the University of I1linois. It provides consulting service to persons in
schools and industries and conducts regearch omn school, community and industry
interaction in our society.

The Bureau is currently investigating how vocational skills are taught
to persons with handicaps. Therefore, we are seeking training information
from a selected group of employed, disabled persons who have been employed,
without interruption, for two or more years.

In a structured interview of 45 to 9D minutes I would 1ike you to share
your experiences when you were in the selection process of choosing a training
setting {classroom, on-the~job, or a combination of the two} which lead to
your initial job placement. The information you provide will assist training
authorities, parents, and advocates of handicapped persons when seiecting the
best training setting for job placement.

Your participation {s strictly voluntary and the “confidentiality” of
your {identity will be maintained at all times. I have enclosed a postcard.
1f you are willing to participate, please fi11-in and sign your name and
mail to me. Your participation and contribution to this investigation will
provide important and useful information about how one should choose among
the available training settings to train effectively a handicapped person
for the future.

The time and ptace of interview will be at your convenience. Thank you
for your assistance,

Alain Hunter

Research Assistant to Rupert N. Evans,
Acting Director, Bureau of Educational
Research

All:am
Enclosure




I, » will be avallable to be iptetviewed
fot the project: “Criteria ldentified fot the Selaction

of the Training Setting".

{(Signature)

U OF EDUCATIONAL RESEARCH
COLLEGE OF EDUCATION
YNIVERSITY OF ILLINOIS
URBANKA, JLLINOLS 61801
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VOCATIONAL AND TECHWICAL EOUCATION, BUREAU OF EDUCATIONAL RESEARCH

UNIVERSITY OF ILLINOIS [ For 0ffice Use |
Queat @
ToBalmE=P-H=0-H-E I~N-T-E~R-V-I-E-W Scudy ¢

(shore Title of Study)

Person Called {lagec wame, firse, m.i.)

Telephone # {(AC _ _ _ )

Inicial Concace: / /80 Willing Parcicipanc? YES NO {circle one)
Remarks:

Guestionnaire mailed: Oeta Collecead: [ /80

- Seandard Conversation -

Hello {Good ... ). May T plegse speak to 7 My name is
{person called)
and I am calling from the Bureau of Educacional Regearch

st the University of Illinois. Im 19(78), (79}, or (early 80) you were inrerviewed
by & pember of our project scaff. The subject of the :i.n:erview was the saleccion
of che craining seccing for Persons wich handicePs, 1i.e. the idencificacion of
criceria used in che process of seleccing an appropriate tralaiog sectcing for the
vocational development of handicaPped persons.

L hs e follow-up to that interview, we are now conducting a telephone Sutvey of

thoss resPondeats to obraln thelr sssistance in validating {quancifying) chose criceria.

ERI
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Would you be willing to grant us another thirty miputes of your time at a
time and place that 13 most convenlent to you?

[1f no!) Thank you very much for your participaticn, and we will send you
& copy of our final report in Aggust 1930.

[1f Yes! or a "conditional” yes/uo!] "Thank you for participating. Our
procedure will be to firet, send you a questionnaite’ it will take no longet than
fifteen minutes to peview, Sacond, we would like to call you at your convenience
within the next five days to obtain your responses to the questionnalre.* (You may
destroy the questionnaire after this call.)

When would it be convenient to call you: Date? _/ /805 tima?
and telephone number? (AC _ _ )

Thapk you for participatiug‘in our study. We will mail your questionnaire
(today) and ‘9111 call you on (date)_ / /80 at (time) _  with telephone

mmber (AC )

- -

i If the respondent is alght impaireds advise respondent that a "taped”
questionnairve will be provided.




STIIMMARY LISTING OF OCCUPATIONAL
CATEGORIES, DIVISIONS, AND GROUPS

OCCUPATIONAL CATEGORIES

0f1 Professional, technical. and managerial oceupations
Clerical and sales occupations

Service ocoupalions

Agricultural, fishery, forestry, and cclated occupations
Proceassing occupations

Machine trades pations

Benchwork occupsnocs

5t 1 work o

Miscellaneous occupations

- N -SRI O Y

TWO-DIGIT OCCUPATIONAL DIVISIONS
PROFESSIONAL, TECHNICAL, AND MANAGERIAL OCCUPATIONS

i O P . in ac " ot aod -
O ' n h and phy "

00

o P

[+ Occupations tn life senca

-3 Decupations s social

o} Oecupations in medwine 3 health
" Occupations in education
1]

11

”

3

"+

15

14

it

"

Occup in hbeary, amd archival
Ocowpathons in law and jumprudence
Oceupatwons in yetigion and theology
Occupatens in wnting

Occupatwn in art

Decupadions in and

< ¥ : w admi L !
Manageri and oiTiculs, nec.
Misceltaneous prof d, veehmcal, and

CLERICAL AND SALES OCCUPATIONS
Srenopraphy, typing, (iling, and retsied occupatons
O \ +

b g L] L
Produciion and stock elerks and relsted octupations
Ink 3on and g€ dalnb P

Sales OCCUPMIONE, services
Sales occupath b
Sales occupations, commodises, ne.C.
Miscall wn p

SERVICE OCCUPATIONS
Domentic urvice sccupationt
Food wnd beveragt preparation and Kerice oCcupitions
Lodging and relared sernce ocCupations
Baghering, cosmetology. and related e rnce occupabons
Amussmeny bt pe jom service path
S e 7 | service p H
Apparel and furnishings iervice cccupats
Proweciivg IEIVICE OXCUPRton
Buwilding snd relaved service occupaiont

AGRICULTURAL, FISHERY. FORESTRY. AND RELATED OCCUPATIONS

Plant farming occupations

Animial farming occupations

Misceliansous agncultutl and relsied Gccupations
Fihary and related occupabons

Forestry occupations

Henting, trapping. and related occupslions

PAFullToxt Provided by ERIC




PROCESSING QCCUPATIONS

Ocrupatons in procesing of metal
On nﬂnin; and foamdr y ocoupilioes
O i p g of food. 1nb and related p
Ocupntm in ptocmmg ol paper and rslated macerlals
P in p g of petrol <oal, natural and manulactured gas, asd related products
O lons in p ofL Jeaty, plasnes, synth cubber. paint. 30d pelated produsts
Onwpamh mnhgntwmdmwmdymdum
Occupations in processmg of stone. clay. glass, anct related peoducts
Occupations i proceismg of keathes. tesnles, and relaied products
Procesing vccupatons, a ¢ ¢,

MACHINE TRADES OCCUPATIONS

Mctal machiniog occupations
chltottu; mpﬂmu. nec
Pqnwting oocupatum
INg CCCUPATIOns
Wood machming occupations
OccuPations in machining stone, clay. gtas, and rclited matenals
Texule occupations
[T ) "“‘

§=8

EL%28%5

L X 21

BENCHWORK OCCUPATIONS

O hons in fab by, and repair of metal products, ne e

Ouupauouin fabrxzation and tepw of soxentific. medical. photographa, opucal. hotafogecal, and related products
Ceicupations in assembly and reparr of etectricat equipment

Oceupations in Cabrication and repar of products made from asorted matenah

Prioting. decoeating, and related nacupatony

Occupatwne in fabneation and repair of plaates, 1ynihency, rubber. and related produrn

Oceypatsons iy fabication and repat of woo praducss

Occupations in fabrication and repasr of tand, sione, clay. end glass products

Occupations in Tadrication and rcpair of teate. leather. 30d retaved products

Beach work occupalons, ne.c,

STRUCTURAL WORK OCCUPATIONS

Occupations in metal fabricating, n ¢.c.

Welders, cutters. and related oceypatons

Elccuicl! mmblmg. mﬁ.ﬂlmg. And FEPRALAE GCCLIINON

Fa hg, 30d pelated oceupRin
E.Icmlln' .radmg. um;. mi related occupllm

Contruction Sctupaticns. ¢ €.

Struziural work 0CCUPAUONY, A ¢ €.

MISCELLANEQUS OCCUPATIONS

Moator Freight occupations

‘l’tamponam mupnlum. ned,

Pactaging 13 handting

Oceup in of "

Ocwp in provd st disink of

Amusemenl, FECTC 0N, MONon piCtUre. radio 3ad televinon occupatnt. p e e
Occupations in graphic art waek

PAFullToxt Provided by ERIC
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THREE.DIGIT OCCUPATIONAL GROUPS

FROFESSIONAL, 'IgCCIN!CJ\!.. AND MANAGERIAL

CUPA
Qo O dosy ka archle ginteriog, anl yisg
001 Architeetursd occupabons
00 A ical engi g Ovcud
o0 B

004 Cinlenpmnngoceup;l.om - )
006 Ceramie ¢n;we¢tingo¢cupat|onl

w’ Waonh

0% Chemical ¢n¢mmmg nccup.mum

010 Mising and perro ¢

on I gy and lurgical e
012 Ind

o ﬁgdnlltul‘al tﬂ‘lml.;l“ oSoupaiing
Ol4  Marine engincenng Sccupating

013 Nuclear engiiecall occopatons
011 Duilers, nee,

&
013 Surweying/ I P

019 Oceupations i arch:

¥

s £ and wrvenng. nec.

[ > O fons [n mathemutics and physicsl s

0o Dncnm.mom in mathematns

0 Oceupaisont in 33 ronomy

0! Occupstions in ¢hémeiry

023 Occepations in phywcs

024 Decupatiom in geology

02%  Occupations 1n metearniogy

023 Occwr i math and phywcal wiences, n 8.C.

L] Oecupations in life sciencey

40 Oocupatmm n agmuhur:l wKnoes
ol
[13] Oocw‘lions " pa,tllolou

049 Occupations w hife senees ncc,
4% OQucupations in seclsl

VS0 Octupaniont i covnomics

051 Occupatron in pohitcal wience

052 Octupaiom in hivlory

054 Occupations m socology

0% Occupauons n anthropology

o9 i in sl aec,

#7  Oceapatioos In medicine and henlih

070 Phopsiciany and surgeons

071 Owicopaths

013 Denthity

07}  Veletinarisng

074 Phaemacista

019 Regivtered nurses

018 Therapiuts

071 Dictitans

078 Ocaapationt la aredical and Jentak technology
079 Qccupation in mediciae 4nd health, n.e.c.

[} Oceupationt In education
090 Occupations m college dnd university educabon

091 Ocecupativn in fary schim £

092 Oceupptions in preschoot, pamary schoul, und kndesganen
education

oM Oc in education of the hamdicapped

L) Kotu Conomu and ram .uhmm

ot font in n.e e,

"o Deeupahmmcdumim nec

1] Otewprtions (n mutewm. Berary. asd archival sciences

100 Libearisns

1 Asehivisa

1 Museum cursiors and talated occopations

109 Occupstions i mwseum. hivary, 3nd archival sciences: nec

3]

1o
i
ue

13
120
129

(1]

[E1]
[+
[E})
[EL)

11

1] ]
(L}
143
L4
149

13

130
151
152
153
159

15

160
16t
162
153
154
133
164
163
169

23
124

"
s
n
(L1
{1 1]

9t
193
194

195
196
197
L]
199

W
w02
W)

xx%Vi

Oerupalions in lyw and Juriiprodence
Lawyers
Judges
Octupations i Jaw and jarisprodence. n e ¢,

Ocvupations i celigion and dreology
Clergy
Occupations b religion and theology, n e <.

Ocrupations {n writing
Writers
Editorst publieation, hroadeast, and scnpt
Interpreters and iR
Occupation in wilmg. a ¢ €.

Otwpuhninm

antisiy, 1 and Wl -.grapbu:am
Eaviroamental, prodoct, and relsted dengners
Occupatsins, in punogf:pny
Fiot artuts: p pon, and relaied occupat

Oceupmnm nanned

O In entertal ey
Oceupauang in Jramatict .
Occupations sh damcing
Occupativgs wn muse
Qecupatieny in uthletics and vports
O in i ad nec.
o oo in sdminharatl Labl

Agtountants and audiven

Budget Jnd manapement By (LEME SAMTYIN CTCUPRIDNT
Purchasing management oceupitions

Sales aned dotnk P

" 1

[ Ll v
Publis relateons ManagEment 0ccuparions

g And & iy i ial 2 public wivice
O LEY. ] nee.

P P

Manapery and olficlals, aec
A;ﬁculmm Torestry, «nd feshing incustry managers and officials
Muning industry gu7s aned oaficuat
comnmuwuuqmmgmwmncnh
Y g and officialy

iy 4 i
andoﬂ'malc and sy
Whotesale and retul trade oranagers and offiuials
Finance, insaeance. and real estale managers snd officuals
Serview indusiry managers and oficuals
Public admi ¥e13 andd ot
Mucellammmgenmdofﬁmk.uc

i " 1, technical, s perisl
mhu

Agents ad ApPranees, a e.c.

Raubso operaton

Sound, ik, and vuieowap ding. and rep
CoEUpanons

Decupatons w social and welfare work

AMPlanc pikong and nyngatoes

Ship eapluns. mates, pelots, 4nd engincers

Ratroad conducicn

MizceHaneaus profeconsl, technical, and mansgerial
OCCUPMIONY, A £ €.

CLERICAL AND SALES OCCUPATIONS

Stenopraphy. typing. fling, snd reisted octupetions
Secreuaties
Sienographers
Typéss and typewntisig-machine operaion

250
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Interviewing clerks

Fite eherks

Ouplicating mashit: apetators ard tend

Mulng ard 14 wilice mach p

Sictogtaphy, trputg, filing, and related cocupabions, n e o
Computing 1ae ding weespath

Baokkeepen and bockkeeping: hne

Cavhiers and teblees

Elect e} b dula 7

Wiiling wed sare cherks

Payeoll, tirckerping, and dusy-rouies clerks

Accounting and statetical clerke

A teccarding mach pefator. n ¢ ¢

Compunng and \ j Pations. me ¢,

Praduction snd stock cherks uad relsted eccupatisns
Produchon dlerks
Shappirg. ceceving, <ok, and related elencal occapatees
Pricduchon and otk elerks and related tucupatont. g e,

tal, ae, .“ x 41, e L P s
Hand delivety and Jutnbysdn oocupanons
Tekphone opetasors
Tek geaph operaion
Informatson and rescpiron cletks
Accommoctation cletks dnd gate and ticket 2g.nss
Ind; ared e dicnb fec

h L] cheriesd path
Invesrgaiorns, adpuers. 3md related 0ccupaons
Guovernment servce derks, n et
Medical <ernce elerks. nv e
Advenning-ervice clerks. ne e,
FAMPOrLg e tvice ikl n 2 ¢

[Y TR

o

LI XS

Sales sccopations, srvices
Sales mueupateons. rexl es~ee and intd rance
Sales awoupItony, bundss and sl v
Sales p £
Siles oceupatans. uhilshe:
Salea P P g and b
Sabel twCupations, sEPaCEs. n e.c.

Soles paih b dithes
Sales cccupanons, sgncultural Jnd food products
Sales P lestde profucts, apparel, and
Sales vecupdlions, chemicals, drvgs. and wadnes
Sales ocewpari 1 bl Jineh n e €

Sabrs potuprtions. commodikes. we.r.
Sakes P bome fumi furmthings. and appliances
Sabes ocoupdlions, elect ncal poods. escepl home appliances

sales nee.

P

SERVICE OCCUPATIONS
P ; -
Houschald and related work
Laundsrers, privie Tamby
Cagks. Jomesne
Dy srvice pItiont, R& .

Fard and bererage prepasation and service acopation
Hostyt and ctewards J foon! and by
SEFVICE, ESCEPE Ship ylewatdsiue watdesses
Wancruwaitresses, and related food service occupainy
Barenders
Chels and cooks, botels and restaurants
Miceltancous cooks, eacept domestie
Maateulteru except m slaughtenng and packing howes
Muscellaneou food and beverape plepaition occupations
Kitehen workem™, ne ¢
Foud und beverags preparasion and s rvice accupabiont, m e ¢,

Lodgleg sad related strvice accupations
Boarding.huuse and kadging-house kcepers
Houwckcepers, hotels aod insbitubons
Hovwclésnan, hotets, and related egrableh
Bellhops and telated occupations
Loding any relatod service OCTUpAKONT, 1 ¢ ¢,

Barbering, coumetolngy, and related service vocupatisne
Bartwrs
Mamcutisis
Haindresswirs and conmetologhts
Makeup occupihions
Muasseurs aod related occupations
Bath wtrendants
Embaimers and related occupations
Harbering, coumetnlogy, and related service nocupabons, ne T,

Al and ban SEFYire podi

Atieradants, dowlhing atley and billard porlor

Attemdanty, oIl coune, tenns cour. skating vink, and related
faclvics

Amcsement Jevce and concession altendante

Gambling hatl attendants

Usiwn

Wardnobe and dreusg.room atierlants

A ard wrviee

s

Shup mmdwrm! and releted ovcupatOns
Tram stseplants

Houut and d s nee
Guupes

Skt patieny, farm and ¢ t 3nd d

& =qup PP

Sales jons, b quip parts, ad wppl

Und J brih and p | nurves

Sales occu;mbm. wustnial and related Cquipment and supphes
Sakes p b and com 1 equipenent and
wipplies

Sates P fieat and fic quip acd wopt
Sales nceupations. sporting. hobby, sianoacry. and related goomts
Sales oceupations, mucelluneout commodines, n.E &

el saley pach
Sales cleska

Vendmng and doot o door seiling octupations
Route saber and dehvery OSoupations
Sabwitors

Auctioncers

Renisf clerks

Shoppert

Sabes promoiion occupatioot

Merchandise dapliyen

A 1 4 gues, and relaied bealth seraces
Baggdpe handicn

Checkranm, tacker toom, ard resiroom aitondants
Masceld p I sz rvice p nee.

[

Apperel and lumishings service ocrupth
Laundenng necupations
Dry cleamng occupations
Pretung oceupalions
Dryesng and 1elated occupations
Shoe and luggage rep and related
Bootblacks and telaied occupatons
Apparel and furniah wrvice .

n {ve service cupaliow
Crosung tenders and bndgs opersion
Secufity guasds and commection offkcer. ca0ept cromung tender
Flre fighters, fire department




ns
wm
k11
v

k]

b1 ]
2
n
b1 )
19

Police officers and detectives. public service

Polce officers and deteetives, exee Pt in Public service
Shendfs and baulyifs

Arned forces enlysied persoanct

4 it tervica P nee.

Bulbdlng sndl related o rvice sccopationt
Porters and eleancry
Janors
Building pest control 1ervice occupations
Elevator operaon
Buwilding and related semice ocCupainms, n e €.

AGRICULTURAL, F!Sgcl':RY» FORESTRY. AND RELATED

-

Ll
«01
403
404
405
408
407
408
408

41
410
alt

CUPATIONS

Pl Fatwnlsg ocrapations
Grain farming gccupthons

Fruit and nut flrll-nal ozcupauons

Fitl crop farmeng occupationt. » ¢c.
Hortieuttural i

G th i » .v " k Ll ) Lo
Divervified crop farming necupations

Plamt e and refated sersice octugationt
Mang faeming aod related e

Anlnnl Dyrming oceupations
Domcesnc animad farming occupmsnnm
Domestie fow) farming oecup
Game farming wecupalion
Lower animad fmen g oceupaions
Animal seract oceupationt
Anitas] farmog vecupMilon. n e ¢,

MisceHnnmous agricwliural and related octupations
Creneral farming oceupatiant
Muocehanoous agneutiural and relaied occupations. n ¢ 6.

Flskry snd reisied sccupstions
Het, seine, and trap fishery
Lint fishen
Fishery. mrsceHaneous equipewnt
Aguatk hife sull and related

ponge and ; v
Fubety and relited vecuPhont. ne ¢
Foresiry sctupetions

Trwe fximing and relaied I

Fores contervalyon occupilons

Oecupations v harveding forest products, eseept logaing
Loggieg and related occupations

Log grading, scabng. softing, rafting. and fedaied occupatons
Foreatry occupations, n ¢ ¢.

Honting, trapping, sod relored occupilions
Husting and 1rappung occupaliony

PROCESSING OCCUPATIONS

Qotupations fo pratessing of metal
Electroplating ocupatians
Dhp plating occupriront
Muaitwg, pounng. cesting, and related occupatuns
Mckhiog. clesning. degreasng, and relsted occupations
Hemt-treating occupations”
Metal sprayws. coaling, and related oceupatons
Oceupations in procesing of metal. ne ¢

Cre 1elining 504 fsumiry sccupstions
Misieig soed related oceupatsons
Separsvng, Rlieting. and related sccupatans
lalving occupstions
Roating occupliions

364
9

47

570
i
1
573
514
514
51y

xxxviil

Pouning $0d easteng SCCUPItGNL

Cruthing and gonding occupaiont

old kers, and related pations
Ore refiting and foundry

At

Qecupationt In pr ing of fund, and reisied praducts

Mixing, vompounding, blending. kneading. shapang, an) related
wCCupatesng

S<p '] hing. miling, eh
OEUPAtONY

Cultunng, mefeng, fi g. dublling. ¢ prckhiag,
aping, and related accupatminy

Hestmg, rendenng, melung, diviag, coolwg,
ocCupataa

Cuanng 1ing, decorating, and retated i cupdtinny

Slaughtenn g, bteakiog, cunng, and telated ocuupatons

Cooking and baking occupatioot. n ¢ €.

Orgup anp g of food, toh
prodocts, o ¢ €.

Otupstbons b proceiing of paper I0d related malenaly
Gnnding, beanng, and ming occupalions
Cooking and drying cccupationt
Cooling. Bicactung. S1cening, winhiog, and relaed ewcupanons
Calendenng, sining. g+ 3 s lated o cupaiiom
Forming occupations, o ¢.€.
Ocovpauant in proveamg of paper and related matenaby, ne.e

Oecupatbons in praceving of petrobram, eoal, naisry and
manviaivred gos. and relved penducty
Aiseng amd hiending occupatines
Filtenng, Mramng. a0d scpariung «cupainmg
Dusufling, 1ublemeng, and carb g LU
Deying, beatwng, and mebtitng iecupations
Grindwig 3nd erushinl pccupatams
Reacting 0Ccupalims. b e €.
Ocevpations in proceasing Wl petrodeum, coal, natvral and
manofaciured gao, ind related producty, ne 2,

Occupatiens in pricessing of shemicth, plasthcs, syaththcs.
rubber, palet. and pelated prducis
ixing and Blendun g ocoupaten
Filtenng, straming. and sepaniting o cupdtimng
Duiisibing occupstsons
Heating, baking, deying, se asomng, melting, and heatetec ating
OECUIBNY
Cranng, calendering. | g, and finesh D
Grindi .'a!ld hing P
Cauming and moléing otcupationd, n ¢ ¢.
Extrling vtcupanons
Reactng 0ccupaihons, o c.c.
Oceup inp g of chemicalt. o
rubber, paint, and related prodocu. n € €.
Ocowpetions in praceming of wood 1nd weod products
Mixing and relajed occupations
Wood preservag and related aceupations
5 ing, §- and retated occup
Drysng. seasoning. and relsted occupdisn
Grinding and ¢hoppiig occupanons. me ¢
Qecupanons in procctumg of wosd and wood produes. n e e,

Oustupations in proveming of sione, cioy, flas, snd reisied
products
Crushing, grinding. and masang occupabions
Sepanting occupatont
Malting sccupatons
Baking, drying, and hesltrealing OCupahont
Impregnating, coaung. and glanng oceup3nons
Fooming oc cupatan.
Qccupationt in processing of sodes clay, tass, and selated
products. n e.c.

g, and related

¥Ib §

g and gelated

and rotagedd

et
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540
L1 11
bl

514

556
557

€263

620

L4
422
L2
624

25

Oecupations e precrssing of lesther. tentiles, and viated
praducts

Shaping, blockeng. siretching. 3md (Entering JCUpILOns
Squmm;. rtmmg. apd drying peeuPations
W, . aml

hunu. pml, |msn|. suhn;. ulmdmul. and emborung
occupat
M i ing. and |

Singei el'allmg. he having. and
Felting and fultmg om:upauom
Beushing and thnrking otcupations.

Occupdtions in processing of keather, weatiles. 3ad related
producti.pec.

Provemisg voropallens, ne.c,
Dccupations in procesung products from agorted materialy
Miscell m ing g LY TS

MACHINE TRADES OCCUPATIONS

Maist machining occupdlions
Machinmis and related occupations
Toolmakers arnd 1elaed oecypations
Crear Machining occupatons
Abrading octupanons
Turning occupations .
Miiling. shaping, and planmg
Boring cecupations
Sawing necupations
Meisl macheming cccupdtions. A 6.0,

Motalwarklap sccupatient, na.c,
Hammer forging occupations
Press forging occupations
Forgeng occupalony. n e c.

Sheet 3ad har rolling oocupatins
Extruding and drawing sccup
Punchiag 4nd thearing occupations
Faliricating mackine occupsuom
Formin; ommum a ec.

Udaadd 3

Al abhanl .“ vl Y P d

Motonted vehicle and
fepacen

Airerafl methanies md 1epaIrery
Rail equip and
Manne mechanics and cePdiren
Farm mechanmcs 21 J tepaen
Engine. power iantmission. 9nd related mechanica

P

L L4
Prinidng and publaheng mecharics and replirers
Testibe hinery and €Quip t and 1Ep
Special induitry machinery mech
Gcmnl adww mechanis and repdirers
P th and
ont and h and rep
8 and ¢
Uulum serece mechames and mpamn
™ p "
Meeh, and machwmety rep JheEe.

Paperworking accupathond
Paper cutteng. windeng, and refated occupatens
Folding. g g and ghing P
Paperworking occupaiions, i € €.

Prialing sccuputions
Typestiters and compoicss
Pristing press oecupationt
?finlwl machine oceupanons

Ehind,

amd relaced occpancns
‘I'ypecmen and umed occupations

Prnung fecupations, ne c.

Wood machining actepetine
Cuamnctmakers

Paiteinmaker

Saniing occupations

Sheanng and shaving oucupatuns
‘Turmng occupations

Mutling and planiing cocupations
Baoring occupalons

Sawing occupaticns

Waood machming occupation. ne €.

Oecupetions v puchiniag stent, clay, Eloty, aad criated
maberish
Sfonecutiers and related occuPMorns
Abraling occupation
Tuming cccupations
Planing amd thaping octupations, o € .
Boring and punching accupatung
Chipping, cutting, wwing, apd retued occupanons
19ons in machinig L clay. glass, and related
Oceupa inm § stonz, clay. grass,

Tealle occinpations
Carding, combing, deawing. and refated oocupations
Twosting, beaming, warping. and relared oecupations
Spianing octupations
Weavers and relared pocupanons
Hosiery knithing occupations
Knitang accupstions, ceoepd houery
Punching, cutting, forming. and related occupations
Tuling occupanons.
Tettde occupaton, A4 2.

Mathine teadet Sorupstiong, a.e.c,
Plnucs. fynthetics, mbhet. amd leather working OOCUPALIONS

Ip 5 fad of ansyl umandcabh
Oecupationt m fabneation of poducts from
Modcimakers, pa kers. and related
o w (3 of ord ion. and relaled
products. ne s

hane trad et P neg,

BENCHWORK OCCUPATIONS
Oxcwp biy, snd regair of mets)
ms.u.e. .

and repar of jewelry,
nhrmuc and utmdpmm ”
1on, y. and repaur of tools, and

tel‘iud pm’ucu
Occupdtions 1 ssaembly andd repasr of sheetmetal products,
nec.
Engravers. dichers, and telated otcupations
Filing, grinding, bufling, et 4. and pot
nac
Metal unit atsemblers amd adpsters, nc.c.
renell Pationy M f
meusl prodecss. ace.

melkm In (sbrication snd mt of mm‘ir';.:dhl.

and repatr of

7

Ocemm ] l'ahmamn and (epau of stuituments for
g ¥ E PhY
Occapaliom w fakncation and repair of optical v menis
Qecuptivona in fabrcavon and repur of segscal, medical, a6
densal instruments and wpplics
Oecupauant mn fbneation and repar of ophbhalme gods
Occﬁudptliom in fabrcason and repar of photographic equipment
tupphes
Qeeupanans 1 fabncabon and repur of walches, clocks, and
part
Ocevpations in fabhcam‘:‘\‘ and repart of =wm=nn|, wnd

Iy
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Dc:upauom in labticatyon Ind fepass of seientilic Ind medieal
i1, photogtaphac and opucal gomds, horwolopeal, smd
ed products.ne ¢,

Cecupationy in ssembly end repalr of ebectricsd squipment
Occupaiions i assembly and ce au of radio and relevision
oet:mnhl sets and phonag

upalions i assembly and tzp@uofmomn. RO, and
telated priducts gen

Occupabom 1 assembly ond tepair of commumenioas

Oqi"cuopalm in assembly and repait of eleceneal appliances and
wres

Oceupations in winding ard tling Sosils,
and related I
Occopanons t aasembly of hight bulbs aad checironic uhes
Decupattont in avembly and repair of elctronss component
and accessorics, ne.e.
O n Bl Qf torage b
O hioes in I ion of eh d wire any cable
Oceupatlom o alsembly and pepanr of electncal equipment.
nee

Oeruptiions In Fabrication and repsir of products made (rom
easoried malerials

Dceuruom w fabricalon and repaur of musieal instraments and

par

Occupation in fabncaton and reparr of games and toys

Dccupanont s fabncaton and reparr of sporteng govds

Occup:uom tn fabneateon and repau of penr, pencily, and office
and astisn” matcnals, ne e,

Occupdvons i fabncanon and repae of aotions

Decupatwons in fabrication and cepair of Kwalry. a ¢ ¢,

Occupa tons in fabneation and tepar of ordnance and
BCCERLONEL

. sons i Fabrcation of ¢ k1, exph
and related products

Occvpations in fabneauon 3nd repaic of products made from
aworted materials, a. . ¢,

Palntlg, decornting, and related sccupath
Painscts, brush
Panters, spray
Sinning. waxing, 30d celaed cceupayont
Paintnyg, decorating, and related oocupdinons, ne c.

Ocrapaibons fo Fabrication snd repsis of plastics, yntiettics,
rubber, and retated products

OccuPanons i tabhcaton and repart of tres, tabes, B¢ irexly,
and relaced products

Laying out and cutting uccusmhm. nee.

Futting, vhaping rd hrag, and relfated oocupatont,
e c.

Occirpations in fabrication and repair of rubber end plasie
footwear

Occuparons i fabnceison 3nd reparr of muceliznooss plasocs
products

Oceypations in fabricanon 3nd repair of Plaswes, syathehcs,
rubber, and retlated products. ne.c.

Ocruparions in fabeiceibon snd repair of wosd products

Bench carpentens I0d celated oCcuPItons

Occupations in Taying out, cutiing, c3rving, shapiag, and sanding

wood products, n e ¢,

Octupations in sxsembling wond produris, & e.c.

Occwpation in fabneannon +0d repair of fueniure. A e e,

Cooperage OCCUPIONT

Occopations 1 (abncatson a3 repie of wood Producy. D e €.
Ocrapations in fabriceting sad repais of sand, syome, 57, snd

Oec.uw*:'bm and of | and
. oimaments,
reiied products T on snd repane of jevelry. o

Sione cutters and carvers
Glm bto-in.. pm; uhbm;. and related OCCUPANOND, 1 € €,
P g and o 8 brck, vle, and refated
ptndocu

Occupauons 1 fabrcahon and 1epat of Poery and porcelan
ware

Grinding. filing. polishing. (rodng. etching. eteanng. and refated
oceupalivny. n ¢ €.

Occupavons i fabricatwn and repast of athestos and pulishing
Prentucty, ab il related

Modelmak ery. ers. meldmk and reltated
SCEURIS

Occupdizns i fabneanon and repast of 1300, stane. elay. and
a3 produsts. nec,

Oecvparions in fubticavion and repair of sextile. beather. ond
nlmd products

O in uphot gand w and c2part of
lmfed farnuute, mattrovies, and felated produers

Laying sut, marking. curting, 3nd punching eccupanans, ne ¢

Hand s¢wers, menders. ¢mbrorders., knieters, and relned
CCeupfdond, a ¢ g,

Fut and feather working cedupations

Occupations in fsbneation and repawr of hats, caps, gloves, and
related products

TFarkons and dressmakers

Sewing maching OpEEAoR, gament

Sewang ] P

Oceapaans a rabncauun and tepau of foviweat

Oceupatims in fabricxinn and repair of texule, teather. ang
telated produsts. nee.

loarh work occupations, n.e .
n of (ood., toh and relmed

Qecupanons +4 fabacaton of papef produsthne e
Clwing 0ccupytions, n e &

STRUCTURAL WORK OCCUPATIONS

Oceupations in rewl febeioning. nec,
RiveteMune e

Fitung, bolting., screwing. and relaced oecupatgns

Tismuthy, ¢OPpersmtiths, and sheet metal workets
Bolermake s

Transp Quip biers and related occupanions
Boudy work

Museeltaneous mcupnms w meial Hbcating. b € ¢

Waelders, cutiers, eod retated AOCUPM I
Are wehlers and cuttens
Gas webders
Resstance welders
Branrg. braee welitg, and soldening occupitons
Solud state u!ders
Eleciron-b g th due e 30 L
whlers
Thermal cucrers snd arc cuners
Welders. cutters. and cedate d nacuplinm, ne ¢,

Electricsl avumbling, fnstalling. and repaining occupsiinns

Qccopations in sssembly, matalatwm, and repar of generators
mototh end powerplant equipment

O in by, in ard cepair of fransoesion
and. Jutnbupon hires and dtrcunts

O m il i and repain of wie
communication, Jetacton and ngnbng cqupment

Oceur n hiy, sastall; and tepauf ofel«twme

letectian, and

O llatyon, 3nd fepm of hghtag
cqunpmem an-.l hmldm; wihng, b ¢ e.

P m y atn, and kepanr of
(TS and I3 handling €4 qrm nee.

fa? 3 " It} and repae of indusirizl
apparaun, n g €.

& b M ad cepar of latge
tousthald apphamsand semilae comme t613d and industnal
equipment

n Lol I and repave of ehectncal
and cleetromes products, n e,




Occupatrom bn matalianon and repan wl eloctnecal prfucic,
nee.

Palating. mﬂhg. we berproofing. cementing, ond related

stiupal
[+ NI MANTEAINES PRITErs urid fel3Ted D SUpJiLHs
Papmthangen
Plasteren and refated ocrepamons
Wakerproofing and related oCvupaivony
Cement and concrete finrdang and relalod Gocupatnn
Transportatson cquipareal Pamtcey ad telated 0ocupalions

Painting. plutenng. waterprovling. semenung. 1md selated
oTCupation, o € €.

Excavetihg, grading, puring, sad relsied occupstions
Excavatin®. grading. wxl refated occupations
Drasnage and celated ocqupatnd
Paving aceupatmens, wphalt and Loncreie
Exncavating, |tadm|. pavng, amd telaled occupationd, & ey

Cuﬁﬂmﬁu mwﬂoal. [Py
and related wotup

ﬂmk and itoae matons Jnd ok wilers
Plumbert. ol l'tltcﬂn mam fiter, a0 relatend oceupations
Athestos and
Floot laying ard finnbing mmuom -
Glariers and related couupaning
Rower'and relaied occupations
Muceilanenus CoMIrCEON (GSpons, A £.¢.

Servctursl werk pations, n.cc.
Oceup i sirueiveal nee.
Miscelt A A worrk pabons. o e ¢,

MISCELLANECUS OCCUPATICNS

Moter freight sccupaiions
Concrete-muungaruck davers
Dump-truek driven
Truck Stivers, miammabley
Trailer-truck dnvert
Truck driser., heavy
Truck deivers, light
Motor frerght occupatons, ne ¢,

Trasporistieon eccupation, ar.e
Ratroad HRpOftation OLCLPaDons
Watds (ranpodtation peeupations
Alt transpottaion mp‘:m
P P nec
P ,' and pi Ll
Anendaaty md Hrvicers. :r.utlnnl fotr and OMIIvE service
facihitves
Miseell pUrLAlON OCevpaliand, © e.c.

Packaging and materislc handbng oceupations
Packeginl occuanons
Honting and convepnll occupsions

Ocevpatinns i moving 2md woans mas el and Product, n e,

Packaging and ts hapdiing P nee,
Decvpetion in tom of minersh

Eanin bonng, doling. Susing, 4l related oLeupaliom

Blastin§ VccupaIsons

LoadinE amd cunveyinE optrations

Cruthing occupanons

&memnl and related accupdon

Oceup of l

Oxccwpations In p ek di
Slanonary capincers
Fitens and retared ovcupsiuny

Ocoup n g
eleciric Lght an parwet

Occupatums 1 produciion and dwimshution of gat

Oueupatent i fifiratoh, pUINRK 00N and ditabius o wated

Ocrupaiiny i dioposal of retuse wnd wwage

Ocl.up-muns e ditrbubon ot siezm
p i presd aad duteb

of guluws. n e &

Amuiemeal, recrention, motion yieture. eadlo and teteilios
VOCUPRIIONT, e,
Mutwny pretlife prajeciiontsss
Madcls, ¥ambws, arkd euiras. ne ¢

Oueupationt in makon puctore, teles iswd, and thewncal
prodoctivng, n e ¢,

Mhwcell amnd P nes.

Ocompatbans in graphlc arl work
At work oeuupalions, brush, Wray. of pen
Phutocagraving oceup-onh
Lithogeasphers and relaud SUCUPIIONS
Hand somp and related octug
Eleciroypers, n-;reotypeu. ol félated ooeupations
Darkmom oceupations, ne.c.
BovAbinders and related occupatons
Occupabsons wn graphic an work, 0« €.
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APPENDIX
Explanation of Datu, People and Things

Much of the information in this publication is based on the premise that every
job requires.n worker [ function i some degree to Data. Peuple and Things.
These relationships are identified and explained Yelow. They appear in the
form uf three listings wrranged in each instance from the relatively simple 10
the complex in such a mannber that each successive relationship includes those
that are simpler and excludes the more compler.! The identifications attached
to these relativnships are referred 1o ay worker functions. and provide sandard
terminology for tse in summarizing exactly what a worker does on the job.

A jub’s relationship to Dars. People and Things can be expressed in terms uf
the lowest numbered function in each sequence. These functions wken togeth-
er indicate the tofat level of complexity at which the worker performs. The
fourth, fifth and «ixth digits of the occupational code numbers reflect relation-
ships o Data. People and Things. respectively.? These dJigits express a job's
relativnship 10 Data, People and Things by identilying th= highest appropriate
function in each listing us reflecied by the following table:

DATA Lith digih PEOPLE (Sth digit) THINGS (6th digit)

0 Synthesizing 0 Mentoring 0 Setting-Up
| Coordinating 1 Negotiating | Precision Working
2 Anulyzing 2 Instructing 2 Operating-Controlling
3 Compiling 3 Supervising 3 Driving-Operating
4 Computing 4 Diverting 4 Manipulating
§ Copying 5 Persvading 5 Tending
& Comparing H Spcakmg-Slgmlmg 6 Feeding - Offbearing
7 Serving 7 Handling
& Taking Instructions -
Helping

Definitions of Worker Functions

DATA: Information. koowledge, and conceptions. related to data. people, or
things. obtained by observation. investigation, interpretation. visualization, and
mental creation. Data are intangible and include numbers. words, symbsls,
ideas. concepis. and oral verbalization,

0 Synthesizing: Integrating analyses of data 1o discover facts andfor develop
knowledge concepts or intefPretations.

| Cootdinating: Determining time, place. and sequence of operations o aetion
to be tuken on the basis of analysis ul data: executing determunauon andfor
reporting on events.

2 Analyzing: Examining and evaluating data. Presenting alternative actions in
relation 1o the evaluation is frequently involved.

1A 3 each of the relzionships 10 Peuple represents a wnde fange of complenly, fesulling m coni.
derable overlap anmng P Iheir r rvirary and can b conwndered
& hierarchy only in the maose general sense,

0nly those telationthip which dre occupali Iy <igraf m terms of dhe pequirements of the
Jobb see refiected in the code numbers. The incutznial telationsmips urm:h every worker has 1o
Deta, People, arxt Things. bt whach U0 not senou]y affect ful p of the e
duties of the job, are not jedected,
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3. Complling: Gathering. coltuing. or classifying information about duta. peo-
ple. or things. Reporting andfur carrying out a presenbed action in refution
1o the information is frequenily invoived.

4 Computing: Performing arithmetic operations and reporting on andfor carry-
ing out o prescribed action in relation o them, Does not include counting.

5 Copying: Transcribing. entering. or posting data.

& Comparing: Judging the readily vhservable functional, structural. or compo-
sitional characteristics (whether similar to or divergent from obvious stand.
ards) of data. people. or things.

PEOPLE: Human beings: also animals dealt with on an individual basis as il
they were human.

8 Menloring: Dealing with individuals in 1esms of iheir 1oiad persopality in or-
der to advise, counsel. andior Suide them with regard to problems thit may
be resolved by fegal, scienlific, clinical. spiritval. andior other professional
principles.

Negotiating: Exchanging ileas. information. and opinions with ogthers to
formulate policies and programs andfor arrive fointly at decisions. conclu-
sions. of sojutions.

2 Instructing: Teaching subject matter to others. of training others {including
animals} through explanation. demonstration, and supervised practices of
making recommendations on the basis of technical disciplines.

3. Supervising: Determining of interpreting work procedures for a group of
workess. assigning specific duties 10 them. maintaining harmoniaus relations
amang them. and promoling efficiency. A variety of responsibilities is in-
volved in this function.

4 Diverting: Amusing others. (Usually accomplished through the medium of
stage. screen. television. or radio.)

5 Pfrsuading: Influencing others in favor of 2 product, service, or point of
view.

& Speaking-Signaling: Talking with andfor signaling people 10 convey ur ex-
change information. lscludes giving assignments andfor directions 1o helpers
o assistonts.

7 Serving: Attending to the needs of requests of people or animals or the ex.
pressed or implicit wishes of people. Immediale response is involved.

8 Taking Enstructions-Helping: Helping applies 10 “non.earning’ helpers. No
variety of responsibility is involved in this function.

THINGS: Inanimate vbjects as distingnished‘ from humnn beings, substances

or materials: machines. tools. equipment and products. A thing is tangble and
has shape. form. and other physical characieristics.

€ Setting up: Adjusting machines or cquipment by replacing or allering woals.
jigs. fixtures. and awachments to prepare them to perlorm their functions.
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change their performanee. ur restore their pruper functivning if they hrenk
down. Workers who set up one or 3 number ul machines fur other workers
or who set up and pérsonully opérate a variety of muchines are included
here.

Precision Working: Using body members andfor toofs or work afds to work.
move. puide. or place objects or midecials in situations where ultimate re-
sponsibility for the attainment of stundurds oceuny and selectiun of appropri-
ate tools. objects. or muterials. and the adjustment uf the tool to the lask
requite exercise of considerable judgment.

Operating-Controlling: Starbing, stopping. controlling. and adjnsting the prog-
ress of machines or ¢quipment. Operating machines involves setttng up and
adfusting the machine or materiul(s) 15 the work progresses. Controlling in-
volves observing guges. dials. ete., and luming valves and other devices w
regulate factors such as lempérutute, pressure. fiow of liguids. speed of
pumps, and reactions of auterials.

Driving-Operating: Storting. stopping. and eoatrolling the actions of mach-
ines of equipment for which 2 course mast be steered. or which must be
guided, in order tu fubrcate. process. andfor muve things or peuple. la-
volves such uchivities as observing 8oges and dials: estimating distances and
determining speed and diregtion of uther objecrs: turning cranks aad wheels:
pushing or pulling pear lifis or levers. Includes such machines as cranes.
conveyor systems. tractors. furnpee charging machines. paving machines
2nd hoisting macihines. Excludes manually poweted mochines. such as hand-
trucks and dollies. and power assisted machines. such as eleciric wheetbar-
rows and handirucks.

Manipulating: Using body members. tools, or special devices to work. move,
guide. or place objects or malerinls. Involves sume Jatitude for judgment
with regard to precision awtained and sclecting apy ropriate tool. object. or
material, although this is readily manifest.

$ Tending: Starting. stopping. and observing the functioning of machines and

7

equlpment. lnvoives adjusdng materials of controls of the machine. such as
changing guides. adiusting ttmcrs and lempérature Rates. tarning valves to
allow flow of materials. 2nd fipping switches in response to lighrs. Little
judgment is involved in making these adjustmenis.

Feeding-Offbearing: Inserting, throwing, dumping. or placing materials i or
removing them from machines or equipment which wre automatic o tended
or operated by other workers.

Handllng: Using body members. handtools. undfor special devices to work.
move of carry objecls of materials. lavotes little or no latitude for judg-

ment with regaed to atainment of standards or in selecting appropriate tool.
object. or material.
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