
DOCUMENT RESUME

ED 193 514 CE 026 996

AUTHOR Evans, Rupert N.: And Others
TITLE Identification and Validation of Criteria Used for

Determining the Best Training Setting for Persons
with Handicaps. Final Report.

INSTITUTION Illinois Univ., Urbana. Coll. of Education.
SFONS AGENCY Illinois State Board cf Education, Springfield.:

Illinois State Bureau of Educational Research,
Urbana.

PUB DATE 30 Jun 80
CONTRACT R-31-20-X-0275-164
NOTE 260p.: Appendix materials will not reproduce well due

to small print. For a related document see ED 187
902.

EDBS.PRICE ME01/PC11 Plus Postage.
DESCRIPTORS Adult Vocational Education: *Criteria: *Disabilities:

Educational Research: Employee Attitudes: Job Skills:
*Job Training: Literature Reviews: On the Job
Training: Pnstsecondary Education: Secondary
Education: Site Selection: Skill Development:
*Student Placement: *Vocational Education

ABSTRACT
This document presents tie final report of a study of

the best ways to serve persons with handicaps in preparation for
work. Chapter 1 provides background and identification of research
questions and the research hypothesis to be tested. It outlines major
tasks of the study: (11 identify criteria used by training
authorities to select the training setting for handicapped persons,
(21 gain opinions of 'impaired" workers as to where their job
competencies were best developed, and (3) identify criteria which
advocates presumed should be used when selecting training settings.
The second chapter reviews literature addressing 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 assessed in this study. Chapter 3 is divided into five
sections describing methods and procedures used in each of the three
sub-studies (authority, worker, advocate), quality controls imposed,
and statistical procedures. Chapter 4 reports findings that indicated
that most of the revised criteria were considered to have been used
or should have been used in selection cf training settings. Chapter 5
provides summary, conclusions, and recommendations for future
research. Appendixes, amounting to approximately one-half of the
report, include the' questionnaires and procedural guides. (YLB1

***********************************************************************
* Reproductions supplied by EDRS are the best that can be made *

* from the original document. *
***********************************************************************



University of Illinois
Urbana, Illinois

FINAL REPORT

Identification and Validation of Criteria
Used For Determining
The Best Training Setting for
Persons With Handicaps

by

. Rupert N. Evans Main Hunter Arne Holter Jayne Miller
Project Director & Research Assistant & Training Research Assistant &
CoPrincipal CoPrindpal Consultant Speech Pathologist
Investigator Investigator

June 30, 1980

Supported by

U s oePaamerys coo NEAL or.
EDUCATION a WELFARE
NATIONAL iNS11TUTE OF

loutayory
IRIS 00CUMENI HAS BEEN REPRO-
OUCED EXACTLY AS RECEIVED FROM
IHE PERSON OR ORGANIZATION ORIGIN.
AIING 01 POINTS OF VIEW OR OPINIONS
SIAIE0 00 NOT NECESSARILY REPO
sews ooFcAL NATIONAL INSIOUIE OF
EDUCATION POStIoON OR POLICY

Illinois State Board of Education
Adult Vocational and Technical Education
Springfield, Illinois

u

"PERMISSION TO REPRODUCE THIS
MATERIAL HAS BEEN GRANTED BY

C. cKeoluler
TO THE EDUCATIOML RESOURCES
INFORMATION CENTER (ERICL"

The Bureau of Educational Research and

The Department of Vocational and
Technical Education



T
h
i
s
 
p
r
o
j
e
c
t
 
w
a
s
 
s
u
p
p
o
r
t
e
d
 
b
y
 
t
h
e
 
D
e
p
a
r
t
m
e
n
t
 
o
f
 
A
d
u
l
t
,

V
o
c
a
t
i
o
n
a
l
,
 
a
n
d
 
T
e
c
h
n
i
c
a
l
 
E
d
u
c
a
t
i
o
n
 
(
D
A
V
I
E
)
,
 
I
l
l
i
n
o
i
s

S
t
a
t
e
 
B
o
a
r
d
 
o
f
 
E
d
u
c
a
t
i
o
n
,
 
S
p
r
i
n
g
f
i
e
l
d
,
 
I
l
l
i
n
o
i
s
,
 
p
u
r
-

s
u
a
n
t
 
t
o
 
C
o
n
t
r
a
c
t
 
N
u
m
b
e
r
 
R
-
3
1
-
2
0
-
X
-
0
2
7
5
-
1
6
4
,
 
s
h
o
r
t

t
i
t
l
e
:

C
r
i
t
e
r
i
a
 
f
o
r
 
I
n
s
t
r
u
c
t
i
o
n
 
o
f
 
t
h
e
 
H
a
n
d
i
c
a
p
p
e
d
,

a
n
d
 
b
y
 
t
h
e
 
U
n
i
v
e
r
s
i
t
y
 
o
f
 
I
l
l
i
n
o
i
s
,
 
C
o
l
l
e
g
e
 
o
f
 
E
d
u
c
a
t
i
o
n
,

B
u
r
e
a
u
 
o
f
 
E
d
u
c
a
t
i
o
n
a
l
 
R
e
s
e
a
r
c
h
,
 
C
h
a
m
p
a
i
g
n
-
U
r
b
a
n
a
,
 
I
l
l
i
n
o
i
s
.

H
o
w
e
v
e
r
,
 
t
h
e
 
o
p
i
n
i
o
n
s
 
e
x
p
r
e
s
s
e
d
 
h
e
r
e
i
n
 
d
o
 
n
o
t
 
n
e
c
e
s
s
a
r
i
l
y

r
e
f
l
e
c
t
 
t
h
e
 
p
o
s
i
t
i
o
n
 
o
r
 
p
o
l
i
c
y
 
o
f
 
t
h
e
 
D
A
V
T
E
,
 
I
l
l
i
n
o
i
s

S
t
a
t
e
 
B
o
a
r
d
 
o
f
 
E
d
u
c
a
t
i
o
n
 
o
r
 
t
h
e
 
U
n
i
v
e
r
s
i
t
y
 
o
f
 
I
l
l
i
n
o
i
s

a
n
d
 
n
o
 
o
f
f
i
c
i
a
l
 
e
n
d
o
r
s
e
m
e
n
t
 
s
h
o
u
l
d
 
b
e
 
i
n
f
e
r
r
e
d
.

3
1



ACKNOWLEDGEMENTS

The efforts and assistance of many individuals contributed to the

design, planning, implementation, data collection and reporting of this

study. The names of those persons are too numerous to list in this

report, however, we extend our deep appreciation to each of them. The

members of the project staff during Phase I and Phase II were:

Director & Co-Principal Investigator
Co-Principal Investigator
Budget Coordinator
Training Consultant
Research Assistant
Rsnearch Assistant
Research Assistant
Secretary III
Secretary III

Phase I Phase II

Rupert N. Evans Rupert N. Evans

Frank R. Rusch Alain Hunter
Carma Diel Carma Diel

Arne Holter Arne Holter
Alain Hunter Jayne Miller
Bruce Menchetti
Fran Moreau
Sherrill Mohr Laura Spera

Joan Neef



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 counselors, and hiring authorities

of industry place importance 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 the option to choose 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. Therefore,

it is surmised that the relative cost of training is usually the key

criterion in determining the facility, personnel, resources, materials,

and equipment for training handicapped people.

The major questions facing educators, rehabilitation counselors,

and hiring authorities of industrys 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 are to receive vocational

education traininc, 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 hp.adicapped persons. These criteria,

plus a 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-
like 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 on their competency development, since educators

and hiring authorities of industry continue to grope for guidance as

co 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-

pet'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 complexity. From these

generalizations it appears that task complexity is related to the choice

Div
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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:

I. 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
authorities of handicapped people, vocational rehabilita-
tion counselors and others who plan 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
I above, and why they are needed.

4. Interview handicapped workers who have been involved in
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 training
settings were chosen for their current vocations.

5. Use descriptive analysis to test the criteria and to identify
and quantify the training methods used when job competencies
were developed forthe 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 identification of research questions and the research

hypothesis to be tested. In the second chapter,.the staff presents

a review of the literature 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

with handicap.. in preparation for work. The data generated from this

investigation 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

identification of effective training methods for the handicapped must

not be limited in any way. Our principal regret 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 nublic schools, the Phi

Delta 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

slowly, but consistently, removing barriers to the socialization of handi-

capped persons in educational institutions and at the work place. In

addition, Congress and the courts have mandated that recipients of federal

dollars must make appropriate opportunities for employment and for an

education available to handicapped persons.

For the handicapped 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

services and need competent workers, that is workers who can produce

efficiently. Employers and vocational educators have a choice between

teaching competencies onthe-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

11
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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

placements in the community.

Historically, vocational competencies have been taught on-the-job 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

clear. 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 setting 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. Second, it has gained the opinions o

"impaired" workers as to whether their job competencies were best developed
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on-the-job or in a classroom/laboratory set.:ing 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 Illinois 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 to 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/laboratory setting and the complex were conducive to a combina-

tion of classroom/labo.'atory and on- the -lob 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 generalization cost appears to be the

most direct determinant in deciding to whom, how and where a competency

should he taught, i.e.f 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

1.7
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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.

If handicapped persons who are endeavoring to learn 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. Consequently, 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 handicaps 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

literature reports job discrimination and similar barriers erected by

employers and educators who have closed their minds to the possibility

14
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of hiring or training the handicapped person (Brolin, 1976; Gardner &

Warren, 1978). Without training or an appropriate education "dependent"

handicapped persons must turn to the public for aid.

After reviewing the literature 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.
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Research Questions

To guide the research in this study, answers to the following questions

were obtained.

For the training authorities stuy.

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-like setting?

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

3. How should these criteria and their use be modified to

increase client competence?

For the workers study.

1. What criteria do handicapped workers report were used for

deciding the training setting for development of their job

competency?

2. How do these criteria vary with the level of complexity of

training?

3. How do these criteria vary with the job for which trained?

4. What modifications to these criteria are recommended and why?

5. 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 handicaps, the train-

ing settings which authorities choose most frequently will be a
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combination of training settings, e.g., classroom/laboratory

instruction succeeded by on-the-job training or in conjunction

with on-the-job training.

2. 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 is a constant relationship between the number of instructors

and the number of trainees in any given training 'setting.

2. Most handicapped persons do nut have equitable training

opportun'Aies.

3. The handicapped person, when suitably trained, can contribute

as much to the employer as a nonhandicapped person.

4. The placement of the handicapped trainee in suitable training

settings will be contingent upon the decisions of authorities

other than the trainee concerned.

5. The responses by the respondents to the questions of the

interviewers 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
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used for placement of the respondents or used by the respondents

for placements and should not be generalized to the entire

state of Illinois or to all the institutions or agencies

who train persons with handicaps in vocational competencies.

3. Access to personally identifiable 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 results 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 is 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 regularly meet at a specific time and place for the primary purpose

of teaching and learning.

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 (OJT) is an all inclusive term that encompasses

all self-study knowledge and job experience acquired by trainees while

working at their assigned jobs.

1 3
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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.

13
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CHAPTER II

REVIEW OF THE LITERATURE

Considering the amount of recent literature which has been published

on people and their handicaps, it would seem that a considerable amount

of knowledge would exist on the process of selection of a training setting

for handicapped members of our society. From a search of the literature

this 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-MT-Mg-of Handicapped Persons

A major problem of fa] democratic society is inconsistency between
encouragment to achieve and the realities of limited opportunity.
Democracy asks individuals to act as if social mobility were uni-
versally possible; status is 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 millions 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 Illinois, was concerned with the removal of architectural

barriers from public buildings 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

(14. 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 (P1 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 ...

2.7
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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 provide 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., ". . . the Court stated that in this case the college did not have to

make accommodations 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 civil rights of that

trainee might have to await Congressional funding.
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Exclusion of Persons with Handicaps from Vocational Training

One pop' ?ar justification for excluslon of persons with handicaps from

training programs which lead 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, so why waste the classroom/

laboratory or cooperative program spaces on them? Theoretically, the

refutation of this barrier lies in three pieces of legislation. First,

Public Law 94-142, The Education for All 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 advancement; training in
occupational skills; related services; including 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)

2 3
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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. No . . . qualified handicapped individual in the United

States . . . shall, solely by reason of his [Mer] handicap, be excluded

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

discrimination under any program or activity receiving Federal financial

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 light 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).
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The Role of Persons with Handicaps
in Contemporary Society

As the casualties of the first World 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 minimal 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 steps 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 little 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).

Of 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 Hoed 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 CityJ, 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 lives, Brolin et al. believe the following longi-

tudinal studies provide greater insight into the life roles of handicapped

people.

In Illinois, a follow-up study of 464 deaf students who had been

educated in four different types of programs was conducted (Quigley et al.,
1969). The educational settings were residential, day schools in
Chicago, day schools in other parts of Illinois, 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 socialand marital involvement 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 Illinois

receiving aid, in some form, from the Department of Rehabilitation Services

(DORS) is reported in Table 1.

Table 1

Clients Served by The Department of
Rehabilitation Services, FY 79

Handicap

Clients

Total = Institutional + Non-Institutional

Physical 26612 1713 24881

Cognitive 13401 2796 10605

Visual 3895 454 3441

Auditory 3419 312 3107 (s

Emotional 16353 3099 13254

Other 811 811

Total 64491 9203 55288

The services to these clients for vocational rehabilitation exceeded fifty-

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

Were these costs beneficial to 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 to measure over a

life-time of seventy years, the dollars spent in welfdee, institutional

and similar cost for one handicapped person, it is doubtful that ti.,e non-

handicapped members of our society would continue to saw:tion the costs of

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

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

paying of taxes.

The real significance of this problem is apparent when a national head-

count of this population is considered. Halloran (1978) reported:

I. 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.

Decision-Making Criteria Used in the
Selection of the Training Settinm

Passmore, Marron, and Van Ginkel (1978) listed 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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[1.] 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.] Should laboratory, clssroom, or home study experiences dominate
the delivery of instruction?

[4.] How long should a training program last?

[5.] Should theoretical rather than practical matters be taught?
By whom? By experienced workers or by professional training
specialists? (p. 74)

.This study reports the 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 life, whether on or off the job, continues to elude the educational and

industrial planners of instruction. In the literature some authors give

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

23
q.
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especially "to make curricula flexible, to develop new programs in career

education, and to compare the effectiveness of various modes of instruction"

(Committee 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 criteria 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 determined 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

likely the trainee will spend her/his learning time in the classroom/laboratory

setting. However, the "bottom-lide", 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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2. 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 identical to those they will encounter on-the-job. This will

allow the trainees to practice the actual behaviors they are expected to

exhibit upon completion of the training program. Real life job conditions

should increase the immediate training effectiveness because there is no

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

for 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, however, 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, mock -ups, and simplified systems). However, Dahl, Appleby,

and Lipe (1978) cautions: " . . . if modifications are terribly complicated,

very expensive, or can onlj 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 assembly line or other

production facility were used for training, operating personnel might be

37



22

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. Capability - 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 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/

laboratory and that staffing at the work site did not always increase 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. COit - 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 criterion in determining how and where a skill should be

taught. Most other 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/laboratory environment was usually accessible from the records

maintained by the school fiscal officer. Cost factors such student time,

instructor time, administrator time, 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 involve 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 complexity of
skills to be learned.

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

perception of physical or mental handicaps and a reduced work capacity"

(Levitan &aggart, 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 identified 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 list for testing. Foster, Szoke, Kapisovsky and Kriger (1977)

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

0 3.1
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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. If the probability of any one worker having to perform a task is very

low, it is likely 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/laboratory setting.

Educators and employers are prone to use their experiences when deciding

whether to teach a competency on-the-job, in a classroom/laboratory 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. Instrumdntality4- 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.

f
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Skills in reading, computing, and communication are instrumental to

learning most occupational skills, and many daily living skills are

essential for the care of one's everyday affairs, but may be difficult

to teach on the job. In Phase I of this study, educators and employers

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 training

as rapidly as possible. The complexity 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 high 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 e 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 time 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

interval is great, 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/laboratory 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/laboratory graduates was compared in terms of six

criteria: a job difficulty index, average task difficulty, number of
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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 influence 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

is 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" (O'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
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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 of giving the

handicapped individual guidance on how she/he should and can be trained

regardless of the trainee's preference of training method. The preferred

training method by the trainee may not be the most applicable to her/his

needs or may not even be available. For some individuals, career satis-

faction is related to being able to 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

7- )rerorivious 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 structured that little 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
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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 like 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 handicapped trainee. Reality of atmosphere tends

to reinforce the learning of job skills. In many training situations, 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-Tdatify, train, hire, and/or promote personi 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.

24. Solicitude - acts of pity or encouraged "dependency" which
iffiCT-Eg social interactions of handicapped and nonhandi-
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 full employment for all those desiring
work (Levi tan & 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 10%4 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 economic 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
like 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

like kinds of training upon graduation. 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 licensure 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.

.1
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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-

ledge 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 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 end mores for

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

Summary

Federal legislative 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 Trainini Time.

Original

"... trainees cannot be allowed
to pace training for their ins
dividual convenience but must
be pushed through training as
rapidly as possible.

Revised

"... to minimize training time
for persons with handicaps may
be at odds with the individual's
ability to develop the skill.

Conceptually, the basic theme of the original criteria has been mintained

in the revised form without exception. However, three new criteria have.

been identified and added to the list. 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 identify the criteria which were

used by training authorities to select the training settings for handicapped

persons. Second, 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 Illinois

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

for a handicapped person.
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CHAPTER III

METHOD AND PROCEDURE

Design of the Study

In Phase II 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" workers, 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 I.

In Chapter III the report is divided into five sections which describe

the methods and procedures used 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 fgr 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 settings; and third,

to validate which criteria were used when the training settings were chosen.

or'
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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 I. 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 Illinois 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 Illinois 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 in Appendix 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 (OJT) and classroom/laboratory training (CO and asked him/her

to 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 (a.g., 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); 3).the occupatioks) 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
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response. For example, 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 com-

pleted training) is $ .n

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 asked the respondent:

"Realism of training can best be created with OJT ... 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. Thequestionnairewas 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 criterion. 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 Imadicaps.

Settings for interviews. The first interview was conducted face-to-

face with the respondent. The time and place 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 Study

The "Worker" Study is a sequel to the Authority Study with both 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 Illinois.

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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with whom they had had a current or former relationship. Each worker

was identified by means of a modified form of "referral 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

were interviewed by the staff (Three respondents were 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 criteria which the respondents used to seek employment. In this eleven-

section questionnaire the interviewers recorded the respondents' answers

in the appropriate blanks. The first,*second and eleventh sections were

used 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 settings. 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 interview, 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 two 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 whit 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 a five point scale which permitted the respondent to

evaluate the extenttowhich 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 agreiment, an interview was scheduled

;71
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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 ill 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 Illinois.

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. All 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 I 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 listed the twenty-six critaria, with descriptive definitions and a

number. If the respondent circled 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, D.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, described the criteria and addressed the research

hypotheses and questions. The second half of the program involved the

administration 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

example, if the respondent circled the number "ln 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 interview 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 collected. The 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
x 100

Performance Agreements + Disagreements

we;
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The trainee's performance for each training session during Phase II 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).

Agreements +
Training Session Interview Performance (%) Disagreements

1 Face-to-Face 99.2 264 + 2
2 Face-to-Face 99.6 266 + I
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 sestenty-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 like 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 to 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 fooetions 1::ted in the Dictionary of Occupational

Titles, the respondents' jobs' relationship to Data, People an'' 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 investigators were able to classify the respondents by the location

of their three digits in the three worker function listings. When a

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

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

job 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 list 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: Hie, 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-six 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 exploratory 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 low number of respondents with non-physical impairments, the

investigators deem0 it inappropriate to attempt to comrte statistical

significance of the interaction of relationships between the identified

criteria and other variables.
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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 individuals involved in making the policy

and procedure decisions of prevocational and vocational training programs.

.. .11.M.M.0
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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 obtained the identity 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 N %

Counselor 15 24

Administrator 19 31

Trainer 17 27

Employer 11 18
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Table 3
Respondents Grouped

by Handicapping Condition of Trainee
N=62

Trainee's Condition N %

Physical 13 21

Cognitive 24 39

Visual 14 22

Auditory 7 11

. Speech 1 2

Multiple 3 5

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 lever 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 reported.

Two of the respondents were employed outside the state of Illinois in
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(:) Minneapolis, Minnesota

ROCK ISLAND

HANCOCK

MERCER

0

JO DAVIESS
STCrNEkION WINN1SHOO X MC HENRY

8

CARROLL i OGLE

WHITESIDE LEE

LAKE

01 sail
KANE

COOK

HENRY BUREAU

MC00110110

SCHUYLER

BROWN

KNOX
STARK

PUTNAM

MARSHALL

FULTON

IA SALLE

PEORIA WOODFORD

TAPE% YELL

MASON

ORGAN

MACOUPINGREENE

JERSEY

MENARO

KINOstt

GRUNDY

LIVINGSTON

MC LEAN

WILL

10

LOGAN

SAN GAMON

2

1

DE wn-r

MACON

9

CHRISTIAN

MONTGOMERY

MOUltollf

SHELBY

KANKAKEE

IROQUOIS

CHAMPAIGN

38

COLES

FAYETTE

SISCRIAND

LIM/001Am

EDGAR

JASPER

ens000R0

MADISON

BONO

CLAY MONINCT
NIOILMIOMARION

ST.CLAIR

CLINTON

WASHINGTON

WAYNE

J1/.1115014
MONROE

muLT

RANDOLPH PERRY WHITE

FRANKLIN

JACKSON
LLIAMSON SALINE *sum

JOHNSON
POPE

MASON

MASS

.Figure 1. Respondents' location of employment (Authority Study).



V

51

Minneapolis, Minnesota. The balance of the population was employed in the

following county areas in the state of Illinois: ten were in Cook County;

thirty-eight were in Champaign County; nine were in Macon County; two were

in Sangamon County; and one was in Macoupin County.

Criteria Ised in the Selection of the Training SetLina

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 a training setting for handicapped

trainees. The results obtained for each criterion are 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, Illustration 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.

("



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 job.

In Figure 2, Illustration B, the abbreviated subjective statement in

the questionnaire, pertaining to this criterion was "Actual job conditions

are more feasible in OJT: , CL: , COMB: " [Q. 5d(2)]. 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. Capability - 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)] .

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. pigemitt - 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/laboratory 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, Illustration 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 involving 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, Illustration F). Only eighteen percent of the respondents

stated that skills involving high risk could best be acquired through

classroom/laboratory instruction.

G. Disabilities - 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 a combination training setting,

and when the trainees have auditory handicaps, there appears to be a toss-up

between on-the-job and combination training settings [Q. 8b(1) through

Q. 03(5)]. 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

Ls)
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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, illustration 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 "most 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 criterion 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 personal experiences, that influence the decisions of training authorities
to teach a competence on-the-job or in a classroom/laboratory setting.

C4
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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 reported by fifty-three percent of the respondents to be in the

classroom/laboratory setting a 702)1. 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. 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, Illustration 1). Further interpretation of these results

indicate that under most conditions the time needed to train the handi-

capped trainees'is considerably less when 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 time, use
of equipment, materials, and facilities.

In Figure 3, Illustration 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 large, 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 limits, 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.

C';
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In general, the results (Figure 3, Illustration 0) identify combina-

tion trainees (fifty-seven percent) were the "most competent employees"

[Q. 7e(2)3. The least competent were graduates Wo 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, Illustration 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-like 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 OJT: ; CL: ; COMB: ; 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, Illustration 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, Illustration 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 not 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)], 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-the-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
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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.

Thb results provide support for the ide- that trainees 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. Naliq Control - the degree of excellence in post-training job
performance which is attributable to the type of training received.

In Figure 4, Illustration 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 onA hundred and twenty-eight days for combina-

tion.

V. lity of Atmosphere - the training setting where realism can
best be cleated to be most like 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 xie knew to what degree reality of atmosphere

improved the technical skills of the trainees. Although the survey did
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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, Illustration V) reinforces

the learning of technical skills and "can best be created" in an on-the-

job training setting [Q. 5e(2)J.

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

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

for hiring and promotion" [Q. 5f(2)j 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 more 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 /Work 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

who are affiliated with organizations that use a combination training

setting, thirty-one percent of the respondents from on-the-job training

e t)
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settings and fifteen percent from classroom /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, Illustration 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 labor diminishes.

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

In Figure 4, Illustration 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

OJT 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 werused 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 criterion,

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: Often Used" through point "7: Always Used", and

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 the

training settings for persons with handicaps.
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Table 4
Ranking Criteria by Use as Reported by Training Authorities

N=51

Re: No. Criteria* Rank (%)

8 Evaluation 84

4 Complexity 80
7 Disabilities 76

13 Number of Personnel to be Trained 76

11 Instrumentality 75

19 Preferred Learning Modes 73

26 Uniformity 71

1 Abilities and Aptitudes 69

20 Prior Experience 69

21 Quality Control 67

6 Criticality 65

3 Capability 61

14 Passage of Time 57
15 Performance of Graduates 57

16 Persistence of Demand for Trained Personnel 57

5 Costs 53

2 Availability and Suitability of Physical Resources 51
9 Frequency 51

22 Reality of Atmosphere 49

12 Need to Minimize Training Time 45

25 State of Business Cycle 45

17 Philosophy and Policy 41

18 Pots of Entry 37

24 Solicitude 37
10 History and Pragmatism 33

23 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 guide-

lines which were 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

Re: No. Criteria Rank (%)

11 Instrumentality 90
4 Complexity 80

7 Disabilities 80
8 Evaluation 80

13 Number of Personnel to be Trained 80
20 Prior Experience 80

26 Uniformity 80

3 Capability 70

6 Criticality 70

16 Persistence of Demand for Trained Personnel 70

19 Preferred Learning Modes 70
21 Quality Control 70

1 Abilities and Aptitudes 60

15 Performance of Graduates 60

22 Reality of Atmosphere 60

25 State of the 8usiness Cycle 60

12 Need to Minimize Training Time 50

14 Passage of Time 50

18 Ports of Entry 50

2 Availability and Suitability of Physical Resources 40
10 History and Pragmatism 40

17 Philosophy and Policy 40
5 Lost 30

9 Frequency 30
23 Screening Device 30

24 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

Re: No. Criteria* Rank (%)

8 Evaluation 90
7 Disabil i ti es 85
4 Complexity 80

11 Instrumentality 75
13 Number of Personnel to be Trained 75
19 Preferred Learning Modes 75

3 Capability 70
5 Cost 70
9 Frequency 70

14 Passage of Time 70
21 Quality Control 70
26 Uniformity 70

1 Abilities and Aptitudes 65
6 Criticality 65

20 Prior Experience 65
15 Performance of Graduates 55
16 Persistence of Demand for Trained Personnel 55
22 Real ity of Atmosphere 55
25 State of the Business Cycle 50

2 Availability and Suitability of Physical Resources 45
18 Ports of Entry 45
12 Need to Minimize Training Time 40
17 Philosophy and Policy 40
10 History and Pragmatism 40

Solicitude 35._.
ci Screening Device 10

* See pages 51 - 64 for descriptions.

Im"
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Table 7
Ranking Criteria by Use as Reported by Training Authorities Who Select

the Training Setting for Persons with Visual Handicaps
N=14

Re: No. Criteria* Rank (%)

4 Complexity 86
8 Evaluation 78

1 Abilities and Aptitudes 71

13 Number of Personnel to be Trained 71

19 Preferred Learning Modes 71

26 Uniformity 71

11 Instrumentality 64

15 Performance of Graduates 64
20 Prior Experience 64
6 Criticality 57

2 Availability and Suitability of Physical Resources 57
7 Disabilities 57

21 Quality Control 57

14 Passage of Time 50

24 Soli ?itude 50

3 Capat,lity 43

5 Cost 43
12 Need to Minimize Training Time 43
16 Persistence of Demand for Trained Personnel 43

17 Philosophy and Policy 43
22 Reality of Atmosphere 43

25 State of the Business Cycle 36

9 Frequency 28
10 History and Pragmatism 2R

18 Ports of Entry 28
23 Screening Device 21

* See pages 51 64 for descriptions.
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Table 8
Ranking Criteria by Use as Reported by Training Authorities Who Select

the Training Setting for Persons with Auditory Handicaps
N =7

Re: No. Criteria* Rank (%)

1 Abilities and Aptitudes 86
7 Disabilities 86
8 Evaluation 86

13 Number of Personnel to be Trained 86
2 Availability and Suitability of Physical Resources 71
4 Complexity 71

9 Frequency 71

11 Instrumentality 71

16 Persistence of Demand for Trained Personnel 71

19 Preferred Learning Modes 71

20 Prior Experience 71

21 Quality Control 71

3 Capability 57
5 Cost 57

6 Criticality 57
12 Need to Minimize Training Time 57
26 Uniformity 57
14 Passage of Time 43
15 Performance of Graduates 43
17 Philosophy and Policy 43
24 Solicitude 43
13 History and Pragmatism 28
22 Reality of Atmosphere 28
23 Screening Device 28
25 State of the Business Cycle . 28

18 Ports of Entry 14

* See pages 51 - 64 for descriptions.
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Tables c 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

be 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 believe 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 training settings which authorities choose most

frequeely will bt '; combination of training settings, e.g., classroom/

laboraLey 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.
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Worker Study

This section summarized in nine sub-sections the findings of this study.

The data reported are sufficient to test the research hypothesis two and

answer the research questions. The first two sub-sections will provide

a detailed description of the respondents and the characteristics of the

training programs which prepared them 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 hmited

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

Sixty -seven persons identified and nominated by two advocate agencies

for the handicapped in Champaign County, Illinois. Both agencies, by

joint agreement 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 agencies in person because these
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nominees were suspected to have literacy deficits. Sixty-two nominees

were mailed formal letters 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 agreement.

Eventually, twenty-four of the latter group and two of the first group

agreed to participatevin the study, population 1026. 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.

Iii Figure &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, Rock 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

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 occupation 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.



Figure 5. Respondents' location of employment (Worker Study).
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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 label); second, their mean age; third, their sex; fourth,

their ethnicity; fifth, their type of impairment; sixth, their education!

training for their current employment; seventh, the respondents' family

income during their period of dependence; eighth, the time in the respon-

dents' life 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 th respondents

who did not participate in the second interview.)

Descriptor
Most

Corplex Com lex
-gra- N=13

1. Job (6-digit code & label)

005 061 Civil Engr 1

076 107 Speech Path. 1

090 227 College Fac. Mbr 1

091 227 Secondary Ed. Tchr 2

094 227 Special Ed. Tchr 1

099 167 Certification Select. Sp 1(-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 2

183 117 Production Supt. 1

195 107 Case/Social Worker 3

202 132 Transcription Secr. & Office
Manager 1

210 367 Account-Information Bookkeeper . 1

213 685 Data Processing Operator 2

249 367 Evaluator 1

260 357 Agr. Cmsn. Agent (-1)

274 357 Bldg. Equip. & Sup. Mgr. 1

323 687 Housekeeper (Cleaning) 1 (-1 )

929 587 Nut-Bolt Assembler 1

1MOw Nweenww

(4



Descriptor

2. Age (years)

3. Sex

76

Most
Complex Complex

Mean 39 38
Range 28-46 28-50

Female
Male 8 9( -2)

'4. Ethnicity

European - American 12 13(-3)
indo - Aryan - American 1

5. Impairment

Physical 11 10(-2)

Cognitive 2(-1)

Visual 1

Multiple 2

6. Education /training for

Current employment (mode)

Post-secondary (Classroom/Laboratory) . 1 1

Post-secondary &Work Site (Combination). 11 7(-1)

Secondary & Work Site (Combination) . . 1(-1)

Work Site Classroom/Laboratory &
Work Site (Combination) 2

Work Site (On-the-Job) 1 2(-1)

Sum total of training settings:

On-the-Job 1 2(-1)
Classroom/Laboratory 1 1

Combination 11 10(-2)

7. Family income during

Dependency. (in thousands of dollars)

Mean <28 <27*
Range <10-160 <5-160*

*Note: Nr. 12 for these statistics.
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Most

Descriptor Complex Complex

8. Occurrence of condition

In life

Birth 3 5(-3)

Pre-adolescence .. 2 4
Adolescence 4 4
Post-adolescence 4

._

In employment

After employment . 1 3

Before employment 12 l0( -3)

9. Pre-job employment experience

Part-time employment 10 13(-3)

10. Factors which influenced -

the attainment of independence

self-perception of ability 2 6(-2)

encouragement to work 1 1

negative comments by others 1

encouragement by training authorities 1

encouragement by family members . . . 8 6( -l)

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' Trainina Programs. The respondents'

descriptions of their respective training programs were obtained from

data collected during the first 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 II] as description titles, tfte-character-

istics of the training programs are identified using abbreviated questions

from the first interview questionnaire. The respondents' identification

ras - ....maw axe ral 1.



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 (%)

1. Re: #2. Availability and Suitability of Physical Resources

a. [My . . .] equipment and facilities were the
same or better than the job setting.
[Q. #6d(1)] 85

b. [My . . .] training tasks and job behaviors
were generally identical. [Q. #6d(2)] . . . 77

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

On-the-Job 50
Classroom/Laboratory 15
Combination 35

C. Re: #3. Capability

a. [My . . .] on-the-job instruction was con-
sidered current.[Q. #6b(1)] 77

b. [My . . .] on-the-job instructors were gen
erally qualified.[Q. #6b(3)) 73

c. [My . . .] classroom/laboratory instruction
was considered current.[Q. #6b(2)] 62

d. [My . . .] classroom/laboratory instructors
were generally qualified. [Q. #6b(4)) . . . . 62

3. Re: #9. Frequency

[The] behavioral skills [which I] learned were
generally required on the job. [Q. #8a(2)3 . . . 77

4. Re: #11. Instrumentality

[The] essential generic skills [for me] to learn
job competencies were: (Q. 5f)

I. Math

a. Read 92
b. Write 100
c. Count 92

2. Communications

a. Literal comprehension 92
b. Organize ideas 92

c. Express or speak fluently 92

9

78
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Descriptor

5. Re: #12. Need to Minimize Training Time

[The] average number of months [for me] in
training to obtain skills for the job:
[Q. 07c(1)]

Mean: 39 months
Range: 1-119 months

6. Re: #13. Number of Personnel

[The] average number of
[with me] at one time:

to be Trained

trainees in training
[Q. #7a(1)]

79

Agreement (%)

96

Mean: 100
Range: 1-650 77

7. Re: #23. Screening Device

II was] screened before completing training.
Q. #8f(1)] 81

8. Re: #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 Used" were

analyzed. This analysis is reported in Table 9 from responses collected

on the scale in categories: 5-Often.Used; 6-Very Often Used; and 7-

Always 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.
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Table 9

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

Na23

Re: No. Criteria*

1. Abilities and Aptitudes 65
8. Evaluation 65

10. History and Pragmatism 65
4. Complexity 57

17. Philosophy and Policy 57

7. Disabilities 52
11. Instrumentality 52

16. Persistence of Demand for Trained Personnel 52
25. State of the Business Cycle 52

5. Costs 48
9. Frequency 48

20. Prior Experience 48

21. Quality Control 48
22. Reality of Atmosphere 48

26. Uniformity 48

13. Number of Personnel to be Trained 43
15. Performance of Graduates 43

18. Ports of Entry 43
3. Capability 34
6. Criticality 34

19. Preferred Learning Modes 34

23. Screening Device 34

14. Passage of Time 30

2. Availability and Suitability of Physical Resources . . . 23
24. Solicitude 23

12. Need to Minimize Training Time 13

* See pages 51-64 for descriptions.

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

handicap? Since 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



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 "complex." In Table 10 using data collected in the second

interview on the scale 7-Always Used to 1-Never Used, the calculated

means of each criterion are compared by two groups of respondents: the

most complex job group and the complex job group. The mean difference

between each criterion of the two groups has been calculated and ranked.

The dati 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 shot: 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,
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Table 10

Ranked Mean Difference on the Use
of Criteria by Complexity of Job

N=23

Re: No.

Job

Criteria*
Most

Complex Compleic
Mean

Difference

8. Evaluation 6.00 4.10 1.90
22. Reality of Atmosphere 5.00 3.40 1.60
17: Philosophy and Policy 5.38 3.80 1.58
16. Persistence of Demand for

Trained Personnel 5.15 3.70 1.45
3. Capability 4.08 2.90 1.18

18. Ports of Entry 4.46 3.40 1.06
6. Criticality 4.62 3.60 1.02
4. Complexity 5.08 4.10 .98

5. Costs 4.31 3.40 .91

1. Abilities and Aptitudes . . . . 5.15 4.30 .85

24. Solicitude 3.38 2.60 .78
21. Quality Control 4.62 4.00 .62

7. Disabilities 4.69 4.10 .59

25. State of the Business Cycle . . 4.61 4.10 .51

15. Performance of Graduates . . . . 3.85 3.40 .40

2. Availability and Suitability
of Physical Resources . . . . 3.77 3.40 .37

14. Passage of Time 3.31 3.00 .31

20. Prior Experience 4.46 4.20 .26

26. Uniformity 4.15 4.10 .05

23. Screening Device 2.85 3.00 -.15

9. Frequency 4.08 4.40 -.32

13. Number of Personnel to be
Trained 3.85 4.20 -.35

19. Preferred Learning Modes . . . . 3.46 3.90 -.44

11 Instrumentality 4.08 4.70 -.62

10. History and Pragmatism 4.46 5.20 -.74

12. Need to Minimize Training Time . 2.62 3.40 -.78

* See pages 51-64 for descriptions.

persons in the most complex job 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 I,Isponses are compared between the two scales, i.e., the scale ]-

Always Used to 1 -Never Used, is compared with the scale 5 -Always Used

to 1 -Never Used. In Table 11 the ranked percent of total responses which

were recorded in the 5-Often 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 difference between the two responses indicates

that the respondents believed there was a need for more frequent use of

the criterion 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: fro. 2, a 42% difference

to Re: No. 24,a 4% difference) and a lesser need for'seven of the criteria

(Re: No. 12, a -4% difference to Re: 10, a -31% difference). The investi-

gator believes the cited seventeen criteria were seldom considercd when

the training settings for these workers were chosen.

Research Question Six. 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
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Table 11

Ranked Percent Difference:
Criteria Used and Criteria Which Should Have Been

Used When Selecting the Training Settings
N=23

Re: No.

Responses in Percent

Criteria*
Should

Use Used

%

Difference

2. Availability and Suitability of
Physical Resources 65 23 42

19. Preferred Learning Modes 74 34 40.

3. Capability 70 34 36

6. Criticality 70 34 36

9. Frequency 83 48 35

15. Performance of Graduates 78 43 35

"0. 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 52 30 22

22. Reality of Atmosphere 65 48 17

13. Number of Personnel to be Trained . 57 43 14

4. Complexity 70 57 13

16. Persistence of Demand for Trained
Personnel 61 52 9

7. Disabilities 57 52 5

24. Solicitude 26 22 4

1. Abilities and Aptitudes 65 65 0
26. Uniformity 48 48 0

12. Need to Minimize Training Time . . . 9 13 -4

23. Screening Device 30 34 -4

5. Costs 43 48 -5

18. Ports of Entry 34 43, -9

25. State of the Business Cycle . . . . 43 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 _

reported in Table 12.
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Table 12

Training Settings with Greatest Influence
Upon Job Placement and Advancement

Criteria
N=

1. Re: #5. Costs
N=26
Most preferred setting
for current job?

2. Re: 010. History and Pragmatism
N=26
Recommended setting
to enter current job? . . .

Re: 1115. Performance of Graduates
N=23
Setting preferred to
attain wage increase
or promotion? . .

Method of Training

Q. 0 OJT CL COMB

6a(2) 27 8 65

6g(3) 23 12 '65

8c(3) 48 9 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 gaining promotions, whether

monetary or position.

Research Hypothesis. The research hypothesis was:
H

. . . 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 training in a tombinatioh 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

Prime Jobs

Training Setting (f)

OJT CL COMB

005 061 Civil Engineer 1

076 107 Speech Pathologist 1

090 227 College 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
260 357

274 357

Evaluator
Agr. Cmsn. Agent
Bldg. Eqp. & Sup. Mgr

1

1

1

Total: 3 2 19

would lead to promotions and career progression. All twenty-one jobs

were researched in the Occupational Outlook 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. .

careei...progression patterns and would lead to promotioni 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-
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specialist ranked each occupation by group code (first three digits).

Second, he ranked each occupation by complexity of functions (second three

digits). These rankings provided a job ladder with a job-family arrange-

ment. This arrangeient permitted the investigator to compare within group

relationships, to identify entry-level occupations, and to identify job

linkages 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

hypothesis appears to be tenable.

Job 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

to identify some of the criteria which the respondents used to guide

their job selection process. Therefore, in Section 9 of the first inter-

view questionnaire, items were formulated to answer the questions: (1)

Who am I?, (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). In Table T4, the responses to

these questions are banked in percentages.

The data show that these respondents considered their ability to

perform and their interest in the job to be more important than their
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Criteria

1. Who am I?

Table 14

The Values Placed on Job
Placement Criteria

N=26

a. Ability 81

b. Interest 77
C. Aptitude 55

2. What were my needs?

a. Independence 85
b. Economic 77

c. Geographic stability 58
d. Job accessibility 58

e. Fill self-perceived role 54
f. Career advancement 50

g. Career stability 50
h. Family needs 39
i. Social interaction 39
j. Job, fringe benefits 23
k. Fill rcle of someone admired 15

1. Fill role of an ideal person 12
m.. Social conformance 12

3. What strategies did I use when seeking a.job?

a. Personal contact with employer 63
b. School placement agency 17

c. Media or training authority 8

aptitude for performing the job. Second, their desires to be indepen-

dent and self-supporting are their greatest needs. And third, they

believe that the best strategy for seeking a job is through personal

contact with the employer.

1 iu
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Advocate Studx

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 were: 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 Nampshfre, New Jersey and New York (see Figure 6). Fourteen of the

thirty-five participants reported prior experience with handicapped

persons. The participants' experiences by condition of handicap 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 choices of criteria are reported in Table 16.



90

Figure 6. Respondents' location of employment (Advocate" Study).
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Table 15
Advocates' Ranking of Criteria Which Should Be Used

When Selecting the Training Setting
N= 35

Criteria* I

8 Evaluation 88
21 Quality Control 86
13 Number of Personnel to be Trained 83

11 Instrumentality 80

22 Reality of Atmosphere 80
2 Availability and Suitability of Physical Resources 77

Abilities and Aptitudes . 71

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 48

26 Uniformity 48

9 Frequency 43

24 Solicitude 43

14 Passage of 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 51- 64 for descriptions.

The participants in this study appear

in patterns which are similar to those

Studies. For example: Evaluation and

top of the rankings in each study, and

to have ranked many of the criteria

reported in the Authority and Worker

Instrumentality are at or near the

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 the results of three sub-studies were reported in

relation to: first, the demographic data of the respondents; second,

the nine research questions; and third, the two research hypotheses. Data

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.



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. The preceding chapters of this report presented the fo;lowing.

'The first chapter provided the backgftund and statement of the problem

and 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 training of persons with handicaps,

roles of persons with handicaps in contemporary society and an indepth

discussion of the criteria which 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.

AM. we O./ .1
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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 of the sixty-two respondents validated their use of the criteria. The,

information derived from these interviews provided three major results.

First, on-the-job training and a combination of 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

Quality Control

Criticality

Capability

Passage of Time

Performance of Graduates



Persistence of Demand for Trained Personnel

Cost

Availability and Suitability of Physical 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 in the selection of the training setting (see Tables 5, 6, 7 and 8).

These were in alphabetical order:

Complexity

Evaluation

Number of Personnel 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 Illinois and had been employed for twenty-four

consecutive months or longer in their current employment. The majority of

these respondents were workers with physical impairments. The respondents'

occupations were viewed as the independent 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 idents to-have been-
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OFTEN to ALWAYS USED in the selection of their training settings. These

were, 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 been Less Frequently

Used since only thirty-four percent or less of the respondents identified

their use to be OFTEN to ALWAYS USED. These criteria were:

Need to Minimize Training Time

Solicitude

Availability and Suitability of Physical Resources

Passage of Time

Screening Device

PreferreC 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 Aing Modes

Capability

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 ident;fied 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 fow..th 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.

St
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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 major result.

Comparing Tables 4, 11 (Column: "Should Use") and 15, the following patterns

were observed. The Authority Study, Table 4, and the Worker Study, Table 11

(" Should Use"), when compared, show the selection of the following-criteria

by more than seventy percent of the respondents:.

Complexity

Evaluation

Preferred Learning Modes

Uniformity

By 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 1;espondentS'in theselwO groUps.chosithe followin'g criteria:

Evaluation

211



7

99

Performance of Graduates

Quality Control

When comparing selections between Advocate and Authority studies (Tables 4

and l5), 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 result5-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 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 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 dE eii.riri 'Of -ihi- noncohesive potentialities of the "al ielim

-

Yr,. ...vow
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training setting that is conceived and populated primarily by the nonhandi-

capped with their own (nonhandicapped) values and mores for the training

of persons with handicaps (Weisman, 1976). The investigators concluded

that these "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 placement. 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 1 means

to measure the advantages ind 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 and/or the work place. These workers may be

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

zeal 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

.11 .) )
*a. c
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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 Kolstoe (1961) as

psychological and work habit variables which lead to success in 'btaining

and keeping jobs.

Second, the training settings for these workers were far above average.

There appeared to be strong linkWges 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 linkage,

the important fact was that most workers believed the preparation for their

current- employment occurred in a "combination" setting. It could be

presumed that their 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 all) 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 environments.

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 whew choosing
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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.

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, parents,

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 or

encouragement upon the trainee's attitude towards seeking work and inde-

pendeke. 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 encourag'd them to overcome a

variety of barriers in pursuit of work and independence. Therefore, the

115
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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).

FERPA'prevents access to personally identifiable data which would allow

educational researchers the options of sampling a population, for example,

by ethnicity and handicap (Federal Register, June 17, 1976). Therefore, 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/laboratory, 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 "impaired" 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
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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 benefits 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 treat

will best help them achieve these goals -- hopefully through the use of any

or all of the identified criteria.

Eighth, 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.- 1. 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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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.)

11

-
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APPENDIX A

TRAINING AUTHORITIES QUESTIONNAIRE
(Face-to-Face Interview)
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COVER
PAGE

Study!?

Quest f 35

VOCATIONAL AND TECHNICAL EDUCATION
-BUREAU-OF-EDUCATIONALRESEARCH-- ----- -----

UNIVERSITY OF ILLINOIS

Geographical Job Organization

Location: Category: Category:

Name (last, first, m.i.)

Job Title

Address (when applicable, organization name)

,,
Telephone (AC )

Interview Schedule

Contacted: Al / Interview Scheduled: YES NO

Interviewer: Day and date:

Time:

Interview Completed: / / Location:

Communications

Ltr. of confirmation: / /

Remarks:
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Ltr. of appreciation:
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VOCATIONAL AND TECHNICAL EDUCATION
BUREAU OF EDUCATIONAL RESEARCH

UNIVERSITY OF ILLINOIS

CRITERIA, INSTRUCTION OF PERSONS WITH HANDICAPS

- -(Phase-I---Questionnaire)

1. Background Information of the Respondent

a. Job title

FOR OFFICE USE
Quest. #
Study I

b. Total months in present job

c. Organization

[OTC

d. Address

114

' Deck 1

1-3

3-12

13.44

) 15-16

e. Respondent category (circle one)

- Group 0 Counselor 1 17

- Group 1 Administrator 2

- Group 2 Trainer 3

- Group 3 Employer 4
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2. 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

speech, deafness and unable to speak 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) Mild - 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 all

areas of functioning, e.g., basic hygiene, language, and social competence.
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-4- 1 Deck 1

c.

(1)

(2)

(3)

(4)

(5)

(6)

(7)

Conditions of Trainees (circle

Area of Handicap /

ONLY

Mild

01

04

07

10

13

16

19

one):

Level of Handicap

18-'19Physical

Cognitive

Visual

Auditory

Emotional

Speech

Multiple

Moderate Severe

02

05

08

11

14

17

20

03

06

09

12

15

18

21

3.- Description of Training Conducted

Note: The respondent reads the'descriptions of on-the-job training

(OJT) 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., OJT, CL, or COMB.

Definitions:

"On-the-job training" (OJT) 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, 1g76).

DAM
_

Time interview began: OPM *. -.. .

4. Training Provided (circle ONLY one)

.

. .

. .

. .

1

2

3

20

a. Type of training provided?

OJT.

CL

COMB

(1

comment(s)

2 3 4 51 21

b. What is the training designed to accomplish?

Upgrading current employees 1 22

Entry training for new fiployees . . . 2

Combination 3

(1 2 3 4 51 23

comment(s)

I r,
i 4..)
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c. Training leads

to entry level performance on a specific job 1 24

to greater responsibility (progression) on a specific job . . . 2

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

to transfer to a related occupation 4

(1 2 3 4 5] 25

comment(s)

d. Training is designed for employment

on the same job and for the same employer 1 26

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

job setting 2

in the same occupation but different employer 3

all of the above 4

(1 2 3 4 5) 27

comment(s)

e. Is training given by a person who has considerable experience in

the occupation being taught?

comment(s)

Yes. . . 1 26

No 2

11 2 3 4 5) 29

13
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f. The training is provided by

the training station employer?

Deck 1

Yes. 1 30

the eventual employer?

No . . . 2

Yes. . . 3 31

both of the above?

No . . . 4

Yes. . . 1 32

No . . . 2

El 2 3 4 51 33

comment(s)

g. Does the method of training require written materials for the trainee

to study?

comment(s)

Yes. . . 1 34

No . . . 2

El 2 3 4 5) 35
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5. Institutional Criteria

a. Cost:

(1) The average cost of training one graduate is

(s) 36..40

(1 2 3 4 51 41

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

OJT. . . 1 42

CL . . . 2

COMB . . 3

[1 2 3 4 5)

(3) With adequate financial support the most cost-effective training

can best be accomplished using

(4) Existing financial constraints encourage the use of

comment(s)

OJT. . . 44

CL . . . 2

COMB . . 3

(123451

OJT. . . 1 46

CL . . . 2

COMB . . 3

Il 2 3 4 51 47
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Deck 1

b. Capability:

(I) The number of qualified applicants for each vacant position

on the training staff is

OJT

CL

40.40

COMB

[1 2 3 4 5) 51

(2) The most capabable instructors for training personnel to

accomplish tasks are usually found in

OJT 1 se

CL 2

COMB.. 3

NO DIFFERENCE . . 4

[1 2 3 4 5) 59

comment(s)

c. Philosophy and Policy:

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

training program are Low Med. High Unk.

(for OJT) 1 2 3 4 5 8 60

(for CL) 1 2 3 4 5 8 61

(for COMB) 1 2 3 4 5 8 62

[1 2 3 4 5) 63
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(2) Based on the policy of your organization the type of

training preferred is

comment(s)

OJT 1 64

CL 2

COMB 3

NO PREFERENCE . . 4

(1 2 3 4 51 65

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

OJT 66-66

69-71

72.-74

CL

COMB

(1 2 3 4 51 7S

(2) The use of actual Job conditions is usually more feasible in

OJT. . . 1 76

CL . . . 2

COMB . . 3

(1 2 3 4 51 77

comment(s) 79-79/BK
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e. Reality of Atmosphere:

(1) Trainees are trained in a work atmosphere (i.e., breaks,

work shifts, etc.) that is typical or identical to the conditions

of the actual job

(2) Realism of training can best be created with

Percent of time eoll 1_31D
iv

OJT 4-6

CL 7-9

COPS_
(1 2 3 4 51 13

OJT. . . 1

. . 2

COMB . . 3

(1 2 3 4 51 Is

coninent(s)

f. Screening Device:

(1) What percentage of trainees are required to complete screening

(e.g., security check, physical-psychological exams, etc.) before

being allowed to complete/graduate from the program?

Percent

None 108

Unknown g98

(1 2 3 4 51

1JV

16..18

19
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(2) The use of training as a screening device for both hiring and

promotion can best be accomplished through

OJT. . . 1 20

CL . . . 2

COMB . . 3

[1 2 3 4 51 21

comment(s)

g. 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 22

DATA 2

BOTH 3

UNKNOWN. . . . 8

11 2 3 4 51 23

(3) An organization which usually uses CL tends to choose that

method of training on the basis of

TRADITION. . . 1 24

DATA 2

BOTH 3

UNKNOWN. . . 8

11 2 3 4 51 25

1.?",I
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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 26

DATA 2

BOTH 3

UNKNOWN. . . . 8

11 2 3 4 5] 27

comment(s)

h. Evaluation of Training:

An appraisal of the quality of training can most economically be

assessed in

comment(s)

OJT. . . 1 26

CL . . . 2

CtuR . . 3

UNK. . . 8

[1 2 3 4 5) 29
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6. Quality and Speed Related Criteria

a. Number of Trained Personnel Required:

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

training at one time on your site is

Number of Personnel

OJT 30 -32

33 -35

36 -30

CL

COMB

[1 2 3 4 5) 39

TOTAL 40**44

(2) A large flow of trainees can best be trained through

OJT. . . 1 43

CL . . . 2

COMB . . 3

UNK. . . 8

[1 2 3 4 5)

comment(s)

b. Persistence of Demand for Trained Personnel:

(1) Trained personnel for jobs in this occupational category will

be needed for

years 47-46

unknown 98

11 2 3 4 5) 49
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(2) The average annual requirement for trained personnel to fill

Jobs in this occupational category is

persons

unknown 998

(1 2 3 4 51

(3) A substantial demand for this Job skill has existed for

years

unknown 98

(1 2 3 4 51

(4) When trained personnel are required in the job market over an

extended period of time, the best method of training is

OJT. . . 1

CL . . 2

COMB . . 3

11 2 3 4 51

comments)

c. Need to Minimize Training Time:

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

50-52

53

54-55

S6

57

SS

OJT S9-60

CL 61..62

COMB 634.64

(1 2 3 4 51 6S

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

obtained via

comment(s)

OJT. . . 1 66

CL.. .2

COMB . . 3

(1 2 3 4 51 67

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

71.74

74-74

OJT

CL

COMB

11 2, 3 4 51 77

(2) When the demand for workers is high in this occupation,

training for it can best be supplied through

. . 1 74

CL . . .2

COMB . . 3

(1 2 3 4 51 79

commengs )
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7. Job Related Criteria

a. Frequency:

(1) In 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) What percent of tasks taught in your program are performed

129

Deck 3

0012 1-alp

on-the-Job by the average graduate?

percent
P

w6

[1 2 3 4 5]

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

once every week are best taught by

OJT. . . 1

CL . . . 2

COMB . . 3

[1 2 3.4 51 9

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

OJT

NONE 108

CL 1a -15

NONE 10B

COMB

NONE 108

I1 2 3 4 5) 19
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(2) Skills involving high risk may be best acquired through

comment(s)

OJT. . . 1 20

CL . . . 2

COMB . . 3

I1 2 3 4 5) 21

c. Uniformity:

(1) The importance of having a task performed uniformly, i.e., in

exactly the same way by all trainees is

Unimportant Borderline Important Unknown

(in OJT) 1 2 3 4 5 8 22

(in CL) 1 2 3 4 5 8 23

(in COMB) 1 2 3 4 5 8 24

11 2 3 4 5) 25

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

attained through

OJT. . . 1 26

CL . . . 2

COMB . . 3

[1 2 3 4 5) 27

comment(s)

NOTE: Interviewer has the option of suggesting to the respondent that a

five-ten minute pause be taken at this point.
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d. Complexity:

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

complex task to acceptable quality standards is

OJT

CL

COMB

11 2 3 4 51

(2) The method of training best suited for teaching complex tasks

is

OJT. . . 1

CL . . . 2

COMB . . 3

1123453

(3) If the job is relatively easy to learn, the skill can best be

developed through

28 -30

31-33

34-36

37

30

39

OJT.. . 1

CL . . . 2

COMB . . 3

(1 2 3 4 51 41

comment(s)

1.4'z
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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 status job?

months 42"43

unknown 98

[1 2 3 4 5]

(b) what percentage of all graduates are promoted to a

higher status job after cited period above?

percent
45..47

unknown 998

11 2 3 4 5) 4$

(c) what percentage of handicapped graduates receiving OJT

are promoted to a higher status job after cited period above?

percent
49-51

unknown 998

[1 2 3 4 5) 52

(d) what percentage of handicapped graduates receiving CL

are promoted to a higher status job after cited period above?

percent 56-55

unknown 998

11 2 3 4 5] 56

(e) what percentage of handicapped graduates receiving COMB

are promoted to a higher status job after cited period above?

percent 57149

unknown 998

I1 2 3 4 51 60

f:.
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(2) Which training method produces the most competent employees

after cited period above?

comment(s)

OJT. . . 1 61

CL . . . 2

COMB . . 3

[1 2 3 4 5) 62

f. Passage of Time:

(1) What percentage of trainees who have completed training are

retained in the training program because an actual job is not

readily available?

percent

none 308

unknown 998

11 2 3 4 5)

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

program and actual Job placement is

I If'fttj

63-65

66

days 67-70

none 1008

unknown 9998

11 2 3 4 5) 71
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(3) An unacceptable loss of potential job efficiency occurs 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

[1 2 3 4 6]

(4) What percentage of graduates have experienced this loss of

job efficiency?

percent

none 108

unknown 998

[1 2 3 4 6] 79

134

Deck 3-4

72-74

75

76-78

(5) What percentage of skills require retraining because of this
0013 1...30

time interval?

P
percent 4-6

none 108

unknown 998

11 2 3 4 6] 7

(6) Graduates do not require (or seldom require) retraining because

of this time interval, when they receive training via

comment(s)

OJT.

CL .

COMB

[1 2 3

.

. .

.

4

. 1

2

. 3

6] 9
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g. 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 10-12

none 108

unknown 998

[1 2 3 4 5] 13

(2) Job tasks which require basic educational skills are best

taught through

OJT. . . 1 14

CL. . . 2

COMB . . 3

[1 2 3 4 5] 15

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

[1 2 3 4 5] 19

[Enter data on p.

using the CL method is p. 30, Col. Codes
525 - 528.]

iffiknewn-998--

20-21

22
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using the COMB method is

days

unknown 998

[1 2 3 4 5)

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

agency is

23-23

26

Difficult Borderline Easy Unknown

(via OJT) 1 2 3 4 5 8 27

(via CO 1 2 3 4 5 8 28

(via COMB) 1 2 3 4 5 8 29

[1 2 3 4 5) 30

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. . . 1998] 31-33

(a) Job:

OTC:

(b) Job:

OTC:

(c) Job:

OTC:

3446

37..39

[1 2 3 4 51 43
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(2) For each such job does the agency regulate the amount of

training required for job entry?

(a) Job :

(OTC: 1 44-46

Yes. . . 1 41

No . . . 2

Unk. . . 8

(b) Job:

(OTC: 49-60

Yes. . 1 si

No . . . 2

Unk. . . 8

(c) Job:

(OTC:

Yes. . .1

No . . .2

Unk. . . 8

(1 2 34 51

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

specify for each job?

(a) Job:

62-64

66

66

(OTC:
1 67-69

OJT. . . 1

CL . . .2

COMB . . 3

UNK. . 8

60



10'
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(b) Job:

(c) Job:

[OTC: ] 61-63

OJT. . . 1 60

CL . . . 2

COMB . . 3

UNK. . . 8

[OTC: 1
65-67

OJT. . . 1 se

CL . . . 2

COMB . . 3

UNK. . . 8

11 2 3 4 51 69

comment(s)

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?

1 51

OJT. . . 1 70

CL . 2

COMB . .

UNK. . . 8

[1 2 3 4 5] 71
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(2) Which training method have you preferred for learning the

skills of your job?

comment(s)

OJT.

CL .

COMB

UNK.

[1 2 3

.

.

.

.

4

. I

. 2

. 3

. 8

51

72

73

b. Disabilities:

(1) Trainees with physical skill deficits can learn to master

tasks better through

OJT. . . 1

CL . . . 2

COMB 3

UNK. . . 8

[1 2 3 4 53 75

(2) Trainees with cognitive skill deficits can learn to master

tasks better through

OJT. . . 1 76

CL . . . 2

COMB . . 3

UNK. . . 8

11 2 3 4 5] 77
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(3) Trainees with visual deficits can learn to master tasks

. 1

2

3

8

Deck 4-5

76

better through

OJT. .

CL . . .

COMB .

UNK. .

[1 2 3 4 51 79

(4) Trainees with auditory deficits can learn to master tasks
814 1 -31D

'ubetter through
P

OJT. . . 1 4

CL. . . 2

COMB . . 3

UNK. . . 8

[1 2 3 4 51 5

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

better through

OJT. . . 1 6

CL . . 2

CO M . . 3

UNK. . . 8

[1 2 3 4 5) 7

comment(s)
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c. Abilities and Aptitudes:

(1) Trainees who acquire skills slowly can be best trained to

perform tasks of this job through

comment(s)

141
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OJT. . . 1 6

CL . . . 2

COMB . . 3

UNK. . . 8

11 2 3 4 5) 9

d. Prior Experience:

(1) The percent of job reiavant task performance behaviors which

the "average" trainee has before entering

(a) Unknown, skip to 8d(2). . . 998 10-12

(b) OJT training is . . .percent
13-15

none 108

(c) CL training is. . . .percent
16"10

none 108

(d) COMB training is. . .percent 19-21

none 108

[1 2 3 4 51 22
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(2) Trainees that have these pre-training performince behaviors

can best be trained through

OJT. . . 1 23

CL...2

COM8 . . 3

UNK. . .8

(1 2 3 4 S) 2

oolongs)

9. . . . using the CL method is

days 25.27

unknown 948

(1 2 3 4 S) 2
29-79/BK

45

(FOLD/CLIP-OFF HERE)

RESPONSE CONFIDENCE CC1C

2 2 3 4

Firm Changed Unsure Delayed Refused

rw.
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VOCATIONAL AND TECHNICAL EDUCATION

Revision BUREAU OF EDUCATIONAL RESEARCH
Deck 1

1-3
For Off tee Use

Quest. #
4/28/80 UNIVERSITY OF ILLINOIS

Study # 335 4-6
I

VALIDATION OF DECISION-MAKING CRITERIA
(TRAINING AUTHORITIES)

- Questionnaire-

Section I Administrative

1. Name (last, first, m.i.)

2. Geographical Location [ I
7-e

3. Respondent Category: 4. Condition of Trainees' Handicap;

Group 0 Counselor 1 9 Physical 1
10

Group 1 Administrator 2 Cognitive 2

Group 2 Trainer 3 Visual 3

Group 3 Employer 4 Auditory 4

5. Type of Training Provided:

11
On-the-job 1

Classroom/Laboratory 2

Combination 3

6. Definitions:

"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" (OJT) encompasses all knowledge and job experience
acquired by a trainee as a result of working at her/his assigned job.

"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.

"Combination" (COMB) is both OJT and CL methods used together for individual
development.

"Handicapping condition":
Physical - loss of ability to move part or parts of body.
Cognitive - mental retardation.
Visual - loss of peripheral vision. restriction of visual field,

or blind in both eyes.
Auditory - hard of hearing or deaf in both ears, deafness with

or without understandable speech.
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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" criteria which administra-

tors, counselors, employers and instructors have reportedly used when determining the place-

ment of persons with handicaps in the "least restrictive" ',ocational training setting. Please

evaluate each criterion by circling the numerical value on the seven -point scale which indicates

the extent to which you use the criterion when selecting the training setting for persons with

handicaps. For example:

1.L Not Not ye=
7: Always 6: Often 5: Often 4: Sometimes 3: Often 2: Often 1: Never

Used Used Used Used Used Used Used

Hence:

"a given criterions 7:0 5: 4: 3:_2: It_

A selected position of "6" means that you v_e= often use the criterion.

Not

Criteria Used 7:_6s 5: 4 : 3: Used

A. 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

B. Atmosphere (Reality of ...) - creation of a simulated work
setting 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 responding to job environmental pressures
of too little time, and too many demands

C. 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 6
Taggart, 1977, p. 95)

7 : 6 : 5 : 4 : 3 _ 2 : 1 :_ 12

7: 6: 5%,4: 3: 2: IL 13

7: 6:_5: 1:_ 16



146

-3- Deck 1

Criteria

D. 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" loss in productivity

E. 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 example;
complex tasks are usually more difficult to learn because
of the importance to marry principles and procedural
sequences while developing motor skills

F. Cost - relating to facilities, personnel, resources,
materials, equipment, etc.

C. 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 method of training will best
prepare the trainee to perform essential skills under
high risk conditions

H. Demand (Persistence of ... for trained personnel) - the
long-term job requirement for trained workers may influence
the use of one training setting over another

I. Disabilities - it Is believed that a trainee's type of
disability wall have a significant influence upon the
length of tine required ro attain a desired level of
competence. Therefore, the choice of training setting
will be influenced by the trainee's handicap

J. Evaluation - Appraisal of the quality of training
provided during the course of instruction

K. 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 training programs

L. History and Pragmatism - empirical data are seldom used
when deciding whether to teach a competence on-the-job
or in a classroom/laborarory 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"

Used 7: 4:
ot3:__p_p

Used

7: 6:S. 4:
'5

7: 6:5: 14

7: 6: S: 17

7: 6: Ss 4: 3:

7:

7:

7:

7:

7:

6: S: 4: 3:

6: S: 4:_3:

6: S: 4: 3:

6: S: 4: 3:

6: 51 4: 3:

2:

2: 1$

10

19

21

21

22

2/

.es
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Criteria Used 71 6: 5:_41_31 2:11 l
used

Eh Instrumentality - refers to skills in reading, computing
and communicating 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 arc necessary for further learning or for adapting
to job changes

N. Learning Hodes (Preferred ...) - the trainee's preference
for a specific method of training to acquire specified
competencies should be taken into consideration when the
circumstances permit

0. Passage 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

P. 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

Q. Personnel (dumber of ... to be trained) the number of

trainees that flow through a course or courses of instruction
may be affected by trainee and instructor time, use of
equipment, materials and facilities

R. Policy (Philosophy and institutions's philosophical
beliefs, past experiences, fads of the time, and/or
"because it seemed to work" police

S. 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

T. Prior Experience - strongly related to the amount of time
a person requires to learn job tasks is the amount of
prior experiences s/he has had in acquiring job relevant

behavior

U. Quality Control IEP decision-makers have an interest in
making the appropriate choices embus the skill development
sources to insure there is a high degree probability
that the trainee will learn to produce work of acceptable
quality in a reasonable period of time

7: 6: 5: 4: 3: 2: lt 24

7: 6: 5: 4012:11 29

72 602 26

7: 6: 51 4 :_3 :2: IL 27

7: 61_51 4 : 3: 29

7: 61 5: 41_31_201_ 29

71 6s 5: 41_3:_21 30

7: 6: 5: 40:_21_1:,_ 99

7: 6s 5: 4: 3: 2: 1: 92
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Criteria Used 7: 6: 5:_6:_3:_2%.1:_ ltd

V. Resources (Availability /suitability of physical ...)

- acquisition and use of substitute equipment and
conditions which simulate the enwitonment which will
be encountered on-the-job 7: 6: 5: 4:_3: 2 :_l:_ 33

W. Screening Device - 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-

job 7:_6:_5:_4:_3:_:_t:_ 36

X. Solicitude - handicapped trainees. depending upon
prior training and experience, may seek or ask for more
support 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 train-
ing setting must weigh this factor in their decision-
making process 7: 6: 3$

Y. 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 7: 6:_5:_40: 36

Z. 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 considered. 7: 6: 5: 4:_3: 2: 37

Comment(s)

END OF QUESTIONNAIRE

- Interview Record -

Dates /80

Time: AM/PH
(End)

(Began)

Elapsed time:

Interviewer

as-74

O. I

148
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WORKER QUESTIONNAIRE
(Face-to-Face Interview)
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Revision 01/07/80 - III

VOCATIONAL AND TECHNICAL EDUCATION
BUREAU OF EDUCATIONAL RESEARCH

UNIVERSITY OF ILLINOIS

1

Investigator's
Cover Page

FStudy # 135

Quest 1

Geographical Job Organization

Location: Category: Category:

Handicap
Category: Race/Ethnic Period of

Category: Employment:

Name (last, first, m.i.)

Address

Telephone (AC

Source of Nomination:

Anecdotal Information:

150
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COVER
PAGE

Study 0 135

Quest 0

VOCATIONAL AND TECHNICAL EDUCATION
BUREAU OF EDUCATIONAL RESEARCH

UNIVERSITY OF ILLINOIS

Geographical Job Organization

Location: Category: Category:

Name (last, first, m.i.)

Job Title

Address (when applicable, oroanization name)

Telephone (AC )

Contacted: / /

Interviewer:

Interview Schedule

Interview Scheduled: YES NO

Day and date:

Time:

/ /

Interview Completed: / / Location:

Communications

Ltr. of confirmation: / / Ltr. of appreciation: / /

Remarks:

1 f:4

1.51
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VOCATIONAL ANO TECHNICAL EDUCATION
BUREAU OF EDUCATIONAL RESEARCH

UNIVERSITY OF ILLINOIS

CRITERIA IDENTIFIED BY HANDICAPPED WORKERS
FOR THE SELECTION OF THE TRAINING SETTING

- Questionnaire -

1. Background Information of the Respondent

a. Job title

b. Total months in present job

c. Organization

d. Organization address

,

FOR OFFICE USE

Quest #

Study #

(OTC

I

I

I

2. Handicap of Respondent (circle ONLY one)

Area of HandicaP / Level of HandicaP

a. Physical

b. Cognitive

c. Visual

d. Auditory

e. Emotional

f. Speech

g. Multiple

Mild Moderate Severe

01 02 03

04 OS 06

07 08 09

10 11 12

13 14 15

16 17 1B

19 20 21

D

152

Deal

9-6

t_ts1

19-141

19-111

22-14I

15.16
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3. The tYPe of training you received was (circle ONLY one)

OJT . . . 1 27

CL. . . . 2

COMB. . . 3

a 2 34 91 21

comments) ,...-

if,...,.., b

153



-4.

4. Training Method: (circle, but do not ask) OJT

1

S. Training Provided

CL COMB
2 3

Deck 1

21

a. What was this training designed to accomplish?

(1) Upgrading your job competencies 1 Do

(2) Entry training for your Job 2

(3) Combination of (1) & (2) 3 12

(4) To develop work habits . 4 31

(5) To maintain' job proficiency

(6) To develop Job and social skills 5 33

11 2 3 4 9] 14

comment(s)

b. This training led

(1) to entry level proficiency on a specific Job 1 37

(2) to greater responsibility (progression) on a specific

Job 2 is

(3) to a transfer to a related job 3 31

(4) to entry level proficiency for any job . 4 0

11 2 3 4 9)

cone ent(s)

154



r
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c. This training was designed for employment

(1) on tht same job and for the same employer 1 62

(2) in the same job, with the same employer, but
different job setting 2

(3) in the same speciality but different employer 3

(4) in any job 4 ts

(1 2 3 4 9] 6
comment(s)

d. Ifts the training given by a person who had

(1) experience In the job skills 1 .7

(2) no experience in the job skills 2 to

(3) experience in the work habit skills 3 61

(4) no experience in the work habit skills 4 so

(5) experience in the social skills 5 st

(6) no experience in the social skills 11 $2$2

(7) experience in job placement 12 s-ss

(8) no experience in job placement 13 ss.sr

(9) experience in testing 14 ss.ss

(10) no experience in testing 15 6661
.._......

(1 2 3 4 9] 62

conesent(s)

155
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e. The training was provided by

(1) the training station employer

(2) the eventual employer

(3) a sheltered workshop

(4) a public/private school

(5) the training station employer and eventual employer

(6) the eventual employer and a sheltered workshop

(7) the eventual employer and a public/private school

(8) the training station employer, eventual employer and
a public/private school

11 2

comment(s)

156

1 63

2 64

3 68

4 66

. . 5 6/

11 40449

. .12 /4--s

13 72.73

3 4 91

7s-79 /bk

f. Which of the foliuwing generic skills were you required to perform?

(1) Mathematics skills

1-1 read 1

112 write 2

1-3 count 3

(2) Communications skills

2-1 literal comprehension in reading 4

2-2 fluency and idea organization to construct phrases
and sentences in writing and speaking 5

11 2 3 4 91

comments) WHY?



I

-7- neck 2

6. Institutional (Ateria

a. Cost:

(1) The 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 eventual employer

(g) you and the public/private school. . .

(h) the training station employer and eventual
employer

.1) the training station employer and the
public/private school

(1 2

1

2

3

4

2

3

. 4

3

4

3 4 9)

13

12

$3

1
to

17

14

19

comment(s)

(2) With adequate financial support which do you believe would
have been the most preferred training method (setting) to
prepare you for your current job?

OJT. . . 1

CL . . . 2

COMB . . 3

(1 2 3 4 9)

coomnt(s) WHY?

I ;'0

20

21

22

21

157
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b. Capability:

(1) How current was the instruction you received via OJT?

out of date current well advanced no opinion

1 2 3 4 5 8 2b

(1 2 3 4 9)

(2) How current was the instruction you received via CL?

out of date current well advanced no opinion

1 2 3 4 5 8

(1 2 3 4 9]

(3) THE OJT instructor(s) who trained you for the skills
required in this job were

somewhat
unqualified qualified qualified no opinion

1 2 3 4 5 8

(1 2 3 4 91

(4) The CL instructor(s) who trained you for the skills
required in this job were

somewhat
unqualified qualified qualified no opinion

1 2 3 4 5 8 so

(1 2 3 4 9) Si

(5) Which training method options were offered by the
training agency(ies)?

OJT. 1
$2

CL 2 ss

COMB . 3 so

UNK 8 ss

(1 2 3 4 9) St

(6) Which additional role(s) did your instructor fulfill?

(a) 1st line supervisor 1 27

(b) Co-worker 2 S.

(c) Trainer-instructor 3 ss

(d) Family member 4

(e) Unknown 8
(1 2 3 4 93 qb2

(7) Which training method was preferred based on the
capabilities of the training agency(ies)?

OJT 1 bs
CL 2
COMB . . . 3 bs
UNK 8 .s

(1 2 3 4 9) b7

22

2$

27

2$

2$

xI

158
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c. Pb4losophy and Policy:

(1) The expectations of your instructor(s) for your performance
in this training program were

low medium high unknown

1 2 3 4 5 8

(1 2 3 4 9)

d.

comment(s)

(2) The type of training preferred by the training agency(ies)
for developing your skills was

OJT.. .1

CL...2
COMB . . 3

UMK. . . 8

(1 2 3 4 9)

comment(s)

Availability/Suitability of Physical Resources:

(1) Now do you think the equipment and/or facilities used by you
during your training compares to those you found on the job?

no opinion
worse the same better or unknown

1 2 3 4 5 8

(1 2 3491

comment(s) (if other than "3" and "8" explain.)

yt

9

$0

$1

$2

1$

(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 2 3 4 5 8
$4

(1 2 3 4 9) ss

comment(s) (if other than "1" and "8" explain.)

159
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(3) The best physical resources for your training was

OJT CL COMB

1 2 3

(1 2 3 4 9j

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 2 3 4 5 8

(1 2 3 4 9j

(2) Mow 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 2 3 4 5 8

(1 2 3 4 9)

comment(s) (if other than "1" and "2", explain.)

111,
(3) The most realistic work atmosphere for your training was

OJT CL COMB

1 2 3

(1 2 3 4 91

comment(s)

160

$6

St

$0

$2

60

61

62
3I



-11- Deck 2

f. Screening Device

(1) Were you screened (e.g., security check, physical-
psychological exams, etc.) before being allowed to
complete/graduate from your program of training?

Yes. 1

Ho 2

Unk. 8

(1 2 3 4 9)

to the employer was your previous training
considered for this job?

(2) How important
when you were

not necessary

1 2

desirable essential

3 4 5

no opinion
or unknown

8

(1 2 3 9)

comment(s) (if other than "1" and "8", explain.)

(3) Is there/was there a requirement that you successfully
complete a specified training requirement before being
considered for promotion on this Job?

not necessary

1 2

no opinion

desirable essential or unknown

3 4 5 8

(1 2 3 4 91

comment(s) (if other than "1" and "8", explain.)

g. History and Pragmatism

(1) Consider the following definitions:

(a) Tradition mans "it has always been done that way."

(b) Data means "research indicates that this is the most
Wicient way to do it or job market reports indicate
a specified entry level of proficiency."

66

66

67

66

69

161
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If you were given the opportunity to choose the training
setting for preparing yourself for this job, what would
influence your decisbn the most?

no opinion
tradition combination data or unknown

1 2 3 4 5 8

(1 2 3 4 91

(3) Based on your knowledge and experience in this job what
method of training would you have recommended for yourself
prior to entering this job?

Or. . . 1

CL. . . 2

COMB . . 3

NO OPINION . . 8

(1 2 3 4 91

comment(s)

h. Evaluation of Training:

(1) During your training which performance skills were
expected of you (i.e. you were required to perform
these tasks satisfactorily)?

(a) Daily living skills:

dependable and reliable

neat and clean

self-toilet

self-eating

self-dressing ..

maintain health

transport self, independently

unknown, don't know

(1 2

I'

162.

70
71

72

73

4

1 4

2 5

3 0

4 7

11 0$

12 16.11

13 12..11

98 14.15

3 4 9) 16



-13- Deck 3

Social skills:

relate to others

possess a social philosophy on "acceptance ". . .

courteous, appropriate behavior

exercise self-control

fulfill obligations

adjust to environmental circumstances

loyal andstrustworthy

unknowns don't know

/1 2

(c) 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

(1 2 3 4 91

163

1
17

2 is

3 19

4 10

11 11-11

12 13"116

13 15'16

98 17.19

3 4 91 1$

1 30

2 3a

, . 3 32

4 33

11 24.35

12 34.37

98 38-39

comment(s)

(2) In which training setting(s) were these skills assessed?

(a) Daily living skills:

OJT 1
CL 2

COMB . . . .3 163

URK

(1 2 3 4 9) S

1 7.



(b)

(c)

Social skills:

Work skills:

-14-

OJT.

CL. .

COWS .

um. .

(1 2

OJT.

CL
COMB

(1 2

1

2

3

8

3 4

1

2

3

3 4

91

91

Deck 3-4

46

47

MO

43

SO

SI

S2

S3

Sr

SS

comment(s)

7. Quality and Speed Related Criteria

a. Number of Trained Personnel Required:

(1) The largest number of trainees actually in training at
one time when you were in training was

Number of trainees

Unknown 9998

(1 2 3 4 9)

(2) Considering the number of trainees in your program which
method of training would you have preferred?

OJT. 1

CL . . 2

CAB . . 3

Co opinion.8

(1 2 3 4 91

comment(s)

164

S
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b. Persistence of Demand 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 frequently unknown

1 2 3 4 5 8

165

Deck 4

(1 2 3 4 9) 7

(2) The average annual demand for persons with your training to
fill jobs of this type is

low medium high unknown

1 2 3 4 5 8

(1 2 3 4 9)

comment(s)

c. Need to Minimize Training Time:

(1) What was the average number of months to train a person in
your job skills?

Number of months 20 __1

Unknown 9998

(1 2 3 4 9) 14

(2) If the period of time for your training had had to be reduced,
which method of training would have best prepared you for your
job?

OJT 1

CL 2

COMO - - 3

UNK 8

(1 2 3 4 9)

comment(s)

IS



a
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166

Deck 4

d. State of the Business Cycle:

(1) Twelve months after completing your training were you earning
a competitive wage, i.e., a wage commensurate with your sk:t1s?

Yes 1
17

No 2

Onk . . . 8

[1 2 3 4 9] t

(2) If yes, what was your hourly wage rate (e.g., 61.00/ht.)?

wage rate: 17.22

Unknown 9998

(1 2 3 4 91 as

(3) In your opinion, if there were a high demand for persons to
fill jobs similar to yours, in which training setting would
they get the most essential training in the leit amount of
time?

OJT 1

CL 2

COMB . . . 3

NO OPINION 8

(1 2 3 4 9]

comment(s)

Zl

2$
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8. Job Related Criteria

a. Frequency:

(1) In choosing tasks to be taught in a training program it is
usual to teach tasks which are performed iG a job by most
workers and not to teach tasks which workers rarely perform.

(2) To what extent did the skill tasks taught in your
program compare to those required of you on the job?

very no opinion
the same different different or unknown

1 2 3 4 5 8

II 2 3 4 91

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

OJT 1

CL 2

COMB 3

No Opinion . 8

II 2 3 4 91

comment(s) (If other than "8", explain.)

b. Criticality:

(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 median high unknown

1 2 3 4 5 8

(r 2 3 4 91

167

Deck 4

24

27

21

29

SO

Si

-



(2)
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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?

OJT 1 st

CL

COMB . . . 3

NO OPINION 8

El 2 3 4 91

comment(s)

c. Uniformity:

(1)

(2)

During your training, how much emphasis was placed on job

tasks being performed exactly the same way everytime?

unimportant borderline important unknown

1 2 3 4 5 8

II 2 3 4 91

33

35

If a requirement of uniformity had been a competency to be attained
in your training, which method of training would you choose to
develop this skill?

SI

OJT

CL 2

COMB. . . 3

PO OPINION 8

(1 2 3 4 91

38

37

1
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d. Complexity:

(1) In your training program how many days did it take fir you
to learn a complex task to acceptable, quality standards?

number of days:

unknown 998

(1 2 3 4 91

(2) If given the choice, which method of training would you have
chosen to learn the most complex tasks; of your job?

OJT 1

CL 2

COMB . . . . 3

HO OPINION 8

(1 2 3 4 9]

(3) Which method of training would you have chosen to learn the
least complex task(s) (easy to learn) of your job?

OJT 1

CL 2

COWS . . . 3

HO OPINION . 8

(1 2 3 4 9)

comment(s)

-49

3

e. Judgement of Performance of Graduates:

(1) Upon cmpletion of training and the attainment of employment,
how many months after employment were You promoted to a higher
status job or received a wage increase due to your performance?

number of months

unknown 98

(I 2 3 4 91

I

..T

A
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(2) Using your peers as a measure, did these fellow workers
receive their promotions in a similar period of time?

Yes

No 2

Unk 8

(1 2 3 4 9)

(3) Based on your experience which training method would you have
preferred to attain tne maximum level of competency in the

period specified (re: Q. 8e(1))?

OJT

CL 2

COMB. . . 3

NO OPINION 8

11 2 3 4 91

coarnent(s)

f. Passage of Time:

(1) Were you retained in your training program because a job was
not readily available?

1

No 2

Unk 8

(1 2 34 91

(2) What was the time interval, in days, between the completion
of your training and job placement?

170

Deck 4

49

so

St

52

51

Number of days
ss'50

Unknown 9998

(1 2 3 4 9) s$
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(3) Elf immediately employed, go to next question, O. 89, P. 22.)

What prevented your immediate emnloYment after training?

a. Family sheltering 1

b. Lack of sell - courage 2

c. Not aware of how to seek employment 3

d. tack of encouragement by hiring authorities
in community 4 63

e. Employment in your fiold of interest was

not available 5

f. No employment of any type was available.. . . . 6

(1 2 3 4 91

( 4 An unacceptable loss of potential job efficiency occurs when
the time interval between graduation and actual job entry
exceeds a given period of time. Oio you experience a loss of
job efficiency upon empl..oent?.

10

61

12

Yes

No

Unk

(1 2 3 4

1

2

8

9)

(5) Using your peers as a measure, did your fellow workers express
a similar experience?

(0 Which job skills were affected the most?

Yes

No

Unk. . . .

3

4

8

(1 2 3 4 91

None. .

Complex 2

East to learn . . 3

Unknown ..... 8

(1 2 3 4 9)

64

43

'46

67

66

69

'0

it

72
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(7) If the time interval between training and work actually makes
a difference in your job performance, which method of training

would you have preferred to best retain your job skill
proficiency?

ccmnent(s)

172

OJT

CL

COMB . . .

NO OPINION.

11 2 3

4

5

6

8

4 91

'73

7

g. Instrumentality:

(1) The percent of tasks you are expected to perform that require
skills in reading, computing, and/or speaking is

80

60

40

20

00

- 99. .

- 79. .

- 69. .

- 39. .

- 19. .

. 1

. 2

. 3

. 4

. 5

7$

(1 2 3 4 91

(2) Which method of training would you have chosen to acquire
basic educational skills to perform your job?

comment(s)

OJT 1

Ct 2

CONS . . . 3

6 2 3 4 91

/6

79

79

79/BK
VI:
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h. Quality Control:

(1) After employment the average time in days required for you to
learn to produce ork of acceptable quality was

Ho. of days

Unknown 9998

(1 2 3 4 9)

(2) In this job the requirements for producing work of acceptable
quality is

difficult borderline easy unknown

1 2 3 4 5 8

i.

(1

comment(s)

2 3 4 9)

Ports of Entry:

(1) Which method of access was used in your placement?

a. Department of Rehabilitation Services 01

b. Sheltered workshop 02

c. Public school placement office 03

d. Private placement office 04

e. State/federal placement office 11

f. Media (e.g., radio, TV, newspaper, magazine) . . . 12

g. Referral by a training authority (Explain') 13

h. Personal contact with employing authority 14

i. Unknown 98

(1 2 3 4 9]

(2) Upon completion of training were you certified (awarded
a certificate or diploma) to indicate the completion/
attainment of a specified ski:I/vocation?

Yes 1

No 2

Unknown. . . 8

(I 2 3 4 9)

173

0.7

I
10

It. It

13
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(3) Did a licensing board or agency control your entry into
this job?

Yes. . . . 3 16

No . . . . 4

Unknown. . 8

II 2 3 4 9) 17

flk.e: If response is "4" or "8", skip to Q. 9.1

CO Did the board or agency regulate (determine) the amount of
training required for job entry?

Yes. . . . 1

No . . . 2

Unknown. .

11 2 3 4 9)

(5) If an agency specified the method of training, which did
they specify for your job?

to

13

OJT. . . 1
20

CL . . . . 2

COMB . . . 3

11 2 3

comment(s)

4 9) 21

9. Respondent's Occupational Decision - Hakim Criteria

a. Which placement means gave you the greatest feeling of
independence during your job selection process?

(1) Department of Rehabilitation Services 01 22-23

(2) Sheltered workshop D2

(3) Public school placement office 03

(4) Private placement office 04

(5) State/Federal placement office 11

(6) Media (e.g., radio, TY, newspaper) 12

(7) Referral by a training authority 13

(B) Personal contact with an employing authority . . 14

(9) Unknown 9B

II 2 3 4 9) 2'

1 `.
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b. Prior to choosing this job/occupation to what extent did you
explore other opportunities in the job market?

passive average active

1 2 3 4

comment(s)

no
opinion

8

(1 2 3 4 9)

c. What factors were essential elements in the decision-making
process when this job/occupation was chosen?

ability. 1 27 geographical stability. .

accessible 2 20 independence.

aptitude 3 22 interest

career advancement . . .4 30 role of an ideal person

career stability . . . .5 55 role of someone admired

economic need 6 32 self-perception of role .

family needs 7 33 social conformance

social interaction

(1 2 3 4 9) 50

175

25

24

11 14-'5

12 34-37

13 55-19

. 14 40-41

. 15 42-43

. 16 44-45

17 45_5

18 _45

comment(s)

d. To what extent were you aware of job incentives, e.g., dependent
and/or retirement benefits, insurances, vacations, etc., prior
to your first employment?

very
uninformed informed informed unknown

1 2 3 4 5 8

(1 2 3 4 9)

comment(s)

SI

52
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.e. Were job incentives an essential element when choosing this
job/occupation?

Yes . . . 1

No 2

No opinion 8

(1 2 3 4 9)

comment(s)

10. Respondent's Background 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
either of these acts?

seldom periodically frequently unknown
1 2 3 4 5 8

(1 2 3 4 9)

(2) (If the response to Q. 10 a(1) was "1", complete this question.)
What affect do you think this lack of attention, whether pity
or apathy, had upon your skill development?

33

14-

SS

16

no no

unfavorable affect favorable opinion

1 2 3 4 5 8 17

(1 2 3 4 9)

(3) (If the response was "1", "8" or "9", to Q. 10 a(l) go to
Question 13 a(6).; Which act did you experience most
frequently? (Choose only one.)

acts of pity. . .1

acts of apathy .2

(1 2 3 4 9) 44

14

SS

(4) In which environment were these acts most frequently
experienced?

home 01 41.42
high school (gr's: 9 - 12) 02

vocational/technical school (gr's: 11 - 12) 03
post-secondary school (gr's:' 13 - ) 04
advocates OS

176
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placement office(s) 11

sheltered workshop 12

work site of work establishment 13

classroom /laboratory of work establishment 14

labor union hall or school 15

unknown 48

(1 2 3 4 91

How do you think your skill development was
affected by these acts?

No No

Unfavorably Affect Favorably Opinion

1 2 3 4 5 8

(1 2 3 4 91

(6) Who/what had the greatest influence in helping
you gain independence?

self- perception of ability 01

encouragement to work 02

economic Pressure within family unit 03

"negative" comments by others 04

encouragement by an advocate 11

encouragement by training authorities 12

encouragement by employing agencies/authorities. . 13

encouragement by family member(s1 14

unknown 98

(1 2 3 4 9)

b. Preferred Learning Method(s):

(1) Which training method would you have preferred for
learning skills of your job?

OJT . . . . 1

Cl. 2

COMO. . . . 3

NO OPINION. 8

(I 2 3 4 9]

177

as

6.

64

46-67

64

61

74
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(2) With which agency(ies) did you receive your training?

(a) work site 71 (e) VOTEC school 1 72

(b) work site CL 2 (f) high school 2

(c) combination of (a) (g) home 3
and (b) 3

(d) union hall/school . . 4 (h) post-secondary school . . 4

(1 2 3 4 9]

178

(3) Which agency(ies) would you have preferred for training?

(a) work site 1 (4) VOTEC school 1 $

(b) work site CL 2 (f) high school 2

(c) combination of (a) (g) home 3
and (b) 3

(d) union hall/school . . 4 (h) post-secondary school . . 4

(4)

(1 2 3 4 91

To what extent did you share in the decision of selecting the
training setting for this employment?

passive

1

average

2 3

active

4 5

AO
opinion

8

(1 2 3 4 9)

4

7
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(5)
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The agent/person that selected the training setting was Your

counselor 1

administrator 2

trainer 3

employer 4

parent

self 5

unk 8

(1 2 3 4 9]

(5) Did you have the option of choosing other programs for
job training?

Yes
11

No 2

Unk 8

(1 2 3 4 91 11

(7) If yes, which programs can You recall?

Training Program 11'1$

Training Program
( I

14"11

1 1

Training Program 11'41

Training Program
1 1

21'24
( 1

[1 2 3 4 9]
Is
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c. Disabilities:

Respondent's condition. (Circle, but do not ask.)

Deck 6

Handicapped Level Mild Moderate Severe

03

06

09

12

15

18

21

20.27(1)

(2)

(3)

(4)

(5)

(6)

(7)

Physical

Cognitive

Visual

Auditory

Emotional

Speech

Multiple*

01

04

07

10

13

16

19

02

05

08

11

14

17

20

comment(s)

d. Abilities and Aptitudes:

In your opinion at what rate do you acquire skills?

no
slow average fast opinion

1 2 3 4 5 8

(1 2 3 4 9)

comment(s)

e. Prior Experience:

(1) The job relevant, task performance behaviors which you
had before entering training were

few average

1 2 3 4

*Describe in comment section.

many

5

20

1!

unknown

8 30

(1 2 3 4 9) 11

180
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(2)

-31-
40

Ouring this interview were your earlier training method
selections decided upon based on your pre-training (define]
experience?

Oeck 6

Yes 1 32

No 2

(1 2 3 4 9] 33

(3) Year of entry into current job
34.37

(1 2 3 4 9) 'ss

comnent(s)

11. Respondent's Demographic Criteria

a.

b.

In what year were you born? 3942

43

04-47

( 1 2 3 4 9 1

In what year were you impaired?
(1 2 3 4 9]

c. What was the average annual family income from the time of your
48

impairment until you became self - supporting? (Adjusted to
current inflation level.)

Less than $5,000? 1 49

Less than $10,000? 2

Less than $20,000? 3

Less. than $40,000?

Less than $60,030? 5

Was it $60,000 or more? . . . . 6

Unknown 8

El 2 3 4 9) so

1 9 4

V
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d. Racial/Ethnic Background (Circ.e, but do not ask.)

Afro-American 1

Asian-American 2

Eurasian-American 3

European-American 4

Latin-American 5

Native American 6

$1

e. Sex (Circle, but do not ask.)

f.

Male

Female

Influence of impairment (circle, but do not ask.)

(1) Handicapped

At birth

During pre-adolescence. .

During adolescence

During post-adolescence .

(2) Disabled

Before employment

After employment

I

2

1

2

3

4

6

sl

$2

g. Year of first part-time employment was

h. Year of first full-time employment was

0
-g- cite)

ss-s

fl 2 3 4 9) ss

40113

(1 2 3 4 9] 4
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I. If you have had employment prior to this present
job, please identify the type of job, method of
additional training, and the number of months in
that employment.

Type of Job Method

183

Month(e)

OJT
1

CL
2

COMB
3

(
4.12

)

13 1 .16

17.2$ 26 27.21

30.36 St 40.42

43+11 $2 SUSS

El 2 3 4 91

comment (s)

END OF QUESTIONNAIRE

st.ti/OK



(FOLD/CLIP-OFF HERE)

RESPONSE CONFIDENCE COOE

1 2 3 4 9

Firm Changed Unsure Refused No Data '

184

TIME RECORD

Interview ended A P

Interview began A P

(period)

1 14)-fc. 1
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WORKER QUESTIONNAIRE
(Telephone Interview)
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VOCATIONAL AND TECHNICAL EDUCATION

BUREAU OF EDUCATIONAL RESEARCH

UNIVERSITY OF ILLINOIS

Fot Office Use

Quest. 0

Study

VALIDATION OF DECISIO?4IAKING CRITERIA (WORKER)

Questionnaire
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Deck 1

r-s

104

Section I Administrative

1. Name (last, first, ski.)

2. Geographical Location: I tIi

1. Job Category of Respondents 4. Condition of Inpairmentt

005 016 090 091 094 099 110

159 160 165 169 183 103 202

210 213 249 260 214 323 929

S. Type of Training Experienced:

Physical 1

Cognitive 2

Visual 3

Auditory 4

On thelob 1

Classroom/Laboratory 2

Combination 3

11

le

6. Definitions:

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

"Om- -the -Job training"(OJT) encompasses all knowledge and Job experience

acquired by a ttaiaee as a tesult of wotking at her/his assigned Job.
"Classroom/laboratory training" (CL) is traditional or conventional

classroom of laboratory irstruction in which the instructor and studnnt regularly
meet at a specific time and place fot the primary purpose of teaching and learning.

"Cosbination" (COMB) is both OJT and CL methods used together fot individual
development.

"Impairing Condition"!
Physical - loss of ability to move part or parts of body.
Cognitive mental retardation.
Visual » in both eyes: loss of periphetal vision. teettiction of

visual field, or blind.
Auditory - hard of hearing or deaf in both ears, deafness with or

without understandable speech.
"Vocational" skills/Competencies are those general or specific skill* and

knowledge* which ate salable on a broad or a "fire' specific Job market.
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187

Section II - Criteria for Placement of persons with Handicaps in a Specified Training Setting

Listed alphabetically in this section are the "decision - caking" criteria which administra-

tors, counselors, employers, instructots and workers have reportedly used or presumed were

used when determining the placement of persons with handicaps in the "least restrictive"

vocational training setting. in your opinion please evaluate each criterion by circling the

numerical value on the seven-point scale which indicates the ertent to which =believe a

criterion was used when selecting the training setting fur Wavocational development;

and on the five-point scale (le bracketsi indicate the extent to which you, believe the criterion

should have been used. For example:

ALM Not Not Very
7: Alva 6: Often S: Often 4: Sometimes 3: Often 2: Often 1: 11.1za

Used Used Used Used Used Used Used

IS: Always 4: gati 3: Sometimes 2: Not Often 1: Never'
Used Used Used Used Used

Hence:

"s given criterion" 7:0 S: 40s

(Ssli) 3s 2:

A selected position of "6" scans that the criterion was .1/211m moe4,and the selected

position of "4" MOM that you believe this criterion should have beenilts, mg,

Criteria Used 7: 44,..3: 2: l :_utetd

A. 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

Atmosphere (Reality of ...) - of a simulated workE. creation
esti:I:MIAs= 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 responding to job environmental pressures
of too little elms, and too many demands

C. Ilusiness Cycle (State of ...) - the extent to which the
economy is able to support full employment for all .hose
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." (Leviten 4

teggert, 1977, p. 95)

2)

7:

7:

6: S:

ES: 4: 3:

6: S:

2:

2:

1: _j

"
zs

le

(St 4: 3s 2: 10 11

7: 6: St 4: 3: 2: 14

(S$ 2: "
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Criteria Used 7: 6: 5: 4:11: 2: 13.4::d

D. Capability maximum numbet of personnel who can be in
training at any point in time without causing "unacceptable"
degradation in the quality of skills attained and without
cawing "unacceptable" loss in productivity

Z. 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 example:
complex tasks are usually more difficult to learn because
of the importance to marry principles and procedural.
sequences while developing motor skills

F. Cast - relating to facilities, personnel, resources,
materials, equipment, transportation, personal attire. .

C. 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 method of training will best
ptepare the trainee to perform essential skills under
high risk conditions

IL. Demand (Persistence of ... for trained personnel) » the
long -term job requirement for trained workers may influence
the use of one training setting over another

I. Disabilities - it is believed that a trainee's type of
disability will have a significant influence upon the
length of time required to attain a desired level of
competence. Therefore, the choice of training setting
will be influenced by the trainee's handicap

J. Evaluation - Appraisal of the quality of training
provided during the course of instruction

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 same training programs

L. Eistory and Pragmatism empirical data are seldom used
when decitingsitethet,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 bed always done
it that way"

2

7: 6: 2: Is_ 00

(3: 4: 1: 2: 1_j 21

7: 6: 5 : 4: 1: 2 : I L 22

(51 4:_3: 2 : 1:_] 22

7: 6: 5: 4: 1: 2 : 13_ 24
(5: 4:.3: 2: 1:._) 22

7: 6: 5: 4:_3: 2: 13._ 2$

(51 42..1 : 2: I:1 17

7: 6: 5: 4: 1:_2: 1 22

(5: 40: 2: 111 22

7: 6: 5: 4: 1: 2: la_ 10

(5 : 4: 1: 2: i:_j 11

7: 6: 5: 4: 1: 2: 22

(5: 41 1: 2: 1:.1 $$

7: 6: 3:_4:_3:_2:_l.:_

(5:_4:_3:_2:_l l :J

7: 6 : 3: 4: 1: 2 : 12

Os 4: 3: 2: 12.j 22

r I
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Deck 1

Criteria Used 7: 6: SI 4: 3: 2:

H. Instrumentality - refers to skills in reading, computing
end communicating 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 ..

S. Learning fades (Preferred ...) - the trainee's preference
for a specific method of training to acquire spieified
competencies should be taken into consideration when the
circumstances permit

0. Passage 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- -
ass who receive on-the-job training seldom require re»
training, regardless of.time interval between training'
and placement

P. ?ottomans (Judgment of ... of graduates) the -

preference of one training method over another may be4
determined by the performance of graduates after pliVir
Mat on,the-job

Q. Personnel (Number of ... to be trained) - the number of
trainees that flow through a course or courses of Ar

instruction may be affected by trainee and instructor * 4..

time, use of equipment, materials and facilities 11.

t. Policy (Philosophy and ...) institution's philosophical
beliefs, past experiences, fads of the time, and/or
"because it seemed to work" policy

S. Ports of Entry - some occupational entry is .controlled
by scats /federal licensing boards end the amount and
method of training is regulated by these agencies

T. Prior Experience - strongly related to the amount of time
a parson requires to learn job tasks is the amount of
prior experiences s/he has had in acquiring job relevant
behavior

V. Quality Control - rep decisionwmakars have an interest
in making the appripriete choices among the skill develop-. s
meet sources to Insure chore is a high degree of probability
that the trainee will learn to produce work of acceptable
quality in a reasonable period of time

2:

7: 6: S: 4: 3:..21 1: 16

: 34s 2:-1(1 "

7: 6: Ss 4: 3: 2: 1: "
D: 4: 3: 2: "

7: 5: 4: 3: 2:_l: r
Ts: 4: 3: 2i...18:1

7: 60: 4: 3s 2: 1:.
i$: 4: 3: 2:

7f 6: Ss 4: 3: 2: 1%.
DI 4: 3s 2: 1:_j

r

tel

go

go.

7: 6: 5: 4:

7s 6: $1 4:
,D1 4:

3: 2: 1:

3: 2: 1:
3:-.21-10

8
fee

"
41

7 :6: S: 4:3: 2: 1%.
TS: 4: 3: 2 : 1:.j

7: 6: $1 4: 3: 2:
Ts: 4: 3: 2: 14.1

fs
Si

e.

$1
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Criteria Used 7:6: 5: 2: 1:::d

V. Resources (Availability/suitability of physical ...)
acquisitions and use of substitute equioment and

conditions which simulate the environment. which will
be encountered on- the -job 5: 4: 3: 2: 44

(5: 4: 3: 2:l:_j 42
V. Screening Device - 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-
job 7: 6: 5: 4: 3: 2: 1:..

(5: 4: 3: 2: 111
X. Solicitude - handicapped trainees, depending upon prior

trainine and experience, may seek or ask for more
support 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 7: 6 1 5: 41..3: 2:

(5: 4: 3: 2: U..) 41
T. Time (Need to minimize training ...) » most instances

dictate a need to minimize training tine, for example,
when "the demand for trained personnel far exceeds the
supply". Consequently, the training method chosen may
impact upon the amount of tine allocated for developing
an individual's skills

Z. 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 considered.

7: 6t 5: 4: 3: 2: 42

I5: as.): 2: 1:.) 42

7: d: 5: 4: 3: 2: l .: 44

(5: 4: 3: 2t 1:.4] Is

Comment(*)

END or QUESTIONNAIRE

- Interview Record -

I 1 80

(Sagan)

Elapsed Tint:

no-"3K

1717

Interviewer
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Deck

1-3

4-6

For Office Use

Quest
Study f 215

URBANA

CRITERIA USED IN SCHOOLS AND INDUSTRIES WHEN SELECTING VOCATIONAL
TRAINING METHODS FOR HANDICAPPED PERSONS

QUESTIONNAIRE - NATIONAL
(PHASE II)

I. Participant

U. Job Title
(

7-9.

AB. Total Months in Present Jnb 1________1 10-12

AC. Agency I 1 13-15

AD. City/Town and State I 1 16-17

AE. Handicap Population Experience I 1 18-19

II. Questions (Instructions: Indicate your choice of criteria by circling
the number next to each alphabetized statement.)

A. Cost - relating to facilities, personnel, resources,
materials, 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 "unacceptable" loss in productivity 1 0 21

C. Policy (Philosophy and ...) - institution's philosophical
beliefs, peat experiences, fads of the time, and/or
"because it seemed to work" policy 1 0 22

D. Resources (Availability/suitability of physical ...)
- acquisition and use of substitute equipment and
conditions which simulate the environment which will
be encountered on-the-job

E. Atmosphere (Reality of ...) - creation of a simulated
work setting where factors pertaining to the pressures of
the work site such as development of attitudes toward
shift work, performing work on holidays, working under
preasures of anxiety, and responding to job environmental
pressures of too little time, and too many demands

F. Personnel (Number of ... to be trained) - the number of
trainees that flow through a course or courses of
instruction may be affected by trainee and instructor
time, use of equipment, materials and facilities 1 0

G. Demand (Persistence of ... for trained personnel) - the
long-term job requirement for trained workers may influence
the use of one training setting over another 1 0

1 0 20

1 0 23

1 0 24

25

26

1



2

H. 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

I. 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. 95)

J. 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 programs

K. 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 method of training will best
prepare the trainee to perform essential skills under high
risk conditions

L. Quality Control - IEP decision-makers have an interest
in making 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 . . .

M. Instrumentality - refers to skills in reading, computing
and communication 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

N. Prior Experience - strongly related to the amount of
time a person requires to learn job tasks is the amount
of prior experience s/he has had in acquiring job relevant
behavior

0. 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

193

1 0 27

1 0 28

1 0 29

1 0 30

1 0 31

1 0 32

1 0 33

1 0 34



H. 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

I. 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. 95)

J. Frequency - tasks that are performed frequently by most
j.11 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 programs

K. 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 method of training will best
prepare the trainee to perform essential skills under high
risk conditions

L. Quality Control - IEP decision-makers have an interest
in making the appropriate choices amyl* 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 . . .

M. Instrumentality - refers to skills in reading, computing
and communication 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

N. Prior Experience - strongly related to the amount of
time a person requires to learn job tasks is the amount
of prior experience s/he has had in acquiring job relevant
behavior

0. 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
OD their abilities and aptitudes
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1 0 27

1 0 28

1 0 29

1 0 30

1 0 31

1 0 32

1 0 33

1 0 34



P. Disabilities - it is believed that a trainee's type of
disability will have a significant influence upon the
length of time required to attain a desired level 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

R. Passage 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
trainees who receive on-the-job training seldom require
retraining, regardless of time interval between training
and placement

S. Screening Device - 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-
job

Q.

T. History and Pragmatism - empirical data are 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
training method based on tradition, i.e. "they had always
done it that way"

U. Evaluation - appraisal of the quality of training pro-
vided during the course of instruction

V. 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 considered

W. 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 example:
complex tasks are usually msre difficult to learn because
of the importance to marry principles and procedural
sequences while developing motor skills

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

1 0 35

1 0 36

1 0 37

1 0 38

.1 0 39

1 0

1 0 41

.1 0 42

1 0
43
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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 44

Z. 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 1 0 45

4 -79 BK

END OF QUESTIONNAIRE
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CRITERIA USED IN SCHOOLS AND INDUSTRIES WHEN SELECTING VOCATIONAL
TRAINING METHODS FOR HANDICAPPED PERSONS

QUESTIONNAIRE - NATIONAL
(PHASE II)

I. General
A. Definitions

I. "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 divelop 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.
c. 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. Emotional - 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.

6. "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.
c. Severe - usually remains dependent, requiring training in all
areas of functioning, e.g. basic hygiene, language, and social com-
petence.

B. Background
Most vocational competencies are taught to persons with handicaps

either on-the-job or in a classroom/laboratory setting. If a decision
were to be 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 competencies to
persons with handicaps.

21.
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C. Situation
Given: You are a person in the role of a teacher/instructor, parent,

administrator, employer, counselor, or advocate AA 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 effect 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, materials,
equipment, etc. 10

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.

C. Policy (Philosophy and ...) - institution's philosophical be-
liefs, past experiences, fads of the time, and/or "because it
seemed to work" policy.

D. Resources (Availability/suitability of physical ...) - acquisi-
tion and use of substitute equipment and conditions which sim-
ulate the environment which will be encountered on-the-job.

E. Atmoiphere (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 tine, and
too many demands.

F. Personnel (Number of ... to be trained) - the number of trainees
that flow through a course or courses of instruction may be
affected by trainee and instructor time, use of equipment, mate-
rials and facilities.

G. Demand (Persistence of ... for trained personnel) - the long-
term job requirement for trained workers may influence the use
of one training setting over another.

R. 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 method chosen may impact upon the amount
of time allocated for developing an individual's skills.

11

12

13

14

15

16

17



I. 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 ddsired by
employers." (Levitan & Taggart, 1977, p. 95)

J. Frequency - tasks that are performed frequently by most job
incumbents at a given skill 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.

K. 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 method of training will best prepare the trainee
to perform essential skills under high risk conditions.

L. Quality Control - IEP decision-makers have an interest in
making 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.

M. 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.

N. Prior Experience - strongly related to the amount of time a
person requires to learn job tasks is the amount of prior
experience s/he has had in acquiring job relevant behavior.

0. 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.

P. 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.

...m.....1."-

Q. Learning Modes (Preferred ...) - the trainee's preference for
a specific method of training to acquire specified competen-
cies should be taken into consideration elan the circumstances
permit.

2 1
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R. Passage 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.

S. Screening Device - 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.

T. History and Pragmatism - empirical data are 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".

U. Evaluation - appraisal of the quality of training pro-
vided during the course of instruction.

V. 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 considered.

W. 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 example:
complex tasks are usually more difficult to learn because
of the importance to marry principles and procedural
sequences while developing motor skills.

X. 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.

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.

Z. Solicitude - handicapped trainees, depending upon prior

training and experience, may seek or ask for more support
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.

2 1
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AA. Job Title ] 36 - 44

AB. Total Months in Present Job 1 45 - 47

AC. Agency 1 48 - 50

AD. City/Town and State 1 51 - 53

AE. Handicap Population Experience 1 54 - 55

Thank you for your participation. If you are interested in a copy of the final report,
please provide your name and address.

Name

Address

State/Zip Code

2 4.t
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APPENDIX F

PROCEDURAL GUIDE - AUTHORITY STUDY
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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-laboratory

environment, 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 skill on-the-job or best taught in a school-like
setting?

2. How do these criteria vary with type and severity 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 the handicapped?

Survey Research Laboratory (SRL) is keypunching and analyzing the data

from the questionnaire. The standard conventions apply for study #35:

1. Codes '0', '00', '000' etc. are for none or zero.

2. Codes 191, '99', '999' etc. are for no answer or no data.

3. Codes '8', '98', '998' etc. are for unknown or don't know.

4. Codes $71, '97', '997' etc. are for indefinite.

5. Codes '96', '996' etc. are for numerical responses that exceed the

column code limit.

6. Numerical responses to open-ended questions. When coding responses

which do not fill the column code limit, add leading zeros to the response

up to the column code limit.



203

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 "7" or 5-8 would be "7".

9. Rounding of data: If rounding is necessary, round down when less

than .5 and a for more than .5.

10. NA - Not applicable responses. Leave responses blank.

The standards for coding the confidence codes are as follows:

a. Code '1' 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 or a no answer response.

g. NA - not applicable response. None 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 pencil for each question. If more than one answer is volunteered ascertain
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the qualifications 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 unusual items are given on the

following pages.
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Coding Instructions

Question II Deck Col.

la 1 6-8

lb 1 9-12

lc 1 13-14

ld

20!:

Instructions

Code three-digit occupational group from
. . _

Dictionary of Occupational Titles

(pp. xxxvi-xli).

This may be less then 4 digits. Add

leading zeros if necessary.

Organizations coded with a first digit of:

a. "0" are sheltered workshops,

b. "1" are public employers,

c. "2" are private employers,

d. "3" are public school vocational programs,

e. "4" are community college programs,

f. "5" are private school programs, and

g. "6" are state funding agencies.

1 15-16 Code modified two-digit community college

4a 1 20

4c 1 24

5a(1) 1 36-40

5b(1) 1 48-50

51-53

54-56

district code from State Plan for the

Administration of Vocational & Technical

Education in Illinois (pp. 90-91).

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.

21j
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Question II Deck Col. Instructions

6a(1) 2 30-32

33-35

Cove like Q. 5b(1).

38

6b(1) 2 47-48 This may be less than 2 digits. Add

leading zeros if necessary.

6b(2) 2 50-52 Code like Q. 5b(1).

6b(3) 2 54-55 Code like Q. 6b(1).

7d(1) 3 28-30 Code like Q. 5b(1).

31-33

34-36

7e(1) 3 42-43 Code like Q. 6b(1).

7f(2) 3 67-70 Code like Q. lb.

7f(3) 3 72-74 Code like Q. 5b(1).

7f(6) 4 8 Code "4" if all three responses are given.

7h(1) 4 20-21 Do not code. See Q. 9 and code like Q. 5b(1).
622

4e.
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Questioa # Deck Col. Instructions

7h(1) 4 16-18 Code like Q. 5b(1).

23-25

7i(1) 4 34-36 Code like Q. la.

37-39

40-42

7i(2) 4 44-46 Code like Q. la.

48-50

52-54

57-59

61-63

65-67

221
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Organization Identity Code

(Authority)

208

Organization Frequency Code

Ray Graham Assoc. for Handicapped //// 01

Bloomington Occupational Development Ctr.-- // 02

Developmental Services Center Workshop ///// 03

Program, Champaign

Developmental Services Center / 04

Foodservice Program

Training Wing - Graphics Div. - USAF / 10

Training Aids Division - Chanute AFB / 11

Staffing Section, Civ. Personnel / 12

ChanuLe APB

Placement & Testing U of I / 13

Rehab. Education Center, U of I // 14

Public Broadcasting Sta., U of I / 15

Personnel Office, U of I / 16

Life Science, U of I / 17

Tech. Training, USAF - Chanute / 18

Sears Roebuck Co. / 20

Vetter Pairing Co. / 21

Marc Gold & Associates / 22

Ace Janitorial Contractors - Chanute AFB / 23

Webster's Food Contractors - Chanute AFB / 24

Illinois Bell Telephone Co. // 25

State Farm Insurance / 26

General Telephone Co. / 27

Construction Engr. Research Lab. / 28

Centennial H.S., Champaign / 30

Decatur Eisenhower H. S. /// 31

Bloomington Area Vocational Center / 32

Decatur Area Vocational Center //// 33

Springfield Public Schools // 34

Stephan Decatur H.S. // 35

Edwardsville H. S. / 36

4
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Organization Frequency Code

East Central/DSC Workstudy / 37

Parkland College ///// 41

Hadley School for Blind // 51

Chicago-Lighthouse for the Blind / 52

Minnesota Society for the Blind // 53

D.V,R., Champaign & Bloomington //// 61

DMHDD / 62

2" .%



eograp icl Lc) e

(Authority)

Minneapolis, Minnesota

ROCK ISLAND

MERCER

a
0
Vl

qu WARREN
O
wa

mccoNIWG

HANCOCK

SCHUYLER

ADAMS

BROWN

PIKE

JO DAVIESS
STEPHENSON WINNEBAGO

CARROLL OGLE

WHITESIOE LEE

MC HENRY

HENRY

KNOX
STARK

BUREAU

4
MARSHALL

OE Kale

LA SALLE

KANE

IIENDAtt

LAKE

COOK

WILL

ORUNDY

KANKAKEE

PEORIA WOODFORD

ININGSTON

FULTON
TAZEWELL MC LEAN

CASS

MASON

MENARD

IROQUOIS

FORD

LOGAN

MORGAN

DE WITT

PLATT

MACON

CHAMPAIGN

lyERFAIttION

DOUGLAS

ppoKLTAIE

CHRISTIAN COLES

SHELBY

cumecauum

FAYETTE MONO" JASPER

SANGAMON

GREENE

JERSEY

MACOUPIN

MONTGOMERY

MADISON

SONO

MARION
CLAY

EDGAR

CLARK

ROCKLAND

CLINTON

WAYNE

HAMILTON

WHITE

24"
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1980

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 have provided an enclosure for your review prior to the
interview. We believe this information will familiarize you with
the study to date, and will assin you in fulfilling your role
as a consultant and respondent.

AH:jn
Enclosure

Alain Hunter
Research Assistant to Rupert N. Evans,

Acting Director, Bureau of
Educational Research
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1. POLICY FOR THE STUDY

ObJecti.es and Significance

To identify criteria which are used for the selection of training settings

(methods) for Job competency development of persons with handicaps.

Since most Job competency development has been conducted via vocational

training programs operated by schools and employers, it is 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 in choosing a training setting is based primarily on the decisions

of nonhandicapptd authorities. It is the belief of most advocates that

decision-making is an essential part of a handicapped person's daily life.

Therefore, this investigator seeks to gain from handicapped 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 the 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., Illinois Offices of the Department of Vocational Rehabili-

tation and the nonprofit organization: The Developmental Services Center of

Champaign, Illinois. These agencies will review the proposal and select po-

tential respondents based on the specifications. The agencies will contact

213
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the identified person and apprise them of the study. If the persons are inter-

ested in participating as respondents, they will be given a telephone number

of the investigator for contact and 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, in their

opinion, would be interested in participating in the study. The respondent will

be requested to make contact with-their-ureferral"-and-to-give-this-person

the telephone number of the investigator for making arrangements to

be interviewed. This latter method will, it is hoped, promote

a sampling of a friendship network which will lead to additional networks

and a larger sample size. An alternative to this procedure is to have

postage paid postcards returned to the investigator as a form of agreement.

Procedures

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 respondent, the interviewer will

use the attached questionnaire to ask the respondent questions pertaining

to the study. Depending upon the respondent's impairment, the interview

period will be 60 to 90 minutes, independent of interruptions. For the se-

cond interview, the respondents will be telephoned and asked to participate

in a follow-up telephone interview. If agreement is obtained, an appointment

will be made for a call-back and a copy of the questionnaire to be used 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 procedure, an in-person appointment will be

made. The interview period for this study should not exceed five minutes

except when a literacy barrier may exist.
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Confidentiality of Data

the interviewers will be trained to comply with a standard, uniform

procedure for interviewing respondents and foi controlling the content of

questionnaires. The investigator has established a check in/out accounting

procedure from a lockable file cabinet repository that permits constant

monitoring of each questionnaire. The most stringent control is exercised

on the first two_pages of the questionnaire (Study #135) which are the only

records of the respondents' identification. The functions 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 questionnaire to the investigator (with second page affixed).

The investigator will remove the second page from the qoaaticooaire 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 true identity of the respondent. The residue will be

disposed of by the investigator via the University's wale 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 quantify 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-laboratory environment, through on-the-job training, or through a

combination of these. The questions to be answered, the hypothesis to be

tested, and the assumptions to be confirmed by the data collected are:

Research Questions

1. What criteria do handicapped workers report were used for deciding

the training setting for development of their job competency?

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

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

4. How do these criteria vary with the job for which trained?

5. What modifications to these criteria are recommended and why?

6. 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

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 setting, e.g., classroom-laboratory instruction

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.

23,
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3. The placement of the handicapped trainee in suitable training

settings will be contingent upon the decisions of authorities other

than the trainee- concerned:

4. The responses by the respondents to the questions of the interviewers

are accurate and valid.

Data Coding and Coordination - Study #135

Survey Research Laboratory (SRL) will-keypunch and consult on the data

from the questionnaire. The following standard conventions apply to

4uestions --

a. Codes '0', '00', '000' etc. are for none or zero;

b. Code '9' in the "confidence code" means no data available (see

next section);

c. Codes '8', '98', '998' etc. are for unknown, don't know, no opinion;

d. Codes '97', '997' etc. are for indefinite;

e. Codes '96', '996' etc. are for numerical responses that exceed the

column code limit;

f. Numerical responses to open-ended questions: when coding responses

which do not fill the column code limit, leading zeros are added to

the response up to the column code limit;

g. Range of data: if ranges are given, the midpoint is used, i.e.,

5-9 would be "7" or 5-8 would be "7";

h. Rounding of data: if rounding is necessary, .5 and less than .5

are rounded down and more than .5 is rounded up;

i. NA - Not applicable responses: responses are left blank.
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Confidence Codes - Study #136

Note: If multiple 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 '1' 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 re-

spondent gives multiple responses from which a best possible

"guess" is given.

d. Code '4' is a refused response, that is, when the respondent

has the information but does not desire to respond to the

question.

e. Code '9' is a no data or a no answer response.

f. NA - not applicable response. None of the codes are circled.

Procedure - Study #135

When comments are made during an interview, those coolants are recorded

in the appropriate section for each question or on the reverse side of the

page.

Unless Other instructions are given, one answer should be circled in

pencil, for each question.

Questionnaires shobld be returned to the investigator to be verified and

filed. The coding instructions for unusual items are given on the following

pages.

2 r)Q
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Coding Instructions - Study 1135

ColumnQuestion # Deck .

la 1 7-15

lb 1 16-18

is 1 19-21

ld 1 22-24

4 1 29

5a(3) 1 32

5e(5)-5e(8) 1 67-73

64(1)(e)-6a(1)(i) 2 14-18

7d(2) 4 19-22

8f(2) 4 55-58

9 )

Instructions

Code with D.O.T. nine-
digit occupational

code.

If less than three
digits, add leading
zeros.

Organizations coded with
a first digit of:

"0" - sheltered workshop
"1" - public mimed..

"2° - Private owned
"3° public/privite

school vocational
education

"4" - public/private
two/four year
college

"5" - private school
060 - gover-rent.

Code with modified two-
digit community college
district code.

Code responses identically
to "variable 127"

Do not code.

Do not code.

Do not code.

Adjusted to current
inflation level; 235
"work" days per year;
8 hour work da:,, or 20

"work" days /month.

Estimate 235 "work"
days per year. If

response exceeds 0090,
"variables 460 through
474" will be coded
(i.e. Q. 8f(3) - 807)).
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Oeck Column

84(3) 5 16

10a(1) 5 55

14x(3)- 10a(5) 5 59-65

10b(7) 6 13 -15

16-18
19-21

22-24

lli 7 4-12
17-26
30-38
43 -51

lli 7 14-16
27-29
40-42
53-55

Instructions

If response is 3,
"variables 518 through
521" may be coded
(i.e. Q. 81(4) - 84(6)).

If response is 1,

"variable 557 and 658"
will be coded (i.e.
Q. 1041(2)).

If responses were
2, 3, 5, or 5 in

Map), these
variables will also
be coded.

Code with D.O.T.

three-digit occupational
group.

Code with D.O.T.

nine-digit occupational
code.

If less than three
digits, add leading
zeros.

Procedures & Coding Instructions - Study 4435

Section I. Administrative, will be completed by the interviewer. The data

for items 1 through 5 will be extracted from Study 0136. Upon completion of

the interview, questionnaires
should be returned to the investigator 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 recorded on the last page of the questionnaire.

2'1
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1. Description of 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

speech, deafness and unable to speak 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) Mild - capable of independent functioning when guidance

and training are provided.

(2) Moderate - usually 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.g.. basic hygiene, language, and social

competence.

2:)6
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2. Description of Training Received

"Training" is the minimum acceptable personal development required for

job placement or jai'advancement. It involves the place where, the time

in which, and the methods by which required physical and mental skills and

knowledges and attitudes are developed.

"On-the-job training" (OJT) encompaFses all self-study knowledge and job

experience acquired by a trainee as a result of working at his or her as-

signed job.

"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.

"Combination" (COMB) is training received in both settings, OJT and CL.
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Organization Identity Codes

Organization Label Code

University - Staff 10

County Public Aid Office 11

School District Office - Staff 12

Mass Transit, Large City 13

State Teacher Certification Office 14

Comprehensive High School Faculty 15

Medical Health Center 16

University - Faculty 17

Motel/Lodge 20

Automobile Dealership 21

Board of Trade. Large City 22

Radio/TV Station 23

Telephone Co., R&D Lab. 24

Lumber Co. 25

Corporate Law Firm 26

Kitchen Cabinet Manufacturer 27

Agriculture Service 28

Insurance Agency 2g

Sheltered Workshop - Staff/Faculty 30

Public Affairs Office - University 40

Federal Highway Agency 60

Federal Hospital 61

Heating, Air & Ventilation Co. 210
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Occupational Identity Codes

Job Label - Nine-Digit DOT Code

Electrical Technician 003 161 010

Civil Engineer 005 061 014

Structural Engineer 005 061 034

Director of Counseling 045 107 018

Psychologist, Counseling 045 107 026

Counselor, Vocational Rehabilitation 045 107 042

Speech Pathologist 076 101 010

Recreational Therapist 076124 014

Medical Assistant 079 361 010

Faculty Member, Collect 090 227 010

Instructor, Extension Work 090 227 018

Secondary Education Teacher 091 227 010

Librarian, Children's 092 167 018

Elementary Education Teacher 092 227 010

Teacher, Mentally Retarded 094 227 022

Certification and Selection Specialist 099 167 010

Lawyer, Corporate 110 117 022

Producer, Radio/Television 159 117 010

Radio Announcer/TV Producer 159 141 010

Disk Jockey 159 147 014

Accountant 160 167 010

Accountant, Budget 160 167 014

Public Relations Specialist 165 067 010
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Job Label Nine-Oigtt DOT Code

Office Manager for Automotive Dealership 169 167 010

Office Manager 169 167 034

Order Department Supervisor/Office Manager 169 167 038

Production Superintendent 183 117 014

Oirector, Institution 187 117 018

Oirector. Sheltered Workshop 187 117 026

Supervisor, Volunteer Services 187 137 014

Caseworker 195 107 014

Social Worker 195 107 030

Day Camp Director 195 167 018

Transcription Secretary 6 Office Manager 002 132 010

Typist 203 582 066

Supervisor, Coding Clerks 209 137 022

AccountInformation Bookkeeper 210 367 010

Data Processing Operator 213 685 010

Accounting Clerk 216 382 010

Oispatcher, Maintenance Service 239 367 014

Evaluator 249 367 034

Sales Representative 259 357 018

Commission Agent, Agricultural 260 357 010

Manager, Building Equipment and Supplies 274 357 018

Sales Representative, Hardware Supply 274 357 034

Produce Stock Clerk 299 367 014

Yard Worker 301 687 014
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Job Label Nine-Digit 001 Code

Restaurant Dishwasher 318 687 010

Cleaner, Housekeeper 323 687 014

Rifleman, Military Services 378 684 014

Janitor 382 664 010

Sorter, Agricultural Produce 529 687 186

Nut -Bolt Assembler 929 587 010

2.1
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Geographic Identity Codes

MUMMMM 10606

CARROtt
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tac
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02
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/51116512101W
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=Mr
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08
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111001100

MUMWMGM
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Dear

The Bureau of Educational Research is a unit of the College of Education at
the University of Illinois. It provides consulting service to persons in
schools and industries and conducts research on school, community and industry
interaction in our ciety.

The Bureau is currently investigating how vocational skills are taught to
persona with handicaps. Therefore, we are seeking training information from
a selected group of employed, disabled persons who have been employed, with-
out interruption, for two or more years.

In order to conduct this investigation we request tee assistance of the
as a consultant to assist us in identi-

fying former clients to be interviewed who have the cited qualifications. If

these persons are willing to be interviewed, they would participate in an
interview of 45 to 90 minutes.

The purpose of the interview is to obtain information from these respondents
about their experiences when they were in the selection process of choosing
a training setting (classroom/laboratory, on-the-job or a combination of the
two) to best ptepate them for job placement.

VG believe their information, combined with our current findings (enclosure
1) will assist ttainiag authorities, parents, and advocates of handicapped
persons when selecting the most appropriate pre-job training setting.

It is the belief of most advocates that decision-making about one's self
is an'essential part of an handicapped person's adjustment to the "real" world.
Therefore, it is the opinion of the investigators that a need exists to gain
expert opinions from cited former clients who are employed persons with dis-
abilities that have experienced the pain, fear, and loneliness of being dif-
ferent. The criteria and the problems these experienced workers identify
and repott, based on the training selected for their skill development, may
confirm or be uniquely different from the views and/or beliefs of the trad-

itional authorities (enclosure 1) who choose the training settings. This study
may provide additional criteria to be considered when developing individualised
education plans for persons with handicaps. Our procedures for this investi-
gation will be as follows.

24"f'
A)
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Page 2

first, this investigation is nonexperimental, descriptive research. It

will be directed toward gathering data from past consumers of training who
are disabled and are tenured employees in the workforce. (Tenure for the
purpose of this investigation is 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 topics. These topics may be influ-
enced by the respondents.

Second, the respondents will be obtained by means of a modified form
of "referral sampling" (for an example of agency referral, see enclosure 2)
which seems to be the meet reasonable approach for reaching a widely dis-
persed, low density, and socially inconspicuous population for whom no
central reference is available. Fifty or more persons from a variety of
agencies, companies, and institutions. in Illinois will be sought by branch-
ing nominations, i.e., an agency or individual will provide the name of
an individual who might meet the prerequisites for inclusion in the survey.
The target population must be disabled and job tenured.

The investigators have recently reported our findings in a presentation
to members of the Pennsylvania Personnel and Guidance Association. A sim-
ilar program was presented to the Guidance Division of the American Voce
tional Association in December 1979. A more up-to-date presentation will
be given in the Spring of 1980 to the American Rehabilitation Counseling
Association in Atlanta, Georgia.

It is our hope to disseminate through state and national professional
organizations some of the knowledge we have acquired about the training
of persons with handicaps. We would like to cite the type of agencies,
such as yours, which have tontributed to this investigation.

We would like to re- emphasize that the participation of former clients
of the Department is strictly voluntary, and the "confidentiality" of their
identity will be maintained at all times,

of the office has been our contact in pursuit
of your approval.

We would appretiate your assistance. Thank you.

Sincerely,

AR:ls

Enclosures

Alain Bunter
Research Assistant to Rupert N. Evans,
Acting Director, Bureau of Educational
Research

2.4_4
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A :02: I Universi of Illinoisr
RehabilitatiowEdistostion Ciwkr

.

tqfot of tie &maw Otsi Shut at Stadium Mit% Cloomitaigis, Illinois 61820

Dear

The University's Bureau of Educational Research is seeking
information from former students of the Rehabilitation-
Education Center who have been employed, continuously, for
two or more years. I would like to recommend von as a
potential participant, but strictly on a voluntary basis.
Be assured, you will not be contacted unless you complete
and return the enclosed card to the Bureau.

I feel most confident that this is a project which would
be of interest to you and to which you can make a definite
contribution.

I extend my sincere thanks to you for your response to this
request.

Best personal regards.

Joseph F. Konitzki
Associate Director

JFK: Is

Enclosure
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Dear

The Bureau of Educational Research is a unit of the College of Education
at the University of Illinois. It provides consulting service to persons in
schools and industries and conducts research on 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 90 minutes I would like 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 selecting the
best training setting for job placement.

Your participation is strictly voluntary and the "confidentiality" of
your identity will be amintained at all times. I have enclosed a postcard.
If you are willing to participate, please fill-in and sign your name and
moil 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 place of interview will be at youtconvenience. Thank you
for your assistance.

Alain Hunter
Research Assistant to Rupert H. Evans,

Acting Director, Bureau of Educational

Research

AH:am
Enclosure
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Is , will be available to be intetvieved

fot the project: "Criteria Identified fot the Selection

of the Training Setting".

(Signature)

111Pcitipi0C

UMW) or EDUCATIONAL RESEARCH

COLLEGE OF EDUCATION
UNIVESITY OP ILLINOIS
URBAMR OIS RIM
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VOCATIONAL AND TECHNICAL EDUCATION, BUREAU OF EDUCATIONAL RESEARCH

UNIVERSITY OF ILLINOIS
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For Office Use
=1,

Quest 0

Study f

(Short Title of Study)

Person Called (last name, first, BA.)

Telephone 0 (AC )

Initial. Contact: / /80 Willing Participant? YES NO (circle ont)

Remarks:

Questionnaire mailed: / /80 Data Collected: / /80

- Standard Conversation -

Hello (Good ). Nay please speak to ? my name is

(person called)

and I am calling from the Bureau of Educational Research

et the University of Illinois. In 19(78), (79), or (early 80) you were interviewed

by &member of our project staff. The subject of the interview was the selection

of the training setting for persons with handicaps, i.e. the identification of

criteria used in the process of selecting an appropriate training setting for the

vocational development of handicapped persons.

As a follow-up to that interview, we are now conducting a telephone survey of

those respondents to obtain their assistance in validating (quantifying) those criteria.



2

would you be willing to grant us another thirty minutes of your time at a

time and place that is most convenient to you?

(If poll Thank you very much for your participation, and we will send you

a copy of our final, report in August 1980.

(If Yes; or a "conditional" yes/not] 'Thank you for participating. Our

procedure will be to first, send you a questionnaire; it will take no longer than

fifteen minutes to review. Second, we would like to call you at your convenience

within the next five days to obtain your responses to the questionnaire.* (You may

destroy the questionnaire after this call.)

Ilben would it be convenient to call you: Date? / /80; time? ;

and telephone number? (AC )

Thank you for participating in our study. Ve will mall your questionnaire

(today) sad will call you on (date) / /80 at (time)

number (AC )

with telephone

of If the respondent is night impaired* advise respondent that a "taped"
questionnaire will be provided.

235



SUMMARY LISTING OF OCCUPATIONAL
CATEGORI'S, DIVISIONS, AND GROUPS

OCCUPATIONAL CATEGORIES

01l ProkstiOnal, technical. and amnesia' occupations
2 Clerical and sales occupations
3 Scrvice occupations
4 Agricultural, Satiety. forestry, and Mated occupations
3 Processing occupations
6 Machine trades occupations

ompauxis
$ Structural work occupations
9 Miscellaneous occupations

TWODIGIT OCCUPATIONAL DIVISIONS

PROFESSIONAL. TECHNICAL. AND MANAGERIAL OCCUPATIONS

o0/01 Ocanginioni is anhitecturn eagineetiog add salve/int
02 Occupations in mathematics and phyucal seances
Cit Occupations in 1de sciences
OS Occupations in social minim
07 Occupations in medicine and Malin
09 Occupations in education
10 *cannons in museum. Wary. and archival sciences
I l Occupations In law and Mnspeudence
12 Occupauoro in Wigton and theology

Oeevpatsbnsm moons
14 Occupations in an
13 Occupations in enwriainment and mmention
Id Occupations use administrauve spetoldanona
IS Managers and °Moils. nee.
19 atioceannvis psoksaanak 'school. and wenagesial mamma

CLEJtICAL AND SALES OCCUPATIONS

20 Stenography. typing aline, and relied occupation
21 Computing and acceuntrecoedupg occupations
22 Production and stock stocks and related occupations
23 Intonation and message thunbuoon occupations
24 hrocellanoeut canal emotions
23 Saks ocemtions.terviees
26 Saks cognation*. consumable eommodium
27 Sect oetupthons, commodities. nmc.
29 MisoslUineous annocetwoone

SERVICE OCCUPATIONS

30 Donnie *mice occupations
11 Food and haven't prepantion and mice anemia*.
32 toning and relived screw occupations
33 Intlierlsig, annutology. and tainted wrens occupations
34 Anownwil and natation service occupations
33 Mbeellansous pernsial soak* occupations
NI Avowal and Winking tomes occupation
37 !Menne mks occupations
38 Pudding and scatted service occupations

AGRICULTURAL FISHERY. FORESTRY. AND RELATED OCCUPATIONS

40 Hod fanning occupations
41 Animal toning ompatiosa
at Miseadansous aim-Antal sad Wind 0404,411044
44 fishery and related occupations
45 nanny ompoiona
46 Renting. trapping. and 'elated occupation

2 50
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PROCESSING OCCUPATIONS

$0 Occupations in processing Otiose
S 1 Ore Mining and foundry occupation.
S2 Occupation* is pommel of food. tobacco. and minted products
S3 Occupations in processing of papa and Mead materials
SC Ottepstions in ptomaine of peruleum. coal. natural and manufactured gas. and related products
SS Ocropations in roams of abatises. plows. syntheue. rubber. 'auk and seated products
S6 Occupations in processing in wood and wood products
S7 Occupations in promo% ef suing. clay. glass. and related ocelots
S1 Occupation in processing of kaftan. taroks. and related products
S7 Proccoina acespations, 0 s 4.

MACHINE TRADES OCCUPATIONS

00 Metal machining occupations
bt Messloolung occupations. n
62/62 Mechanics and machinery millions
64 Papesmeking occupations
6$ Panting occupations
66 Wood machining occupations
417 Mania duns in machining stone. clay. glass. and related moron*
MI Teed* occupations
69 Mitchine wades occupations. icoc.

BENCHWORK OCCUPATIONS

70 Occupations in fabncution. assembly. and repair et metal products. n e e
71 Occupation in fabrication and repair of scientific. medical. photivaphic. optical. hotms gien. and misted products
72 Occupation in amebic and repair of eternal equipment
93 Occupations In Fabrication and repair of products made from assorted materials
94 Painting. detonating. and tested occupations
9$ Occupations in fabrication and repair of pluttcs, ryetbenes. rabbet. and related products
36 Occupations in Panne:soon and repast of wood products
77 Occupations in Mitigation and repot of sand. none. clay. end OM products
76 Occupation in fabrication and repair of mink leather. and related products
16 Hatch wont occupations. n e.e.

STRUCTURAL WORK OCCUPATIONS

SO Occupations in metal fabricating. n ea.
91 Walden, custom. and related occupations
42 Electrical ancobling. installing. and remain occepanoni
$4 Minims, plagerini.vatirpreolins. romantics. and Mated *remain.**
1S Escssalinp.posdisp, pews, and misted occupations
86 Construction oanpatinas.n a t.
99 Shutters, web occupation. n e e.

MISCELI.ANEOUS OCCUPATIONS

90 Mew Heigh occupations
91 Transport:6w occupations, n C.C.
92 Pacisaing and matenals sandhi, occupations
93 Occupations in astrachan of morals
93 Occupations in production and tbstnburson of toddles
% Amusement. fecreaboa. mono* picture. rahio and television oetepanenS. n e e
97 Occupations in graphic all swig

XX XV
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THREEDIGIT OCCUPATIONAL GROUPS

PROFESSIONAL. TECHNICAL. AND MANAGERIAL
OCCUPATIONS

00101 Oman/Jew In meths am. tiOntertma and sarts7h4
001 ArclineetuW occupation'
002 Amoommical engineering occupations
00) Electrical/electronics engineering occupations
00$ Cini mailman' occupations
006 Ceramic careening occupations
007 Mechanical dignecring occupations
On Chemical enguseming occupations
010 Mining and petroleum engineering occupations
011 hietallorgy and metallurgical enpneenng occupations
012 Industrial engineering occupations
013 Agrieultund engineering occupation
014 Mishit engineering occupations
01 S Nuclear engineering occupation
017 Madam. n
011 Sunicying/canomsphic omispateam
019 Ocespecions m architecture. engineering. and iumeyins. n.e.c.

02 Occupallesis in maikensaiks sad physical edemas
Occupations in mathematics

021 Occimatiom in astronomy
012 Occupations in chemistry
0:3 Occupations in physics
024 Occupations in mobs,
02S Occupations in inettotology
029 Occupannas in mathematics and physical '<knot. a e.c.

Oa
010

CMS

Ode

030
0S1
052
054
OS,
0S9

or
070
071
072
073
074
07S
076
077
071
079

0P
090
091
092

094
096
097
099

80
100
101
102
109

Omapations in lift minims
Occupations in agricultural imenccs
Occupations on biological sciences
Occupalions on psychologg
Occupations in life !tweak& c c.

Oempationa In sodas seitnces
Occupations in economics
Occupations in pobncst mum*
Occupations on !denary
Occupodons m sociology
Occupations in anthropology
Occupations in social sconces. 0 e c.

Otentimiatis in medicine and NOM
Physicians and surgeons
Cateopaths
Dotting
Veterinarians
Shamans
Regincred stunts
Thetapists
Dietitian*
Occupations in medical aria dental technology
Occupations in medicine and health. e.t.a.

Oempailant in education
Occupations in college and unmanly education
Occupations in secondary school education
OCts$11000$ in radioed. primary school. and kindergarten

education
°murales§ in education of the handicapped
Home economists and farm anintan
Occupation in roaming education. n.e e.
Occupations in education, a e c.

Owsprelens In moseum. M4r Wy. and arehlysl misuse
Librarians
Ambient&
Stu mum Colston and mimed occupations
Occupations on minion. library, and accident sciences. ocie

I I Oempallons in low and jorimnidenee
110 Lawyers
I l l Judges
119 Occupations on law and jurispoudenec.n e c.

12 Occupations hi canton and theology
120 Clergy
129 Occupations in Wotan and theology. n

13 Occupation lit wilting
131 Wdteas
132 &Morn publication, broadcast. and scup'
137 Interpreter and nanstaion
139 Occupations in widens, n t C.

14 Occupations in orl
141 Commercial anima. desipicri and thustiatost. gtaphic arts
142 Environmental. peodeci. and missed designers
143 fkeimations in Monommity
144 rim imam painters. iodpain. and related occupations

Oceupatonits in an. n ec.

1$ octupstious In antaatganoln1 and repealiOn
150 Occupations in chansons
1S1 Occupations in dancing
152 Occupations on music
IS) Occupations in athletics and sports
159 Occupations in entaimimneist and metestom. n e c.

t6 Occupations In adminbustive "pedant:diens
160 Accountants and auditors
161 Budget and managemem systems analysis occupancies
162 Putchaeing management uceupations
163 Sales and dundisition management occupations
164 Advenisice management occupations
125 management occupations
16i Permand ..dmimstration occupations
leg hummers and inandlaUnd, managerial and public 161,4Ce
160 Occupations in adminntrasive specialuations, n e c.

IS Mansigeno and slOdak, &cc.
ISO Agriculture. foamy. and fishing induatiy managers and officials

Mining WOW" managers and adioak
1St Conunicuon 'Mowry managers and °inmate
1113 ManUfaatufing industry managers and Manes
I04 Ttansporiation. communicadon, and Wines industry Manager,

and officials
115 "MOM* 44d retail trade managers and officials
HMI Finance. insomnia. and real mute managers and officials
1117 Service industry amanitas: and officials
err Public administration managers and animals
119 Miscellaneous managers and officials. n e c.

19 Miscellsprons piefsmIonal. Iechoal. and managerial
occupations

191 Agents and 4pprancos, n cc.
le) Radio amnia*
194 Sound. Olm, and onieelapa teanding, and reproducing,

occupations
195 Occupations in axial and welfare work
196 Aupbnc glom and naantodOra
197 Ship napalm, mates. pada, 4nd caroms
191 Railroad condemn
199 Miscellaneous proresionni, technical, and managerial

occupations. n e c.

CLERICAL AND SALES OCCUPATIONS

20 SesigraPhY. Wing. Ming. and mimed ornisotions
201 Swamies
202 Stenographers
20) Typida and typeweitkogimachlne operators

%XXVI
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a

305 Interviewing darks
306 Pik clacks
207 Cruplicatingactsim opetatoes and tandem
206 Medal aid miscellaneous mike machine overman
206 Mount/07. trpoolg. Wino and mimed occupations. n e c.

21 Cempliag and ecomatomeging marmites
210 Bookkeems end bookkeeninprnaOune operators
211 Cathie's and tellers
213 flatmate and ektoontecionocal data riaccason
214 Wing and eau ekrks
215 Payton. tiockeepiog, and dusy.tosto cleft
216 Accouatind and atatadmil slate
217 Accounormarding.machone operators. n
219 Computing and accoual.recoldats occupations. nee.

21 Prodectka and shah dab and Mated empatiens
311 Production decks
222 Wimpy'. moons. stock. and related clinical occupations
129 Petutactoon and mock clerks and veined occupations. nee.

23 Infeesoltate end mow distrilludon nougations
230 ilaml stelivmy and dimeibution occupations
235 Telephone opeams
136 Tekgraph operators
237 Infamous* and Inception dolt
231 Accommodation arks and gate and ticket ag.nos
139 Infoensama and situate dionbutois occupations. n e e.

24 Mistellanoss. clerical oaupitiase
241 tque.hgaosti. adjoins. and Mated occupations
243 Government serme dots.* c.c.
245 Medical moue clerks. n e c.
247 Ademodopsouice decks, nee.
246 Transponationmoree clerks. is s
249 Misceltancous decal sieCupalkini. a cu.

25 Saks mapetione, wakes
LSO Sales mcupahons. real ague and insurance
231 Sales summations. husatess and gnaw al mums
252 Saks occupations. transportation SerMon
253 Sales occupations.
254 Salem occupations. annum and ravel:ding
259 Saks oreupatians, moues. a Cc.

26 Seam atomediso. emstombk mattnollget
260 Safes occupations. agneultural and food products
261 Sales occupations. testae products. apparel, and names
262 Sato occupations. eland*. drugs. and wanes
260 Sales occupations. miscollaacous consumabk commodities. n

27 Saks emapnlem.yemmediges. rte e.
270 Saks Magnums. bode furniture. hanolungs. and appliances
271 Sales °commons. decimal goods. ascent home appliances
272 Saks occupation% farm and gardening entapmeat and supplies
27) Saks occupations, transpormon equipment. pans and supplies

274 Sales occupations, solustnal and related equipment and welshes
275 Sales occupations. bonniest and commercial equipment and

supplies
216 Sates aquanauts's,. medical lad scienlide equipage.' and supties

277 Saks occupshons. sporting. hobby. Papacy. and related goods

179 Saks occupat000s. entseellsicoui commodious. na c.

29
290
291
292
293
294
295
296
297
296

MbeeNeaeou. sake meopedmi
Sales desks
Vendors and door to door selling occupation
Route asks end Macey occupations
Sagami
Aptioncem
Renlal clacks

3110111all
Saks promotion occupations
Merchandise daplayen

299 Mocellansous sales occupations. n.e e.

SERVICE OCCUPATIONS

JO
301
302

305
304

31
310

311

312
313
315
316
317
31*
319

32
320

321

323

324
329

33
330
33l
332

333

334
335
33*
339

34
340
)41

342
343
341
346
349

Damage smoke montage*
Household and related work
Launderers. prime Wady
Cooks. domestic
Domestic service atocupliont. n c.

Fend and beverage peeping,* sad stmke ammigent
HashillsOISCSies and <rework/stewardesses. food and beverage

service. ascent ship smardsislocardesses
Waiteromitresses. and Mated food service *monsoons
Barteoders
OA and cooks. hoots and restaurants
Miscellaneous cooks. incept domestic
Mealeutters, esccpt m slatightenng and geckos Puns
Simultaneous Nod and beverage peeparsoon occupations
Kitchen workers, a e e.
Food and beverage preparation and serum occupations. nee.

Wake and Metal woke ate parkas
Boarthothome and todginphouse kewlarn
Haack capers. hotels and intonations
Harackaatra. 'souk eataurack. and related miablithrnents
Bellhops and telated occupations
Lodging and related scoriae occupations, n e c.

Barbering. muoveulagy. sad related semice iscapat(ste
Barham
Muncornits
Hairdressers and courietnloSists
Makeup accupanoas
Masseurs and related occupation.
Bath attendants
embalmers and related occupations
Barbering, cosmetology. and related sconce occupations. is e v.

Ar aiseineel and cemembin samba oceeptioat
Attendants. bowling alley and MOW parlor
Attendants. golf count. teams court. *Aunt rink. and related

faeditics
Amusement device and conemion attendants
Gambling hag attendants

lithos
Wardrobe and diontnproom attandams
Atonement and recreation serkee occupations. n e e.

35 Mbeelknecen puma *mkt oempoothess
350 Ship umardastewattleues and related occupations
)51 Tram attendants
352 Hositthostesses and stewardrastmardnies.n e c.
353 Guides
354 Linhceated bugs attendants and practical num.
355 Attendants. hismult. morgues. and related health sauces
357 Baggage handlas
3511 Checkroom. tacker mom and raiment agesdoes
359 Miscellaneous personal service cucupatior nee.

J4 Amaral sad lossolthtom stroke empatim
361 Laundenng omunatoons
362 Dry Mamas occupations
363 Ptessing occupations
364 ()pain( and related oommaiona
365 Shoe and litspp ripper and related occupations
364 Bootblacks and Mated occupations
369 Apparel and nernitlungs service occupations. is e e.

n diereellut souk. ateoplimet
Creams tenders and budge operators
Sealant), guards and comma Mike's. camp crommg tandem
Flo lighten, gee departmeal

)71
)72
373

101XVii
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375
376
377

375
379

311
382
313

319

Paha officers and detectives. public tome
Point damn and deteetsves, eteept en whim service
Sheriffs and bailiffs
Armed forces enbsted personnel
Rrotectist semen intimations. n

Sefiding and related wake occupation'
Ponca and meaner,
JINIK0f$
Bolds% pest control sesame oceupations
Elevator operators
Building and related mroce oceiryttions. n e e.

AGRICULTURAL. FISHERY. FORESTRY. AND RELATED
OCCUPATIONS

40 ram Inman occupodans
401 Gain farming occupations
402 Vegetable fanning occupations
403 fruit and nut fanning occupabons
404 field atop fanning occupations. II c..
10$ Hocileuttinal specialty occupations
406 Gardening and groumaskeepoig occupauons
407 Dimrsificd mop fanning nft'unanOat
402 Plant tits and related ursine occupations
409 Mont fanning and related occupations. m e e.

it Ankach forming octipposions
410 Domestic animal fanning occupations
411 Domestic fool fanning occupations
412 Game 1606101 occupations
413 Lower animal rumens occupations
411 Animal seroce occupations
sil9 Animd fanning occupations. nee.

42 kfivellansmas ogrictihn cal and Mated ocommieen
421 General (annul occupations
429 Mticebioneus agneultucal and related occupations. nee.

44 Mary and Mold maigodeas
441 Net. mine, and nap finless
442 Lim !rhea
443 Reign. mncellancous equipment
446 Agent,* life cultivation and related animations
447 Sponge and sativeed gatherers
449 fishery sad related oocupatinns, n e e

AS Finery mintemiana
411 Tree farming and related occupations
452 Totem comervanon occupations
413 Occupations in ha:aeons forest products, eleept Soong
454 Login; and Mated occupations
455 Log modal. same. toning, rafting. and mimed occupatimm
459 %entry commotion'. n e c.

44 Ifenting. tapping. and Meted steimtIo
461 Homing and trapping occupations

SO

501
502
505
504
50S
509

SI
std
Sit
112
S13

PROCESSING OCCUPATIONS

Octopniiand to proceedog el motel
Electroplating occupations
Dip plating occupations
Midtvng.pounng. taming, and related emanations
McMinn. tinning. &memo's. and Mated occupations
Hemmeming occupation'
Metal spraying, muting, and related activations
*emulation" in pmsesung of metal, nee.

Oise sank* Mondry oemmations
Militia sod related occupations
Sepuittng, altering. and related occupations
licking encomiums
Roasting occumnona

514
515
Sid
519

12
520

521

522

523

524
52$
526
529

53
530

532
533

534

535

539

54

540
541

542

$43
144
546
549

SS

S50

551

352

553

554
555
556
557
558
959

56
560

561
562
563
564
169

57

570
271
572

173
174
574

579

xxxviit

Pouting and carting occupations
Cranking and sanding occupaitons
Molders. eocemakers. and related occupations
Ore refining and foundry occupations. nee.

Occupations In procts.Ing of tont tobacco. and related products
Mkiing. commending. Menthol. kncading..itapos, and related

occupations
Soar:mg. trashing. nulling. eluipping. goading. and related

occupations
Culturing. 171411141. (401$01041g. Ofilf3IM1,

aging, and related occupations
Nesting. rendering, melting. Owl. tooling, (meting. and Mated

oetopacions
Cowing King. decorating. and related incupahons
Slaughtecing. Waking, curing, and related no.upations
Cooking and baking occupaeons, nee.
Occupations en peocesnng of food. tobacco. and rotated

products, n e e.

Oteaptileen In pratittiont at paper and slued motenals
Gmbltng. beating, and raising occupations
Cooking and drying occupations
Cooling. incactong. 'meaning, wmbing. and relAlai IIINUp3b0/ff
Calendcnng. slang. envois. and related occupations
Pinang occupations. n e.e.
Occupations in proccumg or paper and related 013ICII3k. n Ce

OKI811000$ IR premising ad nefroltan. mak nanny' and
rainifammid ask and related produces

Maine and hkading tioctipaunns
Menne. snowing. and separating occupations
Distilling, subliming, and carbonising mcupatnicis
Drying. Intaimg, and melting occupations
Grinding and eruslimg im commis
Reacting occupations. nee.
Occupations in procosing or petrleum. coal. natural and

mannfactuted gas. and related products, a e 1.

Ommistisne in peoemaing shriek*. plastics. sysolience.
manor. p11.1. and minted Madams

Milting and blending occupations
Menne. straining. and tantrums occupations

occupations
Heating, baking. drying, seasoning. melting, and Imaancating

occupations
Coating, eikridering, lananallag, and finishing occupations
Grinding and emitting occupations
Casting and molding accupations. n e e.
Ettruding owspations
Reacting occupations. e.e.
Occupations in processing of chamican. plastics. synthetics,

dubber. paint, and related products. n

Occupotioneln pmemaing of nest end wood products
Meting and related occupations
Wood preserneig and related occupations
Saturating, costing. and related occupatonis, n ere
D rying. lessoning. and related occupations
Grinding and chopping occupahons. n e e
Occupancies in pommung of wood and wood products. n

Otemations in prionatim of mom. cloy. glom and rebid
*Mons

Crushing. grinding. and mit mg occupations
lemming occupations
Melting occupations
B iking. drying, end hesstreating occupations
Impregnating, coating, and glaring Getup:icons
Riming oceupanans
*tenpin's' in meeeming of sae: slay. glass. and related

products. n e4.
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31 Ocapetiona la preeeming of babe% temiln. and Meted
robot&

636 Priming occupations, n c c.

380 Shaping. blocking. touching. lad 'ensuing aixupation 66 Wood machining ocrimesinos

381 Stpitating. Meting. and drying oceupanons 660 Cabactmaicts
382 Washing. seaming, lad smarming occupations 661 Pagetsunakei-

383 pinking. pealing. granng. staking. ealendering. and embossing 662 Sanding occupations
occupations 603 Sheattng and shaving occupations

94 6feleaking. Menne. and laminating occupations 664 Turning occupations
383 Singeing. Gutting. shearing. 'having. and napping papaw 465 Milling and planing occupations
346 Felting and fulling occupations 666 Boring occupations
387 finishing and gondola, occupations 667 Spina occupations
3897 Occupations in processing of lathes. fennel, and related

ptcducts.* a e.
669 Wood machining occupations. no e.

61 *apnoea in swabbing sans, clay. glom. and Meted
39 Treat ag Prup61100. woe. materials
390 Occupations in processing palm* train assorted materials 676 Saaecuttas and edited occupations
39I Miscellaneous processing accupitiona. nog. 673 Abrading occupations

614 taming occupations
MACHINE TRADES OCCUPATIONS 675 Moog and shaping occ optima. a C C.

40
600

Moat Isiaddislag wraps Pits
Machinists and related occupations

676
617

Donne and punching Occupations
Chipping. cutting. yawing, and totaled OCCtipaitont

601
602

toolmakers and island occupations
Gap machining occupations

679 Occupations in machining stons. day. Oft and rotated
MOM*. SCR,

403 Minding °commons 66 That ocenmstimis
604 Turning occupations 6E0 Carding, combing. aiming. and rapid occupations
603 Wind. shaping. and planing occupations 6411 Twisting. beaming. camping. and related occupations
606 Boeing occupations 612 Spinning oftwpations
607 Sawing occupations 683 Weantts and related occupations
609 Mend madonnas occupacianci Hosiery knitting occupations

643 Knitting occupations. MCP hosiery
61
610

MetalwaskIng ocammlont. sae.
Hamner laying occupations

616
647

Punching. Gutting. donning. and inland *tenpin/AI
Tufting occupations

611 Pm' fogging occupanont 689 Table occupation% Ile C.
612 raging occupation, nee.
613 Sheet and Pr soiling occupations if Madam stadia ocemsatiana. ftne.
614 Wading and Pawing Occupations 690 Plastics. synthetics. notelet. and katftet .otkIng occupant*
613 leaceang and shearing occupations 691 Occupational:a dalmatian of insulated *ire and Cable
616 fabricacog machine occupations 692 Occupations in fabacatioa of products from Masted malemliS
617 Fanning occupations. is s e. 693 Modelielakers.patranmakers. and sedated occupations
616 Miscellantoin matabrocking occupationa.n 694 Occupations in fabncation of ordnance. ammunnion. and relaied

poducts, nee.
62163 htechanles and snorlitetery remstrers 699 Miscellaneous machine wades 6-cupolas. ate.
620 Mosontcd vehicle and engineering equipment manaluts and

accounts SCNCHWORK OCCUPATIONS
421 Aircraft mechanics and ropiness
622 Rail equip** ineeliama and repaeen 70 Ocenpadena in felerkeeko. saambly. sad repaired metal
623 Aiwa mechanics and repass predates.

624
623
426

fans melanin a, repartes
Engine. peyote otansatisionn. and rotated mechanics
Metalworking machinery mechanics

700

70t

°napalms* in faineants'. asscmbly. and sew of *ach y.
olverwasc.101 eared pennoet1

Occupations no fabricauan, assembly. and repair of took and
sedated pea area

627 PPP, and publishing mechanics and capita* 703 Occupations in atom* and capitol shemmeat products,
6211 Tank machinery and equipment mechanics and reprorets rise,
629 Special industry machinery mechanics 704 Engmen. 4ttheis, and related occupant
634 Genets' industry mechanics and tensirers 703 pigging. butting. Gleaning. and polishing occupations.
631 Powerptant mechanics and waren 114 e

632 Ordnance and sceesionci mechanics and repairers 706 Metal unit asacenbites and ailenteft, a CC.
633 Somme and comrseft eat amnia. tepees 709 Miscellaneous occupation, ei dabncation, assembly. and repair of
637 Gaines sconce mechanics sod realms metal produces. e e e.

638 Miicsabseous occupations in machine installation and repair 71 Occopentons In fahrieseen end repair of wheat*. medial.
839 Mechanics and machinery repaints. n Le. 9119lertiPhin *OM. heroleakal. and sedated Modal!

64 PaptworkIng salvation' 700 °camshaft in labiscanen and lead of ManiMente for
inastinng.conlraltme. amid widowing physical eharacrembes

640 Pape Guying, winding. and /dated occupations 711 °commit** m falmeation and repo of optieal wan/maw
611 folding, Mann& Wenn,. and gluing occupations 712 Occupations in fabneation and yew of surgical. medical, and
649 Pape/working occupations. n e e. dcmal untniments and supplies

4$
630

Welk* aocepeelees
Tepesetten and compacts

113
719

Occupations in fabrication and repair of ophthalmic goods
Occupations in tabrianon and reps ofishotostaphic equipment

and supplies
651 Printing pees occupations 713 Occupations in dalmatian and repos of watches, clocks, and
632 hinting machine occepanons pint
633 (leakhindingunachine natation and milted 000MMIOnt 716 Occupations in tatnitshon and repo of ellineentig end
634 typeosten and Mated occupations tociudie Millinnente and equipment. n e e.
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719 Occupations in fabrication and repute of smantific and medical
appamtes. photographic and optical goods. hotological. and
related ptudtieta. n e C.

72 Gromailses In ammo* mid repair of electrical equipment
720 Occupations in assembly and repair of radio and television

waiving sets and plionogruht
721 Occupations in assembly and mow of motors. geseratoes. and

seated products
722 Occupations to assembly and repair of communicanoas

at
723 Occupations in ASEc inlay and repair of clectfteal appgarces and

Amiens
721 Occupations in winding and mumbling cods. magnets.

umatium. and related products
725 Occupations in assembly of lighi bulbs and cluirone hates
726 Occupations in assembly are repair of ecotone components

and accessiwies, a e.e.
727 Occupations lei assembly of nonce batteries
7211 Oempalmen in fabncation of deduce were and cable
729 Occupations in assembly and repast of electrical equipment.

c c.

73 &amnions hi falmeadm and repair of products au* from
moaned materials

730 Occupations in fabeication and repair of rAlineal *nutmeats and
parts

73t Occupations in fahocation and repair of games and toys
732 Omnpannot in fabrication and repair of V0994 gads
733 Occupations in fabinarion sod repair of pens. pencils, and orrice

and anima' matenals, n c c.
734 Occupations in fabrication and repair of notions
735 Occupations in rabriCallOil and repair of sonny. ace.
736 Occupations in (Amman and repair of ordnance and

accesiones
131 Ocenpalions in fabrication of ammunman, lirewortia, mutants.

and related products
139 Occupation in fabrication and repair of products made from

assorted materials. n. e. c.

14 Pokier& damning& and Mend ampatium
140 Nook bomb
711 Posen. spay
712 Stabiles. waxing, and teased occupations
719 Palming. decorating. and related occupations. n.e e.

7$ Oempillam la fabrication and remit of Ostia. smitheem.
aubber.aad related products

930 Occupations in iabricateon and repair of tires. tubes. We treads.
and related products

731 Laying cwt and cutting occupations. n e.e.
752 Fitting. shaping. cementing. 0/tinnily and related occupations.

oc c.
753 Oceupaiions in fabrication and repair of oilier and piastre

n:threat
134 Occupations in fabrication and repair of macellansons plastics

products
134 Occupation in fabrication and repair of plagues, syathelies.

rubber. and related products, n

16 Oempailamio temitaitaa and nada of woad pendants
760 Beach carpenters and related occupations
761 Oectipaikuss in laying auk cutting. carving. Shaping. and landing

wood ptolums, ace.
962 Oempations in mumbling woad modern. a se.
763 °cavitations in fabrication and repair of fisaiture, nee.
764 Cooperage occupations
769 Occapainms m fabrication and repair of wood products. n e e.

77 Oempsima in (Adenine and repair of sant stone. clay, and
glass madam

170 Occupations in fabrication and repair of jewelry. omaniems. aad
related products

771 Woe cutters and carvers
772 Ofass blowing. proteins. shaping, and related occupaiion. nee.
773 Ocoupations ia eolonng and decorating beck tile, and related 626

endues

771 Occupations in fabrication and repair of pointy and porcelain
ware

775 Grinding. Ming, polotung, (Meant, etching, creaming, and related
occupations. n e e.

776 °commons la fabrication and repass of minion and polishing
madmen. abrasives. and related tunnel

777 Stodemaken, pattetamakert.moldmikers, and related
occupations

779 Occupewas in fabrication and repair of sand. mac, clay, and
glass products, a c

74 Oceopadatis in foluirmion and repair of intik...airier. end
Mend products

740 Occupations in upholstering and in (al:acacias and Caput of
studed itimiture. mattresses, and elated produem

761 Laying am. marking, culling. and punching occapairens. n
712 Hand sewers. Menden, embanderS. knitters, and rested

occupations. ace.
763 Fut and leather mutual occupations
7115 Occupations is fatecation and repair of hall caps. glove, and

related products
745 Tailors and dressmakets
Nu Sewing machine operators. garment
767 Seeing Machine operators, mogaiment
7611 Occupations in fabncsuon and wpm of footwear
7119 Occupations in tab/canon and repair of textile, leather, and

sedated moduets. n c e.

19 Swath work emporium. ne r.
100 Occupations in preparation of food. tobacco, and mimed

products, nee
794 OCCuparanf 4 fabrication of paper Nolucts, n e e.
705 Gluing occupations, n e c

STRUCTURAL WORK OCCUPATIONS

*0 Occupations in mete febricsang. ire c.
600 Riveter, n e e.
COI Feting. bolting. screwing, and related occupations
1104 Tunnutlit. coppersmiths, and sheet maul weaken
505 Bodamaksts
1106 Transportation equipment assemblers and termed occupations
907 Body workats.tianiptinataa equipment
400 htmeelbaemm occupations in metal fabocating.n e 0.

S i Walden, amen. and mimed occupsdeas
410 Arc welders and cutlets
611 Gas welders
212 Itesesunce welders
1111 Bating, brateelMag, and soldering occupations
sus Solid State welders
415 Becturabeam.ideecruslagh OMNI: andue Ow and laser.beam

welders
416 Thermal mitts sad arc amen
619 Walden. oaten. and reared iiecupateme. nee.

eleerkil manalding. lostelIng. and repairiag socupaiicits
420 Occupations in asiellibly, untatabiaa, and repair of generators.

motor* aconsona. end Maud powerplant equipinent
*28 Occupations In asaembly, inoacatson, artl nom of transounion

and dbIllbutien ham and circuits
622 Occupations in assembly. mita:nun. and repair of wore

communication. deiretion and signaling equipmens
$23 Occupations In weedily. innallatioa, and repair of electronic

communication. defection, and signaling equipment
$2a Occupations in assembly, installation, and repair of lighting

equipment and holding tuning. nee.
623 Occupations in assembly. installation, and repair of

transportation and masons!' bandlmgequunstra. nee.
126 Occupations in wen*. innadanon, and ream of lodustral

apparatus. nee.
827 Occupations in attembly. InStatiatiOn, and repair of hip

household apphancesand sundae mamma and endustnal
equipment

Occupations iri fabrication. installation, and repast of electrical
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429

SS

240
MI
642
443
644
in
449

U
1150

O 51

.53
159

O 6

IMO
661
162
143
164
FM
166
069

09
191
199

90
900
902
903
904
903
906
909

91
MO
911
912
913
414
Ms

$19

92
920
921
922
929

93
930
MI
932
933
934
939

95
950
MI
952

el

...

Occupations in installation and repair of cleorical product%
ti c c.

Nada& trine. wakrprteling. coninning. and mimed
*mpg

Contention and maintettance peons and 1CIStc4 uCupcOultit
Paperhanger'
Plasterer' and tented ocrepounns
Watarproofing and related oo.upneons
Cement and concrete (Moho% and mined occupations
Tramporiatiort equipment pategoo and Matti occupation*
Painting. plastanng. waterproofing. ceincoing. and related

occupation. a 4 c.

Esessating. grading. posing. and related ornmationa
Excavating. grading. and related 0C1.11NicNtS
Drainage and Marcia occupations
Paring occupa*scns. asphalt and ultimate
Excavating. grading. paves,. and related occupations. nee.

."--
Caldron** initipetionn. the.e.

Carpenter* and related occupancies
Brick and stone masons and irk cows
Plumber'. gm fowl. steam &remand related occupations
Asbestos and insulation walker'
Floor laying and Omitting notopations
Quiets and related occupations
Ito *resod reined occupations
Moicellaannis construction 04-amnions. it co.

Steucliral mark ottemadepan tae c.
Occupations in structural maintenance. rt g g.
Miscellaneous nructural work occupations. nee.

MISCELLANEOUS OCCUPAT1ODIS

Mater freight encepatiens
Conerettounngerink drivers
OuntpOrcek drivers
Thick driven. inflammables
Tailor-truck diver'
Truck deism% heavy
Thick drivers. light
Motor feerglit occupations. a 4 4.

Transportation ornspatimin mat.
Ranted Uansportawm cAcupauoes
Water tramponatton veCepaCsOrA

Au ugasportatoon mammon
Pamenger transportation occupations. n g c.
Pumping and pipe/Inc tramportatien nctep.100AS
Attendants and ftniccra. poking lets and cuinfa011ce service

lacklicli
Miscellaneous teanrportarion ecgopauorth ft e.e.

Packaging and maserlale handing occepatisna
Pore aming occupations
lionung and conveying occupahons
Occupations in moving and storms manna' and products. 0 4.4.
Packaging and materials handling occupations. a C.

Ocrigninos lo esrosesion of minerals
Each banns. denims. coons. and related ()cc lepton*
Mason, encupations
Loading and conveying operations
Crushing occupations
Screening and related nenipitiona
Occupation in Memnon of mongrels. nee.

OCC,p1I100. In sienductlen and Attribution ape MOW
Stationary engineers
Ater' and mimed occupations
Occupations in generation. transom:son. and distribution of

electric light and power

953 Occupations in production and disiribution of pi
954 Occupations in Wawa. purification.and deonhulton 4 water
955 Oci.upsuons in disposal of 'glum and image
916 Occupations on &Witham', 01 steam
959 04..CUNINAS IR production and dointantoa of yobbo. 0 C I.

96

960
961
962

969

Amusement. recreeilsk molten paw% radio and tereshiso
occupations. n.e.c.

Motion picture prticacantilS
Models. manikin. and auras. n 4 c
Occupations in in011011 picture. telecom.% and eumuca

productions. n g g.
7thicellangous amusement and recreation ticalf4UOns. A C.C.

97 Oar purism in graphk art work
070 ma wick umpaions. brush. "fay. Of pen
yr 1 photecogravum occupations
972 Lithographers and related occupations
973 Hand companions. typesetters. and 'eland occupations
974 Ekeirogypers. stereotyper'. and Mated occupations
976 Daekroom occupations. nc.C.
977 Borthhinders and related occapatwas
979 Occupations m pantie aft moth. to e c.

xli
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APPENDIX

Explanation of Date. People and Things

Much of the information in this publication is based on the premise that every
job requires.a worker it, function in some degree to l)ata. Peuple and Things.
These relationships are identified and explained below. 'They appear in the
form uf three listings arranged in each instance from the relatively simple to
the complex in such a manner that each successive relationship includes those
that are simpler and excludes the more comple%.I The identifications attached
to these relationships are referred to as worker functions. and provide standard
terminology for use in summarizing exactly what a worker does on the job.

A job's relationship to Data People and Things can be expressed in terms of
the lowest numbered function in each sequence. These (unctions taken togeth-
er indicate the total level of complesity at which the worker performs. The
fourth. fifth and sixth digits of the occupational code numbers reflect reit:lion-
ships to Data. People and Things. respectively.= These digits express a job's
relationship to Data People and Things by identifying the highest appropriate
function in each listing as reflected by the following table:

DATA (4th digit) PEOPLE t5th digit) THINGS (6th digit)

0 Synthesizing (I Mentoring 0 Setting-Up
I Coordinating I Negotiating I Precision Working
2 Analyzing 2 Instructing 2 OperatingControlling
3 Compiling 3 Supervising 3 Driving-Operating
4 Computing 4 Diverting 4 Manipulating
5 Copying 5 Persuading 5 Tending
6 Comparing 6 SpeakingSignaling 6 Feeding - Or 'bearing

7 Serving
....

7 Handling
8 Taking Instructions

Helping

Definitions of Worker Functions

DATA: Information. knowledge, and conceptions. related to data. people, or
things. obtained by observation. investigation, interpretation. visualization. and
mental creation. Data are intangible and include numbers, words, symbols,
ideas. concepts. and oral verbalization.

0 Synthesizing: Integrating analyses of data to discover facts andlot develop
knowledge concepts or interpretations.

I Coordinating: Determining time, place. and sequence of operations or action
to be taken on the basis of analysis uf data: executing determination andlor
reporting on events.

2 Analyzing: Examining and evaluating data. Presenting alternative actions in
relation to the evaluation is frequently involved. .

As cacti of the egklionghigy to People tepestais a wide sante of compleady. resulting m COW.
*table overlap anions occopaboos. dick utangunent is somtwhal abbacy and can be consa)aed
a hieraithy cold In Me most Foetal smut.

/Only those relationships *Sikh are cmeuvainally sittaknot to Wins of the tequimments of the
job are team*: in the code numbers. The bind:Mal ttlationsbms which every mocker has to
ata. People. and Monts. Mot which do not senothly affect successful pafotmanct of she essential
duties of the job. an net itdecttd.
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3. Compiling: Gathering. collating. or classifying information about data. pro-
pie. or things. Reporting and/or carrying out a prescribed action in relation
to the information is frequently involved.

4 Computing: Performing arithmetic operations and reporting on and/or carry-
ing out a prescribed action in relation to them. Does not include counting.

3 Copying: Transcribing. entering. or posting data.

6 Comparing: Judging the readily observable functional. structural. or compo-
sitional characteristics (whether similar to or divergent from obvious stand.
ands) of data. people, or things.

PEOPLE: Human beings: also animals dealt with on an individual basis as if
they were human.

4 Mentoring: Dealing with individuals in terms of their total personality in or-
der to advise. counsel. and/or guide them with regard to problems that may
be resolved by legal. scientific. clinical. spiritual. and/or other professional
principles.

Negotiating: Exchanging ideas. information. and opinions with others to
formulate policies and programs and/or arrive jointly at decisions. conclu-
sions. or solutions.

2 Instructing: Teaching subject matter to others, or training others (including
animals) through explanation. demonstration. and supervised practice: or
making recommendations on the basis of technical disciplines.

3. Supervising: Determining or interpreting work procedures for a group of
workers. assigning specific duties to them. maintaining harmonious relations
among them. and promoting 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.)

Persuading: Influencing others in favor of a product, service, or point of
view.

6 SpeakingSignaling: Talking with arid/or signaling people to convey ur ex-
change information. Includes giving assignments and/or directions to helpers
or assistants.

7 Serving: Attending to the needs or requests of people or animals or the es.
pressed or implicit wishes of people. Immediate response is involved.

Taking InstructionsHelping: Helping applies to "non-learning" helpers. No
variety of responsibility is involved in this function.

THINGS: Inanimate objects as distinguished from human beings, substances
or materials: machines. tools, equipment and products. A thing is tangible and
has shape. form. and other physical characteristics.

0 Setting up: Adjusting machines or equipment by replacing or altering tools.
jigs, fixtures. and attachments to prepare them to perform their functions.

1370
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.

change their performance. ur restore their pruper functioning if they break
down. Workers who set up one or a number of machines fur other workers
or who set up and personally operate a variety of machines are included
here.

I Precision Working: Using body members and/or tools or work aids to work.
move. guide. or place objects or materials in situations where ultimate re
sponsibility for the attainment of standards occurs and selectiun of appropri
ate tools, objects, or materials. and the adjustment of the tool to the task
require exercise of considerable judgment.

2 Operating-Controlling: Starting, stopping. controlling, and adjusting the pros.
ress of machines or equipment. Operating machines involves setting up and
adjusting the machine or materialist as the work progresses. Controlling in
volves observing gages. dials. etc.. and turning valves and other devices to
regulate factors such as temperature, pressure, flow of liquids, speed of
pumps, and reactions of materials.

3 DrivingOperating: Starting, stopping, and controlling the actions of mach.
ines or equipment for which a course mast be steered, or which must be
guided. in order to fabricate, process. and/or muve things or peuple. In.
volves such activities as observing gages and dials; estimating distances and
determining speed and direction of uthcr objects: turning cranks and wheels:
pushing or pulling gear lifts or levers. Includes such machines as cranes.
conveyor systems. tractors, furnace charging machines, paving machines
and hoisting machines. Excludes manually powered machines. such as band
trucks and dollies, and power assisted machines, such as electric wheelbar-
rows and handtrucks.

4 Manipulating: Using body members, tools, or special devices to work, move,
guide, or place objects or materials. Involves some latitude for judgment
with regard to precision attained and selecting apt. ropdate tool, object. or
material, although this is readily manifest.

S Tending: Starting, stopping, and observing the functioning of machines and
equipment. Involves adjusting materials or controls of the machine, such as
changing guides. adjusting timers and temperature gages. turning valves to
allow Sow of materials. and dipping switches in response to lights. Little
judgment is involved in making these adjustments.

6 Feeding-Olibearing: inserting, throwing, dumping. or placing materials in or
removing them from machines or equipment which rue automatic or tended
or operated by other workers.

7 Handling: Using body members, handtools. and/or special devices to work,
move or carry objects or materials. Invohms little or no latitude for judg-
ment with regard to attainment of standards or in selecting appropriate tool.
object, or material.
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