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° INTRODUGTION AND BACKGROUND OF THE sriun‘r
h The Interstate Distribuzive Education Curriculum Consortium (IDECC)

3
is an organization of twenty-three states that develops competency-based

curriculun materials for diatributive seducation basec. upon tasks
performed in over 100 occupations within the £1eld of marketing and
distribution. The basic system was developed in the early 1970's.

The origina; IDECC system consisted of 500 Learning Activity Backages
(LAPs) based upon the 983 comp;téncieé 1dentified in a study completed 5o
by Lucy Crawford (1967), "A Competency Pattern Approach to Curriculum °
Construction in Di7tr1but1ve Teacher Bducation." Each LAP contained the
following coméondﬁts:

1. Pretest

2. Objectives

e 3. Learning Act:.vities

Lk, Handouts (learniﬁ& resourcfs)

5. Learning Manager's Quide

6. Pretest Key

7. Posttest ~ -

'8. . Posttest Key u
Williams (1977) reported:

The Consortium adopted an evaluation model for the field
testing of learning activity packets (Lucas et al., 1976, p. 2).
Instruments wers designed for measuring student achievoment in all

1
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S . competencies, and. student/teacher attitudes toward the LAP 2 '
method’ of' instruction. Specifically, information was , .
gathered regarding IDECC system use in terms of: S \ ]
: .effectiveness, efficiency, adequady of learning activities, LAP , .
format, facility, congruence beiween objectives amd test ‘
e . &» ~ questions, availability of reading resources, educational-
‘ : enfranchisement, a comparison of LAP instruction to traditional
' instruction, adequacy of oojectives, time factors, clarity
N of dirsctions, student_lnxerest level, and student/teacher.
attitudes toward LAPs. AnalysisQf the data revealed a high
degree of success for the LAP methdd of instruction {Luéas .o _
et al., 197%, p. 2). The field-test study previded input for LA
final revisions of ‘the learning activity packets. (p. 3)

s‘ Although information concerning effectiveness of the LAPs and comparison

of.QA? instruction to traditional instruction was éathered tarough the:

d

field test proceds, exﬁer;ﬁqntation was not involved.
In 1976, IDECG was awarded a gr;pt under U.3.0.E. faré ¢ to adapt _ o
~ the original IDECC'system to the adult and other levels. The,project,‘. |

entitled Dewelooment and Validation of Competency-Based lnstructional

J "

, Systems for Adult, Post-Secondé.rxl Special Needs,&fnd Entreprenaurship ' ' P

7~

{ Via the IDECC System, was-dompleﬁed in #arch, 1978:
| This study was conducted to ev;luate through'experimenial research the
effpctivéness of the ;EGIE IDggatsystematic teacbihg approacz. This study,
was intended to éompare student\achievem;nt resulting from learntﬁg by
the IDECC systematic. teaching approach to the student achievement ootained

. by the traditional teaching dpproach,

Need and Purpose fof the Study

In Feoruaty, 1978, the ID&CC executive commiitee adopted the following
<pe N e

- Mission'statement: - .
. ’ . .

<

" The role of IDECC is to develop and disseminate systematic
approaches for planning, organizing,-directing and evaluatiing
distrioutive education curricula for specific occupations in

- marketing and distribution. Further, IDECC curricula will,
ve ccmpetency-ocased--including materials for testing,

e




7

"content documenus, learning activities, behavioral
_objectives ard related.support materials.

-

< nlIn accordance with tnis miasion and in order to provide the mosti erfective

coupetency-based materials for adult distributive education possible,

‘a study was needed to determine the effectiveness of the newly-adapted
" IDECC system at the adulwv level. Do students enrolled in adult distri-

jbutive education courses learn botter by using the adult IDBCC -

systematic approach? To answer this question. a comparison of achieve-

men& was made between the adult IDECC-systematic approach and the tradi-

i

tional approcch of instruction. .

»
: .

_A thorough review of the literature, including mechanlzed information-
system searches through EElC and-Computerizad Dissertation Abstracts,

uncovered no research that compared- instructional approaches in adul®

1

. distributive education.

The purpose of this studywas to provide information to IDECC; Inec.

for use'in improving future curriculum development and e}stematic procé«

dures in the area of adult distributive education. ‘Furtheraore, this
informatior. vi1° be of use in future efforts to improve .adult learning
activity packages, especially, the adult IDECC systdﬁatic apprcach of

instruction.

Statement of the Problem \
y

This study was designed to investigate the following primary research
. )

quest10n= Does teaching approach, after controlling for scnool effect
and.selpcted student variacles. contribute significantly to student
achievement based on a measure of knowledge of employee training,
evaluation, and motivation? If the answer'to this question is yes, will
there be a signifioant differonce‘between the achievement of adult

students who learn by the adult IDECC systematic teaching approach and

11

3
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edult students who learn by the traditional teaching approaonr ¢
Furthermore, this study was deelgned to investigate the following
secondary research’ questlons. .
1. What proportion of the varlance of student achievement is
accounted for by the following sources of variance? :
Veniable hi: Teaching Approach
-  Variable X, Student Atility
Variable x3. Student Sex
Vhriable X4; S}udent Age
Venlabl? st ‘Student Educational Level’
Variable Xg: Student Occupational Experience
_Variéole x§2 Student Previous Training in Employee Training,
. | Evaluatlon and Motivatton _
¢ Variable Xg: Student Supervisory and/or Managerial Experience
/- Variable Xg:  Student Employment Status '
Vhriable X0t Type Student (preparatory or supplementary) °
Variable X;,7: Past Participation in DiStributive.Educatlon
Programs
Variable Xy3: Schocl
-~ _ Variable X, by Xa : Student Ability by.Student Sex
Variable Xé by Xu 3 Student Ability by Student Age

Variable X, by X Student Ability by Student Educational Level

: 2 5°
Variable X, oy X, : Student Ability by Student Occupational
| Experience '
Variable Xz by X2 : Student Abilitx by Student Ability
Variable X4 by X4 : Student Age by Student Age
Variable Xj oy X5 :h Educational Level by Student Educational

Level ' s

. o | ) . 0-.. 12 -




Variable

Variable

Variable

Variable

Variable

Variable
Variable
Variable

Variable

L]

&
Variable

Variable
Variaole
Variable

Variable

Variable

T o o
H

e

by Xz :

Qo
L 24

by X :
¥ %10

by X
y 11

by X

Student Occupational Experience

by Student Occupational fxperience
Student Supervisory and/or Managerial
Experience by Student Supervisory and/or
Managerial Experience

Teaching Approach by Student Abilitvy
Teaching Approach by Student Sex
Tgaching Approach by Student Age

Teaching Approach by Student Educational
Level

Teaching Approach by Student Occupational
Experience

Teachipg Approach by Student Previous
Training in Unit

Teaching Approach by Student Supervisory
and/or Managerial Bxperience

Teaching Approach by Student Employment
Status

Teaching Approach by Type Student
(Supplementary or Preparatory)

Teaching Approach by Student Past Parti-
cipation in Distributive Education Prograns
Student Ability by Student-Supervisory
and/or Managerial Bxperience

Student Ability by Student Bmployment Status

student Ability by Type Student



Variable
Variable

Variable

Variable
Variable

Variable

Variable

Variable

Variable

Variable

Variable

Variable

Variaole

Variable

by &

XB by x6

-»e

XB by Xe f

Xu oy Xs

X, oy X¢

Xu by Xa :

Xu by Xg

Xs by A?

Xs by Xa

X6 by X? :

X6 by Xa :

X7 by Xa :

x6 by xlot

-6
Student, Sex by Student Age

student Sex by Student Occupational
sxperience

Studen§ Sex by Student Superviso.,y

ond /or Managerial Experience

Student Age by Student Bducational Level
étudent Age by Student Occupational |
Experience

Student Age by Student Supervisory and/or
Managerial Bxperience

Student Age by Studeat Bmployment Status
Student Bducational Level by Student
Occupational Bxperience

Student Educational Level by Student
Previous Training in the Unit

Student Bducational Lgvel by Student
Supervisory and/or Managerial Experience
Student Occupational Experience by Student

Previous Training in the Unit

_Sﬁudent Occupational Bxperience by Student

Supervisofy and/or Managerial Experience
gtudent Previous {raining in the Unit by
Student Supervisory and/or Managerial
Experience

Student Occupational Experience by

Type Student

14



. 2. wWhich of the above variables contribute significantly
to the achievement of adult students based on a measure of
their knowledge of employee training, evaluation, and

motivation?

Assumptions
Assumptions upon which this study were based are as follows:

l. The subjects were administered the study's instruments and answered
them independently, without the aid of resources or classmates.

2. The subjocts were provided either the experimental or traditional
treatment as prescribed and explained to the instructors.

3, The student competency records were completed accurately by the
instructors using the adult IDECC systematic approach.

4, The IDECC learning activity package pretests and postiests were valid
and reliable.

Delimitations of the Study
e
This §tudy involved two approaches to instruction, the IDBCC systematic
; approach and the traditional approach. The IDECC system may be defined
. as the steps a student follows to learn the competencies determined as
necessary to perform in a specified occupation. For purposes of this
study, the IDECC system was delimited to exclude the process of
identifying required competencies. The treatment only included the adult
IDECC_systematic approach of instruction used to teach the same ten
competencies to all students in the experimental group. Competencies
based upon individual career objectives were not Jetermined but, rather,
all experimental group students wer?winvolved in learning the sanme
competencies.
Furthermore, even though the adult IDECC system at the time of the

. study had materials to develop 983 competenciec. this study was delimited

to the develooment of ten competencies. -

.....
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The 983 competencies, upon which the adult IDECC system are based
include competencies within the cognitive, aflective, and psychomotor )
domains. This study involved only the cognitive domain. Competencies \
within the affective and psychomotor domains were not included. |
The control group of this study received the instruction by use of
the traditional approach. The scope of traditional teaching in adult
distributive education that was to be considered as the control treatment
was determiﬁed by the control group instructors. Traditional teaching
was defined as an approach that uses the following methcds and techniques
to convey information to a group of students: lectures, discussion, case
stud.es, handouts, visua) presentations using transparencies, role playing,
ard exercises. Traditional teaching was considered as a highly structured
approach that is narrow, specific, and time-oriented based upon the topit.
Little or no testing is common and grading is based upon atitendance by
the student. The control treatment was delimited to the above definition.
Although adult distributive education courses includé a wide range
of subjects and types of organization, this study only used courses that
normally provided instruction in the unit selected as t.e content to be
taught. :
Since the investigators were mostly interested in cognitive achieve-
ment of the students in terms of knowlcdge, student and instrustor
attitudes toward the instructional approach were not letermined.
This study was not meant to be an evaluation of tSe entire adult
IDBECC system, It was a firs£ attempt at determining the effeciiveness
of the adult .DBCC systematic approach of.instrucpionrwhich involves the

use of selectid adult learning activi%y packages consisting of pretests,

g



objectives, learning activities, instructional materials, and
posttests as a systematic progedure to assist adult students in

learying competencies.

Limitations of the Study

Six limitations confronted this study. First, the population of the
study was those adult distributive education classes which were
available to the researchers. In other words, interested instructors
volunteered to participate in the study. Random se.ection occurred from
those classes taught by the volunteer instructors. Therefore, the findings
can only be generalized to the volunteer classes from which the sample
was drawn. The study was limited to the extent that the classes may
not be representative of the population of adult distributive
education classes,

Another limiting factor was that subjects were not randouly assigned
to classes. However, the intact classes were randomly assigned to groups
and treatments. Furthermore, based upon the independent éariable of entry
knowledge of subject matter included in the study, the classes were
found to be homogeneous based on a pretest.

Third, even though the research study pretest and research study
posttest were examined for content validity and even though the
reliability of these two instruments was studied, the results of the
study are limited to the degree to which the responses were accurate and
truly reflected the knowledge of the content held by the respondents.,

Four£h, the study is limited to the truthfulness of the instructors'
and students' answers to the questions on the Iustructor Juestionnaire

and Student Questionnaire, respectively.

1y
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Although the Quick Word Test has been studied for validity and

reliability, this study was limited to the extent that the Quick Word

Test accurately reflects the general mental ability of the subjects.

A final limitation of this study was that the results are valid
only to the extent that the learning activity package pretests and

posttests are valid and reliable instruments.

18
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Definition of Terms

M

Adult IDECC System: the strategy and supportive documents and procedures
developed for distributive educators nationally to initiate and '
maintain the IDECC instructicnal system in adult prograus
(Broadnax, et ale, .978). '

Adult IDBCT systematic approach: .a procedure for developing a competency
that entails the use of an adult Learning Activity Package. The student
is administered a LAP pretest. If he/she passes the pretest, it is =
assumed that the student has that competency and does not contlnue
the LAP. If not, the student does a learming activity, after which
she/he completes a posttest, If successful, the student goes on to
the next LAP. If not, another learning activiiy is attempted., This
cycle is continued until the postiest is passed.

. Cognitiva,domainz' that area of learning which deals with student knowledge

(as opposed to attitudes or skills). It is one of three learning
doma%ns into which LAPs otjectives are categorized (Williams, g} al.,
1978).

Competency: a skill, knowledge, or attitude required for a person to
perform a task.

Competency-basad instruction: instruction based on actual competencies
required for a specific occupation (as opposed to subject-matter
based curriculum). . .

Human Subject Clearanca: the procedure that assesses the role of the
subject of a research study and deteirmines whether provisions have
been made for the protection of the subjects' rights and welfare.

IDECC: The Interstate Distributive Bducation Curriculum Consortium is
an organization of 23 states that develops and disseminates systematic
approaches for planning, orgamizirg, directing, and evaluating
distributive education cuvricula for specific occupations in marketing
and distribution. IDBECC curricula is oompetency-based and includes
materials for testing, content documents, learning activities,
behavioral objectives and related support materials.

Instructional materials: materials included in a Learning Activity
Package that accompany a learning activity. These ray include hand-
outs, transparency masters, detailed instructions, self-checks, etc.

Instructor questionnaire: questions asked of the instructors in order
to obtain demographic data for analysis purposes.

LAP posttest: provided in each LAP, the posttest is desi7ned to measure

the student's mastery of the given objective after he/she has
completed appropriate learning activities,

o, 1 3
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LAP pretest: the pretest is interded ic identify those studonts who

have the adequate knowledge, attitude, or skill and do not,
therefore, neced to complets a learning activity (ies).

Learning activities: written or performance exercises which develop
attitude, knowledge, and/or skill compstencies.

Learning activity package or competency package: a c¢.llection of materials
designed to provide training toward a career goal in a distributive
_occupation, Bach individual LAP contains & pretest, objectives,
learnming activities, instructional materials, posttest, and test keys.
These materials are designed to fulfill the ovbjectives written from
the competency statements.

Learning manager: the term refers to a new role for the traditional -
D.E. coordinator - trat of an individual who organ..ws and coordinates
learning experiences for the student. The role of irstructor as a
Mdisseminator of knowledge" ius greatly reduced.

Objective: a gpecific statement which specifies the exact behavior or
performance expected of a student. ‘

Quick Word Test: a measure of verbal intelligence consisting of 100
multiple-choice vocabulary items developed by &dgar F. Borgatta and -
Raymond J. Corsini. -

_Reliability: 4f a test has reliability, it will measure the same set of

obJects ‘repeatedly and get similar results (Kerlinger, 1973, p. %2).

Research Study Fosttest: +the collection of .est items developad by the
researchers that was administered to all students in the study in
order to determine the achievement of the control .and experimental
groups. )

‘Research Study Pretest: the collection of test items developed by the

researchers that was administered to all students in the study in
order to determine equivalence of the experimental and control
groups. '

Student Competency Record: a listing of the competencies used in the
experimental treatment of the study, which includes space for the
learning manager and/or student to indicate whether or not the student
passed the LAP pretest and which learning activities were completed -
by the student. S .

Student Questionnaire: QuEStions asked of the students in order to obtain
demographlic data for analysis purposes,

Traditional approach: <the approach that uses the following methods and
techniques to convey information to the group of students: lectures,
discussion, case studies, handouts, visual presentations using
transparencies, role playing, and exercises. This highly structured
approach is narrow, specific, and time-oriented based upon the
topice In adult classes, little or no testing is common and grading
is often based upon attendance by the student.

~
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Traditional lesson plan: a plan developed by the instructors of
the sites selected for the traditional approach that included the
unit title, objective, introduction, method, learnirg activity,
resources, and summary for the teaching of a topic or objective.

P Unit of instruction: the content, or subject matter, used for the
treatments of this study. One list of objectives was ugsed for the
experimental ard control treatments. The title of the unit wiz,
"Employee Training, Bvaluation, and Motivation,"

Validity: a test is considered valid if it measures what it is supposed
to measure (i.e.,, the objectives).




CHAPTER 2 =
MBETHODS 'AND PRCCEDURES

Definition of Treatmedt

M

The experimental study involved twc levels of treatment: (d) the
adult traditional teaching approach and (b) the adult IDECC systematic
teaching approéch. IDECC was the experimental group and traditional

was the control group.

Adult IDECC Systematic Approach - Zxperimental Group
The ddult IDECC systematic approach is a competency-based system of

instruction pased on a research study conducted by Lucy Crawford (1967)
under a U.3.0:.B. grant in ;967.. The original IDECC system coésisted of
identified attitudes, knowiedge and skill competencies- for 69 occupations
in seven ocgupational areas. - The studeqt selects a desired occupation,

~and develops the competencies required t6 feach the goal. The systematic
teaching approach for developing these competencies provides a learning
activity packaie which consists of a pretest, objectives for developing
the competency. learning activities, handouts, amd a posttest. The
instructor becomes'a learning manager as the students develop needed

competencies at theli: own pace through the system shown in Figure l.

Traditional Approach - Control Group
The traditional approach as defined by the traditional instructor

participants of the studylﬁossesses the foliowing charact;ristics:

«1l4

a2



SYSTEM FOR DEVELOPING A COMPETENCY

8 r- -------------- * Pre-Test
l l
I
i ~ Pass ’
g~-4  Go On To ngs
| " Next Competency
. | ' ) Select e ==
| Learning Activity |
| . I
| [
| |
' Complete i
‘ Learning Activity |
. | |
| Take b
. : Post-Test !
| .
| |
\ ° ' [T . :
L : Pass - 1
- Record Competency No Pass,
Go To The Next Competency '
) Figure 1. A flowchart of the IDECC /

systematic teaching approach.
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(a) highly structured, (b) narrow, (c) specifi., (d) time-

‘oriented. (e) little or no testing, (f) grading based upon student
attendance, (g) uses the following metho?s and techhiques to convey
A nformation (instructional content) to a group of students: lectures,.
discussicn, ga;e'studies. handouts, visual presentations using trans-.
’ parencies, ;ole playing, fnd exercise; (Lee., projects, reading N

assignnents). B} ‘

Selecfion of Content

Th@isele¢tion'of theﬁcontent for insﬁ}uction in the study was based
on the following procedures; (a) instructors of sites volunﬁee}ing to be
candidates for finalrselectionniere contacte& to determine the courses
which would be taught.in those sites in the spring (sée population and
_sample_seétiqn for selection of sites), (b) sites which were teaching
similar coursés were placed }n a pool, (c) an outline consisting of gopics
_ pertalning to empioyee training, evaluation, and motivation was devised:
based on similar courses such as personnel management, management, super=
vision, etc, (see Appendix A for outline); (d/ the outline was sent to
those sites which were placed in the pool and (e) sites which could teach
the content in their course during the spring were identified as final

candiéates for random selection.

Development of Instructional Materials

IDECC instructional materials. The instructional materials for the

experimental group were 19 competency packages which were adapted from
the original IDECC system to the adult level in the area of employee
training, evaluation, and motivation. The experimental group was %o

utilize the 10 learning activity packages while following the systematic

oy, ‘,
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L teaching approach of the IDECC system (see Appendix B for reference

}nformation). ‘ 0
_ Traditional ipstiuctional materials, The traditional instructional

naterials for the unit "Employee lraining. Evaluation, and Motivation," )
were developed by ths instructors of tne sites randomly assigned to
utilize the traditional teaching approach. A workshop was held previous
to the experiment for the traditiocnal instructors. The.unit outline,
objectives, and resources werse présented to the instrustors for the
development of the lesson plans for instruction of the unit. Objectives

3 and resources were identical toithose used by the aduld IDEOC experimental

group (see Appendix C for objectives and resource list). wWithin the

g

«T T,

workshop structure, each instructor was responsible for a segment of the <
unit by developing a’ lesson plan, All the lesson plans were approved by

a consensus of the instructors. _Handouts, transparencies and case studies )
were identified and developed as supporting materials to. the\ﬁnit (see

Appendix T for lesson plans and supporting materials).
[ S 0 - . V4

« —

Teaching Procedures ) :
" IDECC teaching grocedures. fhe IDECC teaching procedures for the
o~ nit followed. the adult IDBCC systematic approach. Each student took t’neR

pretest before being exposed to an activity.. The pretest determined the

- . need for the student to dévelop the competency. If the student demon- '
strated the competency by passing the pretest, the student moved on %o the
pretgst of the nextsconpetency‘and the same procedure followed, If the ’
results of the pretest determined the need for the student to develop the
competency, the student and/or instructor selected the learning activity
and the student proceeded to develop the competency by completing a
selected learning activity. Once the student had developed the competency

(€] : . .,
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as determined by mastery of the posttest ‘the student moved Yo

the next competency and repeated the procedures. Kach student maintaineu
A
a competency record which indicated. (a) pass or no pass on the pretest.

Qo5

(b) activities completed if any, and e) the time it took to complete
" .

the!required components of the package.

Iraditional teaching-oroceduree. The procedures for teaohing the
traditional groups foiloyed the definition of traditional teaching as
established by the inatructore of the tradit‘onal sites (see the
section of this, chapter entitled, I raditional Apor 5§ch - COntrol Group).

As previously descrived, the instructors taught the, unjt utilizing
»

the same lesson plans which were develooe7 in the workshop. The methods

used for presenting the lessons weregthose which ware representative of

.* ‘traditional teachinz as defined by the inetruotore. "Bach traditionai ,
i + . . .

instructor used the téchniques for presenting the lesson which was
v '

 specified in the lesson plan,

)

,' Pogdlatidﬁ and Samgie_'

N - 0 «

The population for this experimentai study wag. identified by

contacting the state supervisor of distributi‘re education for each of

_the fifty states and requesting the recommendation of potential experimentai

sites (see Appendix D for letter and reference form)., Once these sites

'were identified, letters were sent to 67 instructors eXplaining the

study and soliCiting their pOSSlble participation (see Aooendix i for
instructor letter and response form). Volunteer sites were then.
contacted to determine the feasibility of implementing the proposed unit

of instrugtion into\their course to be taught'in the spring of 1978,

! : b {
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Thirty sites indicated they could implement the unit into their course

of study and thus became the population for the study (see Appendix F for
1 tter and response form to instructors who wished to participate in
the study). Therefore, 16 sites were randomly selected from the 30
sites, with one class from each site involved in the study. These intact
classes made up the original sample for the.study. Once the sices were
selected, the classes were assighed'to groups oqg}and two by random.y
drawing eight sites for the first group and the remaining sitss made up
the second group. A flip of a ¢oin determined which method of teaching
would be assigned to group one., IDECC became group one amd traditional
was group two. The study is quasi;e§perimental with the student as the
unit of anglysis. It was necessary to utilize the student as the unit
of analysis due to the low number of available sites. The design of the
. study explained later in this chapter accounts for the effect of the school
6n intact classes. The finaxngs“can oe generalized only to the 30 sites
from which thé classes were randomly selected., Instructors were informed
'by mail as to the results of the random selection process (see Appendix G).
.Fifteep of the randomly selecteé sixteen sites completed”all
requirem-nts of the syudy. One site in the experimental group was unablg
to complete the study because of problems occurring at- the site. The
research study pretests, generallmental ability tasts.'insnruc;or‘s
questionnaire, and student questionnalires were received by the rssearchers
from this site. However, the research study posttests .and student |
compeﬁency records were nrt received even though the site's instructor
was contacted frequently in an attempt to'féqgive the necessary

) \
materials from the site. This site was elimidfted from the study based

ypon lack of resoonse. g

«J

¢

A3



-20 s

Develooment of Research Study Pretest and Posttest

Content of Study's Pretest and Posttest

The content of the research stﬁdy oretest and posttest was vased on
the objectives from the 10 competencies for the unit, "Smployee Tralning,
Evaluation, and Motivation." Specifically, content was derivad from the
resources identified for both treatment groups. Therefore, 67 questions on
.the topic of employee training, evaluation, and motivation were developed
in nultiple choice format with three cholces for each question (see N
Appendix H for master list of multiple choice test questions). A panel of
disirioutive education curriculum speclalists reviewednxhe questions for
clarity. A panel of test construction expertis reviewed §he instrﬁments
for content validity amd clarity. Based upon the review, revisions were

maude o

Research Study Pre%est

Tec % questions were sortei according to cobjectives, Approximately
equal numoer of qﬁestions were drawn for each objective resulting in a
total of 3% multiple choice questions for the research study preﬁest.
The purpose of the pretest wasAto determiﬁe if the experimental and

cpptrol groups were equivalent in their previous knowledze of employee

‘training, evaluation, and motivation (see Appendix I for pretest).

" Research 3tudy Posttest

“ane the pretest was administered, each item on the pretest wWas
analysed for discfiminatory power. Those items showing the most
discrimination were used in conjunction with the remaining test items in
‘the original pool from yghich the pretest was drawn to maxe up a 34 item
research study posttest (see Appendix J for posttest). sach postiest

score was used as the dependent variable that is a measure of achievement

28
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in the student's knowledge of employee training, evaluation, and

motivaticn,.

Duvelopment of Instructor and Student Questionnaires

Juestionnaires were developed to obtain demographic data on both
 the instructor and the students who were involved in the study. The
variables identified through the questionnaire were uged for des-
criptive purposes. In addition, the student variables were anaiyzed in
re;ation to the posttest scores to determine which student variables

contributed significantly to the posttest scores.

Instructor Questionnaire

The ipstructor questionnaire consisted of questions which allowed for
description of the following variables (see Apperdix K for instructor
questionnairej: \

l. Age

2. &ducational level

3. FMull-Time Bmployment

4., Years of Teaching Bxperisence

5. Years of Occupational Experience

6. Major Area of Study o

7. Years of Teaching Adult Courses

Student Questionnaire

The variables of interest for analysis pertaining to the studentc
consisted of the following characteristics (see Appendix L for student

questionnaire):
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1. Sex

2. Age

3. [Educational level

4, Years of Occupational Experisnce

5. Previous Training in the Area of Employee Training,
Bvaluation, and Motivation

6. Years of Supervisory amd Hanagement Bxperisnce

7. Baployment Status

.8, Type Student (Preparatory or Supplementary)

9. Past Participation in Distributive Bducation Programs

Development of Student Competency Records

.

Competency records were maintained by the experimental group
instructors for each student involved in classes using the adult IDECC
systematis approaéh. The corpetency record listed the ten competencies
involved in the study. The instructor indicated if the student passed the
pretest or which learning activiiies the student completed. Furthermore,
space was provided for the instructor to note the time involved for the
student to complete the competency package. (see Appendix M for

competency record).

Selection of General Mental Ability Test

Ft was desired to determine the general mental aoility of the
students involved in the study in order to analyze the effeqt of the student's
general mental ability on the postiest score.

A tnorough review of the literature was conducted in order to find
a general ability test appropriate for use in this study. The following

criteria were used in the selection of an adequate acility test:
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1. tho test should be appropriate for use with adults and,
especially, adult education studen-.a

2. the test Should have been checked for vaiidity and reliability
through previous research

3. the test shuuld be objective in nature

4., the test.should be relatively simple to administer

5. the test shouid require little time to complete

The general ﬁbili$y test selected was the "Quick Word Test,"

developed by Edgar F. Borgatta and Raymond J. Corsini (1964).

appropriateness o} the "Quick Word Test' .

‘ The literature concerning the "Quick w5rd Test" supported the use of
this test for adults and in adult education. Grotelueschen and Knox

(1967) suggested the use of the "Quick Word Tes:":

Mental ability is a relevant variable for research . . .related
to adults. For research projects in which wental apility is a
dependent variable,.cr for clinical descriptions of individuals,
a valid, reliable, and comprehensive instrument such as the
wechrler Adult Intelligsnce Scale (WAIS) is appropriate.
However, for many research and clinical purposes 3 more brief
instrument for estimating adult mental ability is required,
especially when circumstances render the administration of a
more comprehensive scale impractical. ' '

Educational psychologists generally agree that vocabularly
level is the best single available estimate oi adult mental
ability. This is clearly substantiated by eupirical evidence
obtained from correlational and factor analytic studies.
Normative studies (Doppelt & Wallace, 1955; Terman &

Merrill, 1937; Wechsler, 1955) of existing {ndividual scales
of general intelligence have shown a high correlation between
vocabulary and total test scores.

In general, the correlational and factor-analytic findings

suggest that a vocabulary test would provide the best brief

estimate of general intellectual functioning. (p. 169)
Grotelueschen and Knox (1967) then reported on a study conducted using

the "Quick Word Test" that included an item analysis and comparison of




-2l
"Quick Word Test" scores and selected demographic characteristics

of adults. Discussing that study, the researchers claimed that,
The resulﬁs of the analysis of QWT scores of a sample of
adults who participated in university evening-class programs
indicate that the QWT is a very reliable and seemingly valid
nstimate of adult mental ability. Its use is recommended for
situations in which the administration of more compre=-
hensive scales would not be practical. (p. 175)

Grotelveschen and Lyons (1967) reported on a study conducted to
provide information hregarding the predictive validity of the 'Quick
word Test,' based on a sample of adul® men and women who were similar in
characteristics to adults generally enrolled in continulng educat.on
programs, using the Wechsler Adult Intelligence Scale (WAIS) total IQ
score as the criterion measure ® (p. 489). They concluded that, “the
result, vased on a saﬁple of adults similar in characteristics to adults
gererally enrolled in continuing education programs, indicated that the QWT
has promising validity in predicting general inte;lwctual functioning "
(p. 490).

The "Quick Word Test" has two basic forms, levels 1 and 2. Level 1
is appropriate for grades 7-12 and averageoadult groups, as indicated
by F.B. Peacock Publishers, Inc., publisher of the "Quick Word Test 4
(Borgatta, 1978), Edgar F. Borgatti, one of the authcrs ~f the test,
suggested that level 1. be used for ihis study, based upon the nature of
the study and the suojects involved.

''he level chosen was found to ce quite appropriate for this study

after the suojects' educational levels were determ.ned. The class

means of the students' completed educational levels ranged from high

school tenth grade to college Sophomore level. Thc median of the class

means of the students completed educational levels was 12,83, between
twelfth grade and college freshman year. This data indicated that
level 1 of the "Quick Word Test" was appropriate for this study.
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Validity and Reliability of the “Quick word Test"

Validity of this inotrument was established through a variety ol
investigntions as reported in the Quick Word Test Manual (Borgatta
and Corsini, l96b). Concurrent validitylﬁas determined by correlating
scores with othér ;idaly used tests. Correlation coefficients for
concurrent validity ranged from ;72 to .8. Tables showing these
relationships can be found in the guick Word Test Manual (Borgatta and
Corsini.- 6%, p. l4).

Kuder-ﬂichardson reliability for the level 1 "Quick Word Test" “or
grade 12 was found to be .9l (Borgatta and Corsini, 1964, p. 9).
Furthermore, split-half reliability coefficisnts for grade 12 was .93
(Borgatta and Corsini, 1964, p. 135).

Objectivity and Administration of the "Quick wWord Test" -

The "Quick Word Test" consists of 100 sultiple cholce items, sach of
wnich has four alternatives. Sﬁﬁdents merely darken with a pencil the
block by the selected answer directly on the test itself. Time for
completing the test varies between ten and twenty minutes. No subjective
questions are included. Scoring is done objectively with no judgments
involved. Therefore, the "Quick Word Test" seemed 10 ve objec ive in
nature, relatively simple to administer, and required little tiwme %o
complete.

Human Subject Cle.rance

Research conducted at the shio State University must oe presented
to a review committee whicn "assesses the role of the suoject in the
proposed activity and determires whether provisions have been made for
the protection of the subjects' rights and welfare" ("A Cigast of

Human Subject Program Guidelines," The Ohioc State University).
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The policies of the university in regard to rssearch,

development, and related activities involving human suocjects adhere to
the following: |

a. Participation on the part of the human sudject must be
voluntary and information which gained the subject's
consent must be appropriate. Subjects are nct obligated
to participate in cases where educational experiences
are encountered such as in a course of study and that
appropriate alternatives will De provided in place of the
experimental experiencs. '

b. The risks must be acceptable in relation to the knowledge
gained as a result of participation.

ce A qualified person must supervise the research and training
activ@tggs which involve human subjects.

All research involving human subjects must receive prior
approval of a committee. Research continuing past a year
is subject to review. ‘

d.

A summary sheet required by the human subjects committee was completed
and sﬁbmitted_ﬂor their review. -

Instructors were directed to solicit student participation on a
volunteer basis and were further instructed to orient the students on
‘the conditions of the study through oral comnunications via a handout
describing the purpose, confidentiality, tesiing and questionnaire
techniques, and volunteer participation of the study.

Bach subject and instructor 3igned a participation consent form
which were riled with IDECC, Inc. It should be noted that no
subject elected to withdraw from the study.

The human subjects committee approved the proposed research with the
following conditions:

a. If the students are graded, they should be graded ir

comparison to other students in their same lea. .lng g.oup

or condition rather than in cumparison to siudents in other
learning groups or conditions.

e | | R ¥




\ ' b, The information that will be given by the teachers at the onset
of the study must oe submitted to the human subjects commiitee
for review.

¢. Other provisions must be made for students deciding not to
participate or to transfer to another section if they so
s choosse.

Once the committee was assured the above corditions woﬁld be met,
approval was given to proceed with the study (see Appendix N for human

subjects approval and related materials).

Instructor Training
e T
Two workshops were held to orien%ﬂahd%pngpare the 16 instructors io

participate in the experimental study (see Appendix O for IDECC and
traditional workshop agenda). Each workshop, IDBCC and traditional,
conzisted of eight instructors and was held separately for three days
within a two week span of time. Each workshop was vaged on specific
objectives according to the teaching approach to be utilized and the
following objectives which were common to both the IDECG group and the
traditional group:

a. To develop a knowledge of the purpose of the experimental study.

b. To provide inservice on the mechanics of the study.

¢, To become acquainted with the resourcés to oe used.

Once common objectives were realized in each of ths workshops, the
content branched off to reach the objectives which were characteristic

. for each of the instructional approaches.

IDBCC Instiructor Training Cbjectives

Werkshop objectives which were snique for the IDECC instructors
weyre:

a. To develop the knowledge, attitude and skill cumpetencies
in order to utilize the IDEGC system.

4
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b. To become. acquainted with the IDECC materials and
resources to be utilized in the study.

c. To determine management techniques to oe used for implementation
of the competencies identified for the study.

d. To develop the knowledge and skill necessary for
‘student orientation for IDECC.

" @ To devalop the knowledge and skill of maintaining student
competency records.

The IDECC instructors completed a compstency package entitled,
"Orientation to IDECC" (see Appendix P). In order to familiarize the

instructors with the competency packages to be used in the study,

~each instructor was asked to read each package ard cbmplete the assign -

ment Sheet in Appendix Q individually. After this assigrment was com-
oleted, the group reconvened and each instiructor %ed a discussion on one

6r two competency packages. This discussion led into a presentation of
management techniques and implementation strategies. Transparency masters
were then passed out to each insﬁructor for use in orienting their students

to IDECCV(see‘Appendix R).
Tradition;l Instructor Training Ohjectives

Again there were objectives which were characteristic to the
traditional group alone. The additional objectives which were reached -
in the traditional workshop were:

a., To define traditional teaching.

b. To develop learning activities to teach the objectives.

c. To develop lesson plans involving the learning activities,

Within the workshop structure, the traditional group of instructors
came t0 a general consensus of the traditional teaching as defined in
the Deginning of Chapter 2, A unit outline on employee training,
evaluation, and motivation and the same objectives and resources given to

the IDECT sroup were also given to the traditional group (see

36
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Appendix G). ‘Based on these objectives and resources the group

developed lesson plans to teach the unit. Bach instructor was responsi-
ble for a segment of the unit (see Appendix S for lnstructor
Assigrment Sheet) and developed the lesson plans with an agreement of the
other instructors for the presentation of the lesson. Handouts, trans-
parencies, and case studies were identified and developed as supporting -
materials to the unit (see Appendix T for lesson plans and supporting
materiais). | .
'P;ocedures of the Experimental Study

Bach instructor for boih methods of teaching, was expected to fulfill
certain steps in order to proceed with the experimental stwudy. Those
steps were as outlined:

a. Oriént‘étudents

¥. Obtain student signature on the human subjecis consent form

c. Assign student numbers

d. Administer student questionnaire

e, Administer ability test

f. Administer research study pretest

g. Mail to the researchers items (b) through (f) by registered mail

he Teach units

i, Administer research study posttest

jo  Mail to the researchers posttests answer sheets, and student

competency records by registered mail

Close of Workshops

Upon completion of the workshops, instructors returned to their
school to implement the instruction to which they were assigned.

Each instructor returned to their sites with lesson plans or

37
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-;?/ - competency packages, resources, and a guide for conducting the

experiment (see Appondixtl for guides).
| Constant correspondence was maintained in order to- keep open

communication between the sites and the researahers.

Collection of Data
Lo fhs data were collected on site by the instructor and then mailed

to the research gfrico. Records were kept by the inwgatigators on all
ihqoming data.
Mailing Pfoceduras

Ability tests, research study pretests and answer sheets, siudonx.
questionnaires. and human subject consent formg were completed and
returnsd to the research office by registared mail at the onset of the
study. Upon completion of the unit, research study posttests, and answer
sheets were mailed to the sites, administered‘by the instructors, and
returned to the researchers for compilation and analysis, Student
competency rgcords were returned with the posttest answer sheeis Dy the
instructors using éhe adult IDBCC systematic gpproacp.

P Maintenance of necords; |

Complete records;were maintained by the investigators for all materials

mailéd tu the research office,
] Files for each site were kept which included all correspondence,

/
‘human subject's clearance forms for subjects and instructors, completed

< .
questionnaires for both students and instructors, pretest and postiest
answer sheets, and abiiity test answer sheets.
Records wers maintained for each site which contained pretest,

" postte.t and ability test scores, coded student variavles ani coded

EJ;ng; . ‘ E;Ef
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instructor variables. In addition, a master competency record =il

was kept on all students who were involved in the IDECC group. The master
competency record provides information for each student on the numoer of

oretests passed and the activities completed.

Treatment of the Data

gcoring the research study pretests and posttests
All research study pretests and poustiests wera administered to the

students by their instructors and malled by the instructors to the re-

. searchers. The tests were machine-scored at the Vhio State University Office
of Testing and Evaluation., Spot checks were performed to assure accuracy

of the machine scoring process. Computerized item analyses were run on the
research study pretésts and posttests.

The research study pretests were analyzed to determine if the classes
using the adult IDE&C systematic teaching approach had students with a
similar level of knowledge toward the content of the gnit of instruction
as the classes using the traditional approach. Kuder-Richardson 20
reliaoility estimates of .829 for.the IDECC group and .763 for the tra-
ditional group were determined for the pretest instruments. The research
study posttests were also analyzed and revealed Kuder-Richardson 20 relia-
bility estimates of .804 for the IDECC group and .735 for the traditional

gr'oupe.

Scoring Quick Word Tests
All QuicxﬂﬁordaTests were administered to the subjects oy their
instructors and returned Hykmail to the researchers. The Quick wWord

Tests were scored by the researchers an%ygheCKed for accuracy.
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The Quick Word Test was used in order to gain insight into the

general mental‘ability of the subjects.'so that the covariance in posttest

-

scorég due to ability could oe determined. Spot checks were performed to

assure accuracy of the scoring process.

Couing demographic data .' . . o,

Levels of the demographic variables were coded numerically for

analysis. Data acquired from the instructors and studants were coded and

¥

recorded on a form from which the computer data cards were key punched.

KXey Punching

The following items were key punched onto a data card for each ;tud;nt:
' class identification number

instructional mode
research study posttest student score

- "Quick Word Test" student score
student sex - male or female
student age - number of years ' SR
student educational level - numoer of years .
student occupational experience - number of years
student previous tr;ining in employee iralining, e#aluation.'l

and motivation - yes or no

student supervisory an@/or managex&gl}experience - numoer_of years
student employment status - employe;M;r not employed
type student - prepafatory or supplementary |
:;udent‘past'participation in Distributive'Educatibn programs -

yes or no

—
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Condescriptive statistics were derived by utilizing the Statistical

Package for the Social Sdiences; These statistics were used to explain
the students and instructor variables (Nie, et al., 1970, p. 185).

v A gemeral linear model procedure from the Statistical Analysis Systeam

was utilized to analyze the data (Barr, Goodnight, Sall, and Helwig,

1976). The general lineaf model procedure was first utilized with a

full model design %o d;tgrmine the proportion of the total variance of

the dbpendent variable score acqounted for by 48 sources of variance as

identified in Chapter 1. Jpecifically, each source of variance while

controllinglfor all other independent variables was entered last in the

general linear model. This analysis of covariance by regression identlfied

the partial sum of squares which could be attributed to each source of

" variance.” Therefors, variance due to main effects, interactions, and

squared terms wefe tested for their collective and separate statistical

éignificance based on their contribution to the variation of the dependent

variable.

Further snalysis of the data utilized a restricted model design bsed
on the outcome of the full model design analysis. The purposé of using 7~
the restricted model design analysis was tq}nqalyze the independent
variables which contributed ths most to thedvgriance of the dependent
_variaole. The restricted model procedure ailowed the investigators to
analyze the separate statistically significant contribution of 1Pdependent

iy

variables to the éariation of the dependent variacle.
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o~ CHAPTEF 3
ANALYSIS AND INTERPRETATION OF THE DATA

Th@épurpose'of this éhapter is to analyze and interpret the data
collectéd'during the Lnvestigation of thé,tallowing'primary research -
question:

Does teaching approéch after controlling for school effect and
selacted student variables contribute signif;can&ly ¢ student achié%e-'
snent based on a measure of knowledge of employee training, evaluation,
an§ motivation? |

If the answer to this question is yes, will there be a significant
difference between the achievemant of adult students who learn by the
IDECC adﬁt_ syatonatitc teaching approacn and adult siudeuts
who learn by the traditional teaching approach.

In ;ddition, this study was designed to invéstigate the secondary

rpsea;ch questions:
1. What proportion of the variance of student achievement is accounted
for by the sources of variance identified in Chapt;; 11
2. Which of the identified sources of rlance, con ribute
significantly td the achievement of adult students based on a
measure of their knowl;hge of employee training, evaluation,
and motivation?

In order to investigate these questions, a quasi-experimental study

was conducted utilizing 16 adult classrooms. The 16 classrooms were

. -34
T4z
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divided into two greups: (1) the experimental group utilizing the
adul* IDECC systematic teaching approach and (2) the comtirol group
utilizing the traditional teaching approach.

Bach group of instructors, IDECC and traditional, attended a three
day workshop for inservice in regard to the procedures for the study and
the teaching approach to be utilized within each group.

‘ Previous to the treatment, students in both groups were tested for
ability and prior knowledge of "Employee Training, Bvaluation, and
Motivation."

. Research Study Pretest

The research study pretest was designed to provide'information
concerning the students' knowledge of employee training, evaluation,
and motavation prior to the treatment. The results of.the research study
pretest were used to compare those students in classes taught using the
traditional approach and students in classes taught usim; th~ adult IDBCC
systematic approach to determine whether or not a difference existed
between the traditionzl and IDECC groups 'n relation to prior knowledge
of the content of the unit of instruction. | N

Data in Table 1 indicates that the mean ¢f the research study pretest
scores of the IDECC group, 25.14, was close to the mean of the .
traditional group, 2%.75. Furthermors, the amount of dispersion of the
scores within the IDECC group and the amount of dispersion of the scores
within the traditional group, as revealed by the standard deviatigns,
were also similar (5.51 and 4.89, respectively)..

Using'a t-test to determine whether or not the difference between
the research study pretest means was significant, no significant

difference was found, t{(179) = .493; p>.05. Therefore, the conclusicn
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was reached that the students in classes taught using the adult

IDBCC approach had approximately the same knowledge of the content of the
urit of instruction prior to the treatment as the students in classes
taught using the traditional approach. In other words, no significant
difference existed between the IDECC and traditional groups in relation

to prior knowledge of the content of the unit of instruction.

Description of the Sample

Juestionnaires, as described in Chapter 2, were developed to ootain
the demographic data in relation to the variables of interest for both
the student and the instructor with the excevtion of the student general
mental ability. The ability was derived oy utilizing the Corsini and
Boréﬁtta tQuick Word Test."

Student Variables

General mental ability. The "Quick Word Test" was used as a medium
for estimating the general mental atility of the students. The test |
consists of 100 multiple choice items, each of which has four alternatives.
The score indicating that the student answered all 100 items correctly
would be 100. The score reflecting no correct items would ce 0. The
"éuic; Word Tes:" was administered to all students in the study.

The class mesns and standard deviationsléf the "Quick Word Test"
scores are shown in Table 2. The highest class mean of all tne classes
in the study was 31.571 (class eight of the trad}tional group). The
same class had the lowest standard deviation of ;ll classes in the study
(9.343) and the leasti number of students in the class (seven). Taus,

in comparison to the other classes in the study, this class (traditional
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Table 1
Means, Medians, Modes, and 3tandard Deviations
////// of Student Scores on the Research 3Study Pretesi

by Teaching Approaches .

Teaching | , | Pretest
Approach -

n mean median mode SD
IDECC 80 25,14 26 27 5,51
Traditional _ 99 24,75 26 27 &.89




high general mental ability.
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class eight) appears to have m:d few students, most of whom had

Data in Table 2 indicate that the lowest class mean in the
traditional group was 43.000 (class seven). This mean was consigerably“
lower than the other class means of the traditional group. The next
lowest class mean of the traditional group was 68.118 (class one).

The highest class mean cf the IDECU group was 79,4t (class five),
Class seven had the lowest class mean of the ID&CC group, 38.15%, which
was also the lowest class mean of the study. The same class had the
second to the loweét stardard deviation of the study, J.4%4l, which was
the lowest standard devi..tion of the IDECC group. This data indicate
that IDECC class seven had students with mostly low general mental
ability.

~ Also having a lo+ class mean as compared to the other class means of
the IDECC group was IDECC class four, whicl was 58,769. 1DECGC class
four had the highest standard deviation of the IDECC group, 15,706,
indicating that IDECC clas; four had students with varying general mental
ability.

Student Sex. One means of describing the sample was to collect

information regarding the sex of the students in the study from the
éompleted student questionnaires.

As shown in Table 3 traditional classes 4, 5, and 6 had relatively
similar numbers of males and female students. Traditional classes
1 and 3 had predominently male students while traditisnal c.usses 2, 7,
and 8 had predominantly female students IDFCC classes 5 and 6 had
approximately the same number of male and fcmale students. IDECC class
4 had all male students. IDBECC classes 1, 2, 3, and 7 had predominately

female students.
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Table 2
Numbers, Means, and Standard ieviations of
Student General Mental Ability Scores by

Class and Teaching Approaches

Teaching | "Quick Word Test" 3cores
Approach Clags
n Mean D
1 10 7%. 500 14, 347
2 14 71,143 13.856
IDEGC L 13 58, 76 15,706
5 9 ' 79. Wbd 9.528
6 12 7,517 12,132
7 13 38,15% 9.1
Total | | 8 8.4 18942
1 17 €8,118 12.529
2 17 69,471 10,596
3 14 70,0643 13.368
Traditional 4 12 74,917 10,77
5 ; 9 71.778 '16.917
6 - 13 76.308 18.535
7 ' 10 43,000 10,317
8 g 7 8l.571 9.343
Total I 39 9.3 15.938
4%

Aruitoxt provided by Eic:
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Overall, the IDECC group had 55.0p males and 45.00 females. The
tyaditional group had 53.60 males and 50.10% females. These
percentages 'show littf%*differences in the number of males and females
between the two groups.

Student age. The review of the literature indicated that students
enrolled in adult distributive education classes tended to range from
16 years of age to bayond 65 yei{s of age. This led the investigators to
question whether or not student age might be influencing the learning ’
taking place in the classes of the study. Therefore, student ages
were determined by asking the students tomarkx on the student questionnaire
the age interval in which their age fell.

Data in Table 4 indicate that the class means of student ages of the
‘traditional group were mostly in the thirties.and low forties. However,
traditional class 7 had a mean age of 22 with the lowest standard
deviétion of the classes in the .raditional group (SD = 6.325). Thus
students in class 7 had students whose ages were close 10 22, Traditional
class 3 had a class mean of 26.429.

The IﬁECC group had student age claés means in the thirties with three
exceptiors. IDEGC classys had a class mean of 40.000, IDECC class 6 had .
a cless mean of 26.667, and IDECC class 7 had a class mean of 22.308.
ID7.CC class 7 had the lowest class mean cf 22,308 and a comparatively low
statda~ deviation as compared to the other IDBCC class stamdard
deviations (SD = 5.633), indicating little difference among students
in IDECC class 7 in relation to student age. Therefore, both the

traditional group and IDECG group had one student age class mean that was
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Table J

Numbers and Percentages of Male and Female Students

by Class and Teaching. Approachss

Teaching Student Sex
Approach Class
- n % Males % Females
1 10 20.0 80.0
2 14 28.6 1.4
IDECC & 13 100.0 0.0
5 9 L b 55.6
) 12 8.3 bi,?
7 13 23.1 76.9
(3 Total : 80 55.0 45.0
1 . 17 82.4 17.6
2 17 3¢5 76.5
3 13 69.2 30.8
Traditional 4 12 4l.7 58.3
5 9 bi. 4 5946
6 13 53.8 4b.2
7 9 1l.1 88.9
8 7 14.3 85.7
Total 97 53.6 50.1
15

Aruitoxt provided by Eic:
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comparatively low, each of which had a comparatively l.ow standard

deviation. That is, traditional class 7 had a class mean of 22,000
with a standard deviation of 6.325 and IDEC( class 7 had ~ class mean
of 22,308 with a standard deviation of 5.633.

The ages of he IDECC ard traditional groups were very close with

‘means of 32.282 and 32,490, respectively.

Student educational level. The li.terature ilaicated that the educational
level cohpleted by adult distributive education students varies consi-
derably. An adult distributive education class may be composed of pre-
dominantly gigh school dropouts or it may be comprised of mostly.college
graduates. In order to determine the completed educétional level of
the students participating in this study, students were asked to
indicate their completed educational level od the stu@gnt questionnaire,

Data in-Table 5 show that the range of class means of student completed
educational level of the “raditional group was larger th&n the range
of class means of student completed edugational lerel of the IDECC group.
The highest class mean of the traditional group was l4.7l4 and the lowest
class mean of the traditional group was 10.300, meaning that the class
mean of one of the traditional group classes (class 3) was ocetween the
sophomore and junior years of ccllege while the class mean of one of the
traditional group classes (class 7) was lower than the junior sear of
high scnool, #However, the IDECC class means were cluser and, thus, had
a lower rang:. The highest class mean of the IDECC group was jus- above
;he sophomc ce year of college (classes 3 and 5) while the lowest class
mean of thi IDBCC group was higher than the senior year of high school

and almost the freshman year of college (classes 4 and 7).
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Table &
Numbers, Means, and Standard Deviations of
Studant Ages by Class and Teaching Approaches
Teaching Studmn. Age
Approach Class
n Mean SD
1 10 34,000 9.068
2 12 31,667 3.892
3 9 35.000 10,000
IDECC 4 13 39.462 9.553
5 9 40,000 . 7.906
6 12 26,667 8.072
7 13 22,308 5.633
Total 78 32.262 T9.789
1 17 35,471 11.320
2 17 32.059 9.692
3 1L 26,429 9.288
Traditional 4 12 32.917 10. 544
' 3 9 - 42,778 7.546
é 13 35.231 15.216
? 10 22.000 6.325
8 7 41,429 8,018
Total 95 32,950 T11.620

ol
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The means for educational level based on the total cases for each of

the groups were 13.175, IDECC, and 12.582, traditional, whicn resulted

in a difference of .593. Tnis mean difference indicated thau there was

very little difference in the actual number of school years completed
N

between the two groups. \V 

Student occupationai experience. The investigators were concerned

that the variance in the number of years of occupational experience the
students in tins study had might influencé the amount of learning taking
rlace. Therefore, information concerning the numoer of years of occupa=-
tionai experience of the students was gathered from the completed student
questionnaires.

 As shown in Table 6, the range of the class means of the student years -
qf occupaticnal experience was quite high for both the traditional and |
ID3GC groups. Traditional class 8 had a class mean of 13.71l4 while
‘traditional class 7 had a class mean of 0,900, Tais range (17.8L4)
reflects the l#rge range in the number of years of occupational experience
the studeth in the study had, The highest class mean of the IDECC
group was 1l.556 (class 3) while the lowest class mean of the IDECC group
was 0,000 (class 7). This range (11.5565. although lower than the
tradinionai group range, reflects the differences among the classes in
relation to students' occupational experience.

Although the overall means of the IDECC and traditional groups varied

somewhat with the IDECC mean being %4.950 and the traditional mean oeing
- 7.740, the wide range of class means~in ooth groups indicated tnat each
group consisted of students with a large variance in rélation to yeo.s

of  occupational experience.

~
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Numbers, Means, and Standard (Deviations of

‘Table 5 .. ' " olt5

Student Educational Levels py-Class-and Teaching Approaches

&

N,

' - Student- Educational Level K ’

Teaching
Approach Class - S ¢
: n Mean sD -
1l 10 13.300 1,767
2 14 12,929 ~ °1.639
. 3 . 9 14,111 L 257
IDECC b 13 12,769 . 1.235
5 9 14.111 2,088
-6 12 12,833 1,528
7 :.3 “ 120 ?69 s 01439
Total YN 13.175 .. - 1,687 \
1 17 12,118 To1au .
2 17 “12.412 1.A98
3 13 12,692 . 0.947
Traditional b 12 13.333 1.826
5 9 N 11.389 v lo 537 - . ‘
6 " 13 13.231 .. - 1.787 . : "
7 . 10 ©10.900 Ny 0.316 ) v
8 7 14, 714 0,951
Total 98

T 1R.582 T1.630

4




‘Table 6

Numbers, Means and Standard Deviations of

Student, Years of Occupational Exp..ience by Class and Teaching Approaches

%n

b
' Student Years of Occupatioﬂhilﬁxperianco
Teaching - : e .
Approach | Claas 'm " Mean 8D
1 10 6,100 2,601
2 14 7.214 3.490
S J 9 11.556 10.163
IDECC 4 13 Sel5k 6.805
6 12 1.167 1. 749
7 13 - 0.000 0.000
Total | %0 7,950 . 8133
1 16 11.375 10,223
' 2 17?7 9.508 7.298
9 3 14 3,143 4,400
Traditional b « 10 7.200 7.465.
' 5 9 8.667 12.278
6 13 4,923 10.920
7 10 4500 1.595
el 8 7 W1 8,712
Total 5 .70 T9.335
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Student provious training in the unit of instruction.  Simce:

some students participating in this study may have had previous education
. . or training in the content of the umit of ins%ruction, eiploxae |

training, evaluation, and motivation, that might have influenced their

posttest scores, a question was as:ked on the student questionnaire to

find out whether or not a student had had such previous training.

- As indicated in Table 7, most classes in.the study were composed

of students wi‘th no previous training in the content of ‘the unit of

instruction. One traditional class (class 8) had a class percentage

of students with previous training in the umit of instruction of 71.%4,

indicating that many students in that class (7l.4%) had had previous

training iny the unit. Traditional class 4 was comprised of students,

36.4 percent of whom had had previous iraining in the uz}it.

Fifty percen{: of the students in IDBCC class 2 had had previous tralning

in the unit and 46.2 percent .;f the studemvs in IDECC class 4 had had

previous trainming in the unit. Of the remaining classes in the study, -

the percentage of students with previous training in the unit was 30 or

less.

The overall percentage of the IDECC students' previous training in
the unit, 24.1% was very close to the overall percentage of the
traditional studentss' previous training in the unit, 23.5%. Therefors,
little difference existed between the IDECC and traditional groups in
relation to siudents' previous training in the unit. |

Student supervisory and/or managerial experience. 3in.e the literature

indicates that adult distributive education students have varied

backgrounds and experiecnces, and since the unit of instruction of tais
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Table 7

Numbers and Percentage of Students with and Without

{ Previous'Training in Bmployee Training, Lvasluation

and Motivation by Class and Teaching Approaches

Previous iTraining in Kmployee
2 -Teaching Training, Evaluation, amu Motivation
Approach Class - % With Pre- % Without Pre=
n vious Trng. vious Trng.
1 10 30.0 70.0
2 14 50.0 50.0
3 9 22.2 77.8
IDECC 4 4 13 46,2 53.8
b 9 0.0 100.0
6 12 C? 100,0
— 7 12 80) 9l.7
. 1 17 ' 29.%+ 70.6
2 17 17.6 L R
3 14 4.3 “ 85,7
Traditional L 11 36.4 . 63.6 -
> g 11.1 88.9
6 13 15.4 84.6
7 10 10,0 _ 90.0
8 7 71.4 - 23.6
Total 9 23.5 76.5
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study was based on super-rision and management, the students' experience
in supervision and management was of irterest, Data were collected
from the student juestionnaires concerning the number of years of super-
visory :and/or management experience a student had had at the time the
studenp questionnaire war completed by the student.

Data in Table 8 show that the highest class mean .f the traditional
group was 7.857 (class eight) which means that class eight students
-averaged slightly lecs than eight years of supervisory and/or managerial
experience. The numoer of students .n traditional class eight was the
smallest number of students of any traditionmal class (n = 7). Also, tﬁe
standard deviation was large in comparison to the other st wdard deviatlons
of the traditional classes (SD = 7.193). Therefire, class eight had
comparatively few students who had var’ .d numbers of years of Super-
visory and/or managerial eXperience._

Two clasées in the traditional group had relatively low class means
in relation to the other classes in the traditional grovp. Classes three
and seven each had a c¢lass mean of .500, which means thav on the averagze,
the students in those classes i'id one..na'.f year of supervisory and/or
mmnagemeht experience, Furtuermore, the students in these classes did not
vary much in relation to years of supervisory and/or managerisl experience
since vhe standard deviation of class three was .94l and the standard
deviation of class seven was l.3531.

The nhighest class mean of the IDEGC group wus 8.231 (class four)
which means that students in class four averaged slightly over eight years
of supervisory and/or managerial experience. However, the students in

class four varied considerably in relation to the number of years of
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supervisory and/or managerial experience since the standard deviation

of thav class was 10,158, the highest, by far, of the IDECC group standard
deviations for this variable.
Two classes in the IDECC gronp had relatively low class means in

relation tc tho other classes in the IDECC group. Ciass seven had no

students with any supervisory and/or managerial experience. Class six

had a class mean of 667, which means that on the average, the
students in that class had slightly over cne-half year of supervisory
and/or managerial expr.ience., Furthermor, the sotandaru deviation of
that class was relacively low in relation to the other standard devia-
tions of the IDBCC group classes (SD = 1.231).

The overall mean of the IDECC students' years of supervisory and/or
managerial experience was 2.595 whhcﬂ)was close to the overall mean of
the traditional students' years of superviscry and/or managerial
experiencs, which was 3.135. Therefore, little difference oxisted vetween
the IDBCC and traditional group in relation to student yeaés of
supervisory and/or managerial experience.

Bmployment status of the students. A factor which the researchers
felt might influence the student's learning of- the conent of the unit
of instruotion was the employment status of the studaé%. was the studenﬁ
emp’.oyed at the time the student was exposed to the instruction? Tne
student questionnaire included an item asking for tais information.

As shown by the data in Table 9, tradit.onal clvsses one, two, and
eisht and IDBCC clas'ies one, two, three, and six were composed of students
all of whom were employed at the time they completed the student ques-
tionnaire., Questionnairss were completed at the beginning of the c¢lass

involvewent in this study.



Table 8
" Numters, Means, and Standard Deviations of
Student Years of Supervisory and/or Manngeriél Experience

by Class and Teaching Approaches

~ Teaching - Student Supervisory and/or Managerial Experience
Approach Class
n Mean SD

1l 10 2,600 2.271

2 14 1.857 2,507

-3 9 2.111 1.691

IDECC 4 13 8,231 10,158
5 8 2.375 3.114

6 12 0.667 1.231

7 13 0.000 0.000
" Total 5 2.595 5.100
1 15 4.533 4.580

2 16 3.125 4,470

3 14 0,500 0,941

Traditional & 12 4,917 7.242
5 9 2,889 6.623

6 13 2.385 5.9%4

4 10 0.500 1.581

8 7 7.857 7.198

1A
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The majority of the students in all but two classes participating
in this study were employed at the time or the study. Slightly under
half of the students in traditional classes ihree and seven were
employed (traditional class three percentage of employed students = 42.9,
traditional class seven percentage of employed students = 40.0).

The overall percentage of students employed in the LDECC group (93.8%)
was larger than the overall percont§ge of students employed in the tra-
ditional group (78.9%#). Thus, the IDECC and traditional group were
comprised of mostly employed students although the traditional group had

fewer students employed as compared to the IDECC group.

Type_student (preparatory or supplementary). Students in adult

distributive education classes are enroiled for two basic reasons,

preparatory instruction or supplementary instruction. U.3.0.E. (1976)
defined adult preparatory (part-time study) as, ™ a program designed
to provide training for persons who have already antéred the labor market
or are unemployasd but need retraining in preparing for a new occupation *
(p. 61), Adult supplementary (part-time study) was defined as, "a program
designed to provide training for{persons who have already entered the
labor market and need training to be 1ipdated or upgraded tc achieve
stability or advancement in their curreat employment " (U.S.0.E., 1976
p. 61), Based upon these definitions and the information collected from
the student background questionnaife. each student was classified as either
preparatory or supplementary.

Data in Table 10 show that two classes in the traditioncl group
and two classes in the IDECC group were composed entirely of supple-
mentary students (traditional classes 1 and 8 and IDECC classes 1 and 3).
The following classes had a majority of supplementary student. although

nct 100% supplementary 2tudents: traditional class 2 (percentage of

6



Table 9
Numbers and Percentages of Students Employed and Not Employed
At the Time of the Study by Class and Teaching Approaches

: Student Employment Status
Teaching
% Not
Approach Class n Employed Empl oyed
1 10 100.0 0.0
2 14 100,0 0.0
3 9 100.0 0.0
IDECC b i3 92.3 7.7
5 9 77.8 22.2
6 12 100.0 0.0
Total 80 93.8 6.2
1 17 100,90 0.0
2 17 100,0 0.0
3 14 42.9 57.1
Traditional 4 12 - 9l.7 8.3
5 9 77.8 22,2
6 12 69,2 30.8
7 10 40,0 60.0
8 7 100,0 C.0
Total 59 78.9 2l.l




supplementary students = 9%.1), traditional class 4 (percentage
of supplementary students = 83.3), traditional class 5 (percentage of
supplementary studenw.s = 77.8), IDBCC class 2 (percentage of supplementary
students = 92.9), IDECC class 4 (percentage of supplementary students =
69.2), IDECC class 6 (percentage of supplementary students = 66.7),
and IDECCtCIass 7 (percentage of supplementary students = 92.3). Two
classes in the traditional group and one class in the IDECC group were
comprised of a majority of preparatory studentis (traditional classes 3
and 6 and IDECC class 5). Traditional class 1 was composed of entirely
preparatory students.

The percentage of preparatory students in the IDECC group was 18.7
and the percentage of preparatory studants in the traditional group was

36.4,

Student past particisation in distributive education programs. The
literature indicated that students enrolled in adult distributive

education classes may have .had past experience in distributive education
programs or may not have had such experience. In order to determine
whether or not a stud;;t had been enrolled in other distributive education
programs prior to participation in this study, a question was included
on the student questionnaire requesting such information.

Data in Table 11 indicate that most classes in the study were
composed of students without prior participation in distributive education
programs. Traditional class 5 and IDECC classes 1, 3, 5, ard 6 had no
students with prior participation in distributive education programs.

Traditional classes 1, 2, 3, 4, 6, and 7 and IDECC classes 2 and &4 were

comprised of students, less than 25% of whom had participated in dis-

trioutive education programs prior to participation in this stiudy.

ety | .
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Table 10
dNumbers and Percentages of Preparatory and Supplementary
Students by Class and Teaching Approaches

{eaching : Type Student (Preparatory or Supplementary)
Approach Class #Preparatory % Supplementary
n Jtudents Students
1l 10 0.0 100,0
2 14 7.1 92.9
3 g . 0.0 100.0
IDECC 4 13 30.8 69.2
5 9 55.6 e b
é 12 33.3 66.7
7 13 7.7 92.3
Total . 80 18.7 8L.3
1 17 0.0 100.0
2 1?7 5.9 %,.1
3 14 L4 ~ 28.6
Traditional b 12 16.7 83.3
9 9 22.2 77.8
6 13 84.6 15.4
7 10 100,0. 0.0
8 7 0.0 1uu,0
Total 99 364 = 63.6
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Furthermore, althougt. traditional classes 1, 2, 3, 4, 6, and 7 and
IDBECC classes 2 and 4 had some students with prior particiéation in
distributive educatior programs, each class was composed of less than
25% students with prior participaticn in distributive education programs.

Two classes were exceptions to the above finding. Traditional class
seven pad all students with prior partic;pggion iﬁ distributive
education programs and IDECC class seven had 84,65 with prior participation.

The percentage of students with previous experience in Distributive
Education programé in the IDECC group (17.5%) was close to the percen-
tage of students with previous experience in Distributive Bducation
programs in the araditional groun (20.2%). Thus, each group was composed
of appropriately the same percentage of students who had previously
participated in Distributive Education programs.

Lnstrugtor Variables

Instructor age, Instructor age was reéorted by wne midpeint of a
given age interval for each of the instiructors in the experimental
study sites. Instructors were given eight calegories from which to
identify their age.

Data in Table 12 show the number of instructors falling within a
certain age interval, the percentage of frequency an; the cumulative
percentage.

The ages of the instructors in the IDECC group ranged from the 23-27
interval to the 4852 interval. Two IDECC instructors marked their ages
being in the 28-32 category, two in tie 43-47 interval, ard two ln the

4 8-52 interval. The ages of the instructors im the traditional group

Qo _ - " 64
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" Table 11
Numbers and Percentages of Students Previously Participating
and Not Previously Participating in Distributive Sducation Programs

by Class and Teaching Approaches

Teaching Student Past Participation in D.E.
Approach Class , . %Praviously ~# Not Previously
: n Participating Partipating
1 10 0.0 100.0
2 14 14,3 85.7
3 9 0.0 100.0
IDECC 4 13 7.7 92.3
5 9 0.0 100.0
6 12 0.0 e v 10060
7 13 84.6 91.5
amapew— — e p——
Total . 80 17.5 82.5
4 l l? 5.9 9“*.1
: 2 17 23.5 76.5
3 pr 14.3 85.7
Traditional 4 12 8.3 9L.7
. 5 9 0.0 100.0
é 13 7.7 92.3
7 10 100.0 0.0
8 7 14,3 85.7
Total 99 20,2 79.8
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ranged from the 23=27 interval to the 58 or over interval. Two
traditional instructors marked their ages being in the 33-37 interval.

As shown in Table 12, the groups were very similar with IDECC having a
median age of 46.25 while the traditional median was 37:50. . Thus the
instructors' median age for the two groups were close to the same
age with a meﬁian difference of only 8,75 years. P
Instructor Educational Degree. Adult distributive education

instructors may have various degrees., Adult classes in distributive
education may be taught by instr-.ctors with extensive 2ducation and
ouainess experience or instructors with extensive business experience
and less education. In order to ascertain the highest level of education
attained by the instructors of this study, the instructor
questionnaire asked for tha highest educat}onal degres.

| In the IDECC group, four of the seven instructors indicated their
nighest degree was a bachelor's d2gree and three of the seven insn;uctors
had a master's Qegree., One-half pf the traditional instructor's highest
degree was a bachelor‘s degree and the other half of tne traditional
instructors' highest déegree was a master's degree ( see Table 13).

Type of full-time employment of instructors. Adult distrioutive

education instructors may ve full-time educators, ousinesspersons, or
others with a background in marketing and distrioution.

The majority of instructors participating in this study were employed
full-time as post-secondary instructors. Three of the 7 IDECC iuns:iructors
arnd 5 of the 8 traditional instructors were post-secordary instructors.
The other instructors in the IDECC group included two businesspersons and

one administrator. The other instructors in the traditional group included
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Table 12
. . _ ' ' Frequency, Frequency Percentage, and Cumulative Pe;ggﬁ%age of

Instructors' Age Interval by Teaching Approach

IDECC - experimental ’ Traditional - control
a Age Interval .
Frequency Frequency Cumulative Frequency Frequency Cumulative
Percentage ~Percentage _ - Pexrcentage Fercentage
23-27 1 14.3 14.3 1 12.5 . 12.5
28-32 2 28.6 42.9 1 12.5 25.0
33-37 0] 0.0 42.9 2 25.0 50.0
38-42 0 0.0 42.9 1 12.5 62.5
43-47 2 28.6 - 71.5 1 12.5 - 150
48-52 2 28.6 100.0 0 0.0 0.0
53-57 0] 0.0 - 100.0 1 l2-§ 87.5
58 or Over 0 0.0 100.0 1 12.5 100.0
Totals 7 100.0 8 '100.0
'I v
Median of IDECC Instructors' Age: 46.25'_ : Median of Traditional Instructors'
Range of IDECC Instructors' Age: 25 Age: 37.5
Range of Traditional Instructors'

Age: 35

6% iy

. 66—
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Table 13

Frequency, Frequency Percentage, and Cumulative Percentage of

Instructors' Highest Degrees by Teaching Approach

‘ IDECC - experimcntal Traditional - control
Highest Degree
" Frequency Frequency Cumulative Frequency Frequency Cumulative
Percencage Fercentage Percentage Percentage
Bachelor's 4 : 57.1 57.1 4 50.0 50.0
Master's 3 42.9 100.0 4 50.0 100.0
8 160.0
Totals 7 100.0
v
L ] : :

63
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one full-time adult inst—uctor, one high school teacher-

coordinator, and one businessperson (sec Table 14).

Instructor years of teaching experience, Adult distributive

! education instructors may have varying years of teaciing experience. In
the IfECC group, five of the seven instructors had 11 or fewer years of
teaching experience. One IDECC instructor had 18 years and one IDECC
instructor had 22 years of teaching'experience. In the traditional group,
seven of the eight instructors had ten or fewer years of teaching
experie¢nce. The other traditional instrﬁctor had 19 years of teaching
experience.

The two groups, IDECC and traditional, had 2 similar number of
years of teaching experience as shown in Table 15. The ranges of the
two groups were very close withwthe IDECC group's range being 19 and the
traditional group's range being 13.

Instructor Years of occupational experience. Adult distrinutive

education instructors have occupational experience. Ihe extent of that
experience varies among instructors. The instructor questionnaire asked
the in-tructor to give the actual numper of years of occupational
experience the instructor had at the time of tiis study.

The traditional group was composed of imstructors w..n years of
occupational experience ranging from two to 24. One-haif of the
traditional instructors (four out of eight) had less tuan ten years of
occupational and the other half had more thain ten years of occupational
experience. The IDECC group was comprised of instructors with years
of nccupational expe~ience ranging from five %o 11 with iwo instructors

having eight years of occupational experience. Thus, the traditional




Table 14
Frequency, Frequency Perceutage, and Cumulative Percentage of

Ti.structors' Type of Full-Time Employment

i IDECC - experimental Traditional - control
Type Employment ! _
{
| Frequency Frequency Cumulative Frequency Frequency Cumulative
} ‘ Percentage Percentage Percentage Percentage
Adult instructor 2 28.6 28.6 1 12.5 12.5
. 75.
Pos t-secondary 3 42.8 71.4 5 62.5 5.0
instructor
7 .
High School 1 14.3 85.7 1 12.5 87.5
: Teacher-Coordinatoﬁ
3 100.0
Businessperson 0 0.0 85.7 1 12.5
100.0
Administratcr 1 14.3 100.0 1 0.0
Totals / hioo,o 8 100.0

Z9-
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! Table 15
Frequency, Frequency Percentage, and Cumulative Percentage of

Instructors' Years of Teaching Experience by Teaching Approach

Years -0 IDECC - experimental ' Traditional -~ control
Teaching
Experience ] T
. Frequency Frequency Cumulative Frequency  Frequency Cumulative
Percentage Percentage Percentage Percentage
1 0 0 0.0 1 12.5 12.5
2 0 0 0.0 2 25.0 37.5
3 1 14.3 14.3 0 0.0 37.5
4 0 0.0 14.3 1 12.5 50.0
6 1 14.3 28.6 1 12.5 62.5
7 2 28.6 57.2 1 12.5 75.0
10 0 0.0 57.2 1 12.5 87.5
11 1 14.3 71.5 0 0.0 87.5
18 1 14.3 85.8 0 0.0 £7.5
13 0 0.0 v5. 8 1 12.5 100.0
22 1 14.3 100.0 0 0.0 100.0
Totals 7 100.0 8 100.0
Median of IDRCC Instructors' years of Teaching Median of Traditional Instructors' Years
Experiencce: 7.25 of Teaching Experience: 5.0
Range of IDECC Instructors' Years of Teaching Range of Traditional Instructors'
Experience: 19 Years of Teaching Experience: 18
74 7O

£9-
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group instructors varied more than the IDECC group instructors in relation

to number of years of occupational experience. However, the medians
were close with the IDECC median being 7,75 and the traditional
aedian being 11.5 (see Table 16).

Instructor major area of study. Adult distributive education
instructors have various backérounds in relation to education since
business experience is often used as a major criterion in the selection
of adult instructors and these instructors may have varying educational
backgrounds. Thus, the major area of study of instiuctors varies. The
instructor questionnaire requested information pertainihg to the major
area of study of the instructors.

Three of the seven IDECC instructors and three of the eight traditional
instructors had majors in distributive education. Two of the IDECC
anstructors and four of the traditional inmstructors indic;ted business
administiration as thel.' major areas of study. Two IDECC instructors had
majors in psychology and one traditional inétrugtor had a major in eivil
. engineering (see Table 17). | \

' Lnstructof years of teaching adult courses. adult distributive

education instructors have varying experience in adult teaching. The
instructor questionncire gathered data on the instructors! years of

teaching adult courses. " The IDECC group had instructors with years of
teaching adult courses ranging from two to seventeen ard the tradiilonal group
had instructors with years of teaching adult courses ranging from one to

ten. Both IDECC aid traditional groups had medians close to six |

meaning that the instructors of both groups averaged c¢lose to the same

number of years of teaching adult courses (fee Table 18;.

70




Table 16

.

-Frequency, Freqrency Percentage, and Cumulative Percentage of Years of

_Instructor Cccupational Experience by Teaching Approach

IDECC - experimental Traditional -~ control
Years of
Occupational . . .
Experience Frequency Frequency Cumulative Frequency Frequency Cumulative
Percentage Percentage Percentaqe Percentage

2 0 0.0 0.0 1 12.5 12.5

3 0 0.9 0.0 1 12.5 25.0

5 1 14.3 14.3 0 0.0 25,0

6 1 14.3 28.6 0 0.0 25.0

7 1 14.3 42.9 1 12.5 37.5

8 2 28.6 71.5 0 0.0 37.5

9 1 14.3 85.8 1 12.5 50.0

11 1 14.3 100.0 0 0.0 50.0

14 0 0.0 100.0 1 12.5 62.5

17 0 0.0 100.0 ] 12.5 75.0

1. 0 0.0 100.0 1 12.5 87.5

24 0 0.0 100.0 1 12.5 100.0

Totals 7 100.0 8 100.0

Median Years of IDECC Instructnrs' Occupational
Experience: 7.75

Range of Years of IDECC Instructors' Occupational
Experience: 6

r4

Median Years of Traditional Instructors'

Occupational Experience: 11.50
|

Range of years of Traditional Instructors' Sl
Occupational Experience: 22

oo 78



Table 17

Frequency, Frequency Percentage, and Cumulative Percentage of

Instructors' Major Area of Study by Teaching Approach

IDECC - experimental

Traditional - control

M ‘or Axea of Frequency  Frequency Cumulative Frequency Frequency Cumulative

Study Percentage Percentage Percentage Percentage
Distributive 3 42.9 42.0 3 37.5 37.5
Education

iy Business Admin- 2 28.6 71.5 4 50.0 87.5
‘instration
Psychology 2 28.6 100.u 0 n.0 87.5
Civil Engineering 0 0.0 109.0 1 _12.5 100.0

Totals 7 100.0 8 100.0

-7y
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Table 108
Frequency, Fréquency Percentaqge, and Cumulative Percentaqe of Years

of Instructors' Teachir~ Adult Courses by Teaching Approach

| .
, Years of : IDECC - experimental . : /' Traditional - control
Teaching Adult : . - - _
Frequency Preque?cy Cumula?lvé Frequency Frequency Cumulative
Conrses Percentage Percentage Percentage Percentage
1 0 0 0 1 12.5 12.5
2 1 14.3 14.3 2 25.0 37.5
3 "1 14.3 28.6 0 0.0 37.5
4 0 0.0 28.6 1 12.5 50.0
5 1 14.3 42.9 0 0.0 %0.0
6 1 14.3 57.2 i 12.5 62.5
7 0 0.0 57.2 1 12.5 .75.0
8 1 14.3 71.5 0 0.0 75.0
10 0 0.0 71.5 2 25.0 100.0
12 1 14.3 85.8 0 0.0 100.0
17 1 14.3 100.0 0 0.0 _100.0
Totals 7 100.0 8 100.0
Median Years of IDECC Instructor Adult Median Years of Traditional Instructor
: Course Teaching: 6.0 : Adult Course Teaching: 5.0
: .
! Range of Years of IDECC Instructor Adult Range of Years of Traditional Instructor
| Course Teaching: 15 ) Adult Course Teaching: 9

L9~
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Dependent Variable

Student post%est scores were reported as the numoer of correct
responses bv the student on a 34 item multiple choice test.

The class with the highest class mean score within the IDECC group
was in siﬁe six with a mean of 29.08.‘ The lowest IDECC class mean on
the posttest occurred in site seven with a mean of 17.31. T. s provides
a range of 11.77.

Within the traditional group, the highest claes mean was in site
eight with a mean of 28,71. The lowest class mean was in site seven
with a mean of 18,90 thus providing a range of 9.3l.

As shown in Taole 19, the group means for the IDECC and traditional
group were very similar with a mean of 25.66 for the IDECC group and a
mean of 25.89 for the traditional. <he standard deviations were also similar
with the standard deviation for the IDECC group being 5.04 and the
standard deviation of the traditional group being &4.37. Thus, the amount
of dispersion of the scores for each group were close to the same.

The group means are 'aw score means with none of the preceeding variables

taken into consideration.

Analysis of Couvariance
Full Model Analysis

When achievement scores are analyzed to determire how much variance
teaching approach contributed to the research study posttest score, tne
secordary researcn question, identified in Chapter 1, must be answered:
"What proportion of the variance is accounted for by other variables of
interest?" A total of 48 sources of variance was taken into
consideration. An analysis of covariance by regression was performed

involving the 48 sources ¢f variance as presented in the full model in



Table 19 |
Nﬁmbers. Means, and Standard Deviations of Student Post Test
Scores by Class and
Teaching Approaches

T
" Post Test Scores
Teaching '
Apprecach Class n Mean SD
1 10 27.60 3.31
2 s 28,64 2.4
3 9 27.56 4,56
IDBECC 4 13 23,85 2.76
5 9 Z?O-Ll l.‘f')»
6 12 29,08 2.5
7 13 17.31 3.68
Total 80 ~ 25.66 5,04
1 17 25.35 b, 3%
2 17 28,00 1.84
3 14 26.79 3.81
Traditional 4 12 27.00 3.10
5 9 26,56 4,28
6 13 25,27 4,51
7 10 13.90 3.84
8 7 28,71 2.36
Total 93 25.89 L,37
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Table 20. By entering these sources of variance into the equation

the fu.l model accounts for 8L.83p of the variance of the research study
posttest scores, as indicated in the R-square column of taple Z2l.

The full model analysis revealed that five sources of variance wers
contributing significantly to uwhe posttest scores. These sources were
as follows (Tables 20 and 21):

£, (dchool) F =2,06; df = %%5; p = .0230.

(ts ) * (xs ) (Stvient Educational Level by Student Rducational Level)

F=4,15 df =1 p = 0843,

105;
(X6 ) * (Xg ) (Student Occupational Experience Dy Student Occupational

105

(Al , " (xll) (Teaching Approach by Student Past Participation in
Distrirv*ive Bducation Programs)

F=14,5; df =1, p=.035,
105

(Xu ) ¢ (X 6) (Student Age by Student Occupational Zxperience)

F=9.36; df . p = .0028.

=1
105
School. The inrestigators expect.d scnools (Xlz) to make a
significant contribution to the posttest scores since the design of the
study called for intact classes with a different instructor teaching
each class,

Teaching approach in combinaticn with student past participatior in

distributive education orograms, Tadle 20 indicates thal vhe interaction

of teaching approach and student past participation in disvrioutive
education programs made a significant contribution to the student score on
the research study posttest. <The graph in Figure 2 shows that spudents

without past participation in distributive education achieved a higher

-r



Table 20
Full Model Analysis of Covariance for Sources of Varlance
With Degrees of Freedom, Partial Swr Jf 3quares,

F Value, and Probability Level

Partial
Source DF Sum of Squarss F Value PR F
Y 1 2.01730273 0.34 0.5617
) 1 2.51816824 0.42 0.5168
X3 1 0.00017335 0.00 0.9957
i 1 1.05128596 0,18 0.6751
L5 1 22,47332025 3.78 0,0547
46 1 17.53658266 2.95 0.0890
L7 1 6. 11434762 1.03 . 0.3131
X3 1 2.48277646 0.45 - 0.5034
ig 1 5.02660212 0.8% - 0.3602
£10 1 1.89658376 0.32 0.5736
11 1 4,13017685 0.69 -0, 4067
School (X7,) 13 159.01487679 2.06 0.0230
Xy * Xy 1 2.66315542 0.45 0.5050
X5 * X 1 0. 76042821 0,13  0.7215
X5 * Xg 1 l,25046159 0.71 0.4000
X * X7 1 0.28414962 0.05 0.8275
X3 ® X5 1 1.06842817 0.18 0.6726
Xy, * 4 1 7.093531.88 1.19 0.277%
Xg * X 1 o 24,67180237 4.15 0. 0443
iz * Xz 1 3069208669 5,16 0.0252
Xg * Xg 1 11.68284513 1.96 S 1641
Xl . XZ ’ x 5'392\)“‘85 0091. 0'3433
X] * A 1 0.29828736 0.05 0.3233
X * X 1 1. 47462438 0.25 0.6197
X| * &g 1 0.00332175 0.00 0.9312
. | X] * Xg 1 1.13056420 0.19 0.6638
* X, * Xp 1 4,89218014 0.82 0.3667
X * Xg 1 19.99181 562 3,36 0.0697
X, * %o 1 9, 88420498 1.66 0.2003
L * Xy 1 27.13324919 4,56 0.0351

* Statistically Significant p € .05

©

ERlC | ) __
" | 8

Aruitoxt provided by Eic:



(Table 20 continued) | -72

Partial

Sourcs ‘ DF ~3um of Squares F Value PR F
X * Xg 1 12, 72437599 2,14 0.1467
X * X 1 3.47515216 . 0.58 0. 4465
L * 4o 1 3475433137 0.63 0.4288
Xy * & 1 3.97648237 0467 0.4155”

X3 * % 1 1.23970784 0.21 046450
xg * Xg 1 2.,77643057 0.47 . 0O.4961
53X 1 0.39987792 0.07 047960
X * xg 1 55471631459 ) 9.36 0.0028
X, * Xg 1 7.00786765 1.18 0.2803
Xy * X 1 2.73274954 0, 0.4995 -
L5 * Xg 1 0.55432168 . 0.09 0. 7608

L5 * %y 1 £.03524935 0.85  0.3596

. xz * g 1 3.09268777 0.52 0.4726
%5 1 2. 52034066 0.42 0.5166
X5 * Xg 1 21 .87745986 3.68 0.0579
X * X0 1 7. 47348438 1.26 0.2650

- ¢ Jtatistically Sigmificant p .05

Aruitoxt provided by Eic:

|
ERi;



Table 21
" Sununary Table for Analysis of Covariance of Full

Model Consisting of 48 Sources of Variance

.y = - ¢ e e e A IOTE JPR KD W AN e e e .-

Source DF Sum of Squares Mean Square F value + PR F R-Square
Model "60 2813.56060005 46.89267667 *7.88 0.0001 0.818268
Error 105 624.87313489 $.95117271
Corrected 165 3438.43373494
Total

<>

89
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Figure 2. A graphic reoresentation of interaction
between teaching anoroach and oast partici-
pation in distrihutive education programs.
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posttest score when taught using the adult IDECC systematlc approach

than students taught using the traditional approach. Students with
past participation in distributive education programs achieved a
higher posttest score when taught using the traditional approach thah'
when taught us;ng the adult. IDECC systematic approach.
Restricted Model Analysis
In order to investigate the second secondary research question, "Which
of the 48 variables contributed significantly to the research study
posttest score?," the full model was restricted to 19 sources of variance
with only a loss of 4.52% of the 81.83% accounted for in the full model.
Tableé 22 ard 23 include the results of this restricted model analysis
of covariance. £Eleven sources of variance contribute@ significantly to
the posttest scores, as follows:

i 2 = .0001.

X, (Student Ability) F = 82.83; df = %_3“
X, (Student Age) F = 7.02; df = %3“; p = .0090. |
Xs (Stpdent Educational wevel) F = 5.23; df = %3& p = ,0238.
xé (Student Occupational sxperience) F = 4.1;; df = %34; p = 0441,
Xg (Student Supervisory and /or Managerial b;perienge) F=17.28; df = %34 \\
2 = .0079.
X o (Sehool) F = 3.05; df = %%h; p = .0006.
(x5 ) ® (x5 ) (Student Educational Level by Student Zducational Level)
- F = 4.,01; df =) ; p = 0473,
134

(% ) * (X ) (Student Uccupational Experience by Student
Occupational Bxperience) F = 8,61; df =1 ; p = .0039.
13+
(§ ) * (Xg) (Teaching Approach by Student Supervisory and /or

managerial Bxperience) F = 5.68; df =1 ; p = .0185
L4
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(X; ) * (Xg ) (Student Ability by Student Supervisory and/or

Managerial Experience) F = 7,12; df =1 ; p = .0086.
X - T | .
(Xy ) * (X¢g ) (Student Age by Student Occupational Experience)

F=1046; df =1 : p = .0015.
I3

The results of the restricted model revealed “hat although the teaching
approach aepafately did not significantly contribute to the posttest
scores, other varjables were contribui. .g separately and in combination.
Furthermore, teaching approach in combination with student past
participation in distributive education programs contributed significantly
to the posttest score in the full model analysis and .eaching approach in
combinatlion with student supervisory and/or managerial experience contri-
buted significantly to the posttest score in the restricted model analysis.

Student abiiitve Table 23 indicr.es that the student's general
mental ability contributed significantly to the pus*tsest ccore. Figurs 3
shows that although the individual obsoryations were widely scattered, a |
linear relationship seemed to exist in such a way that the higher the
student's ability score, the higher the student's posttest score.
Furthermore, when the student's aoility score is considered with the
student's supervisnry and/or manageriai eprFience. a significant contrip.

‘uyion is made to the student's posttest score. This interdction effect

is discussed later in this chapter.

Student age. Table 23 imdicates that the age of the studant conirio-
~ wted significantly to the posttest score. This variable ir combinalion
with student occupational experience contributed significantly to the

P

achisvement of the student on the posttest score.

~ ¢ ’.
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Table 22

Summary Table for Analysis of Covariance of Restricted

Model Consisting of 19 Sources of Variance

Source gﬁ! “Sum of Squares Mean Sguare Eﬂ!§lue PR F R-Square
Model 52 2658.26032346 85.75033301 14.73 0.0001 - 0.773102
Error 134 780.17341148 5.82218964 ’

Corrected 165 3438.43373494

Total

«F
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Table 2)

Restricted Model Analysis of Covariance for Selected Sources
Of Variances with Degrees of Frecdom, /jum of Squares,

F Value, and Probaoility Level

1

Source DF Partial Sum of 3yuars F_Value PR_F
Xy ! 1 0.48490078 0.08 0.,7733
) , 1 . 482,24093611 82.83 0.0001
X5 ! 1 4. 81325879 0,83 0. 3649
’ Xg 1 - 40,86830867 7.02 0.0090
X5 1 - 30,42590176 5.23 0,0238
X6 1 24, 04059798 4.13 0, 044,
X7 1 " 0.79836906 0.14 0,717
X8 1 L2,38354351 7.28 - 0.0079
Lg 1 20.32882635 349 0,0639
X10 1 0.08248306 0.0 0,9054
X171 ' -1 0.25319272 0.0% -0,8251
. School ‘({12 ) 13 231.07402523 3.05 0.0006 *
X5 * Xs 1 23,3343579% 4,01 0.0473 *
X * X 1 50,11876420 8.61 0.0039 *
L * Xg 1 33.0891.7416 5.68 0.,0185 *
v Xy 1 15. 72309666 2.70 0.1027
L+ X3 1 41, 456 331 7.12 0.0086
X, * X5 1 60. 91682406 10.46 0.U0L5
X * X 1 1.35532203 . 0.23 10,6303

e Statistically Significant p € .05.

] . . i
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Student Age in Combination with Student Occupational Bxperience,

Not only did student age contribute separately and student
occupational experience contribute separately to the postiest score, odut
the codaination of student age and stddent occupational experience
contributed sigmificantly to th; vosttest score (Table 23). Figure &
reveals that as the crossproducts of student age and stu&ant occupational
experience increase, the research study posttest sgores increase. -
However, the researchers caution the reader at this point in the
discussjon since the two variables forming this interaction are continuous
variables which are non-additive. The graph in figure &4 is included for
study purposes only.

| Student educational level. A significant contribution to the posttest
score was made by the variable, student educational level, by itself
and when it was multiplied by 1tsel§. This indicates that a llnear and a
curva-linear relationship were present. Tnereiore, not only did student
educational level havé a linearveffect, but it also had a curva-linear
effect.

As the graph in Figure 5 indicates.'as the student's educational level
increased, the posttest score increased. However, as the student
educationa. level got higher, the less of aa increase occurred in tae
posttiest scorés._

Student occupational experience. A significant contribution to the

posttest score was made by ihe variable, student occupaticnal
experience, by itself and when it Qas multiolied by itself. This indicates
that linear and curva-linear relationships were preseﬁt. Therefore, not
only did student occupational experience have a linear effect, but it

also had a curva-linear effect.
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Figure 4. A graohic representation of the interaction between
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As the graph in Figuﬁe 6 indicafgs..as the student's occupational
experience increased, the posttest score decreased. Furthermore,” the
larger the number of years of occupational experience, the sharper the
decrease in the posttest score. Alsc, this occupational experience
variable effected thé posttest score when considered in combination with
the variable, student age. |

Student age in combination with studont occupational experience,
The interaction of studedt age and student occupational experience
contributed significantly to the scores on the rssearch study positest,
Howeveé: the effec}, was not interpretable. |

Student supervisory and/or managerial experience. Table 23 indicatés
that the student's supervisory and/or managerial‘eﬁperience contribated
significantly té-the posttest score. This variable in combination wikh
%eaching approach and in combination with ability contributed sighiricantly

to the postiest score.

Student ability in combination with student supervisory and/or

managerial experience. Figure 7 seems to indicate that as the combination

of studedt ability and student supervisory and/or managerial experience
increases, the posttest scores may decrease. However, the investigators
caution the reader at this point of the discussion since the two variables
forming this interaction are continuous variatles which are non-additive, The

graph in figure 7 is included for study purposes only.
Teaching approach in combination with student supervisory and/or

managerial exégrience. Table 23 indicates that teaching approach and
student supervisor& and/or managerial experience interaction does
contribute significantly to the achievement of students on the research

study posttest.

10
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: FiguFE 6. A graphic representation of the.relationshiv between
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study posttest score. - )
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Figure 7. A graphic reoresentation between student ‘
4 ability and student supervisory and/or
. managerial experience. R
\n
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The graph‘in Figure & reveals that students with less than 2,89
years of supervisory and/or mafagbrial experience who received instiruc-
tion on employee trainiry, evaluation, and motivation by the adult IDECC
systematic approach tended to achieve higher poattest scores on the research -
stuﬁy posttest than students with less than 2,89 years of supervisory and/or
managerial experignce taught by the traditional approach. However, as |
the number of years of supervisory and/or managerial experience increased
past the 2.89 years, students taught by the traditional approach acr.eved
higher posttest scores than the students taught by the adult ILECGC

systematic approach.

—

¢

.
[ 34
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25‘ 78

2.89 Student Supervisory and/or Managerial Experience

Figure 8. A graphic vepresentation between years
of supervisory and/or managerial exgﬁrience

and teaching approaches.
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SUMMARY, CONCLUSIONS AND RECCMMENDATIONS

" The final Chapter of this study will present: ‘
1. A sunnafy of the problem.
2. A review of the research methodology.
3. Major £ind1ngs and conclusions.
4, Recommendations for further study. - S

Summary of the Problem

The peid for this study risulted from the development of a new
adult IDSCC sfstén. In order to Erovide the most effective competency-

_ based materials for adull distrisutive education, a study was needed to
determine the ¢ffectiveness of the nswly adapted IDECC aystem at the adult
level. The purposo of the siudy was to provide IDECC. Inc. with &
information which would be useful in improvzng future adult iwstructional
materials. )

Therefore, this study was d signed to investigafe the primary
research q§estiqn: /’k//y‘

Doss teaching approach,after controlling for school effect ard
se;ected‘student variables.contribute sié;ificgntly to student achievement

based on a measure of knowledge of employee training, evaluation, and

motivation?

©
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- 1If the answer'_ to'this question is yes, will there be a significant

B

difference between the achievenqnt of ‘adult students who learn oy

W adult IDBGC: systema#.ic teachrng approach and adult students who

“learn by the ;raditional teaching approach? |
Furthermore, this study was designed to investigate tne following

secondary resears rqqggt_j::ﬁ( .

1. What proportion of the variance of student achievement is

" accounted for by the following sources of variance?
Q Variabl:\ki\i\\ Teaching Approach- , -

Variable X, : Student Ab

-«
b

Variable x3 :  Student Sax: N . : ,
Variable xu :  Student Age |
_Variable x5 :  Student Bducational Level °
Variable X, : . Student Occupatiogal Sxperience "
Variabls X, :. Student Previous Iraining in Esployee Training,
' \\ . Bvaluation, and Motivation .
| Variable Xq : Student S&pervisory and/or Managerial Experienc;
Variaéle x9 : Student Employment Status S
- Variaole X, 4: | Type Student (preparatory or supplementary)
Variable X, : Past‘ Participation in Distributive Education,
. Programs
Variable Xla' Scnool
'Variable X, by X3 : Student Ability bxg?tudent Sex
Variable Xz by x,& . Student Ability by Student Age
variable x2 by 15 : Stucent Ability by Student Bducational Level
Variable X, by x6 : Student Ability oy Student Occupational

<y ' Bxperience

>

Q ~ R . . IO(JI
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Variable %é by’-x8 : Student Ability by Student Supervisory

e S and/or Qanagerial Experience ' ‘ : (
’ . Variable x by 19 : Studenx Ability by Student ENployuent N . 13\\\
' . .«30_ ) - .
Status " ’

74 Vardable X, by "ioé; ‘Student. Ability by Type Jtudent
Vhriable i' by X

.Student Sex by Student Age . .~
A Variable xa by Xg +  Student Sex'by Student Occupational
. Experience
T _“; Vhriable X, by x8
Menagerial Rxperience

Y StuQent Sex by Student bupervisory and/or

i Varieble i; by 15 :  Student Age by Student Bducational Level
L Vhriable Xu by X Student Age by Stndent Qecupational . 'ﬂ
) R ‘ Experience - .
~m3v\.§afiable x“ by=x . Student Age by Student Supervisory and/or
) IR Managerial Experience . ?
: - . , yhriahleaxu by~19 3 ‘ctucen?nge@by Student ;nploynent Status B E;;.
’ ‘ . Variable X, by X : Student Bducational Level by Student ~ *
: - Occupational Experience 7 Qf . o
. Varieble x5 by x7 Student Educational Level by Student Pravious |
) Training in the Unit [

¢ .
[ N A%

Variable X5 by‘X8 . Student Bducational Level by Supervisory
and/or Ménageriai,sxperience |

Variable Xg by x7 : - Student Océupational Expegience by Student
: ; - Previous Training in the Unit

N - ) )

Variable 16 by 1'8' : Student Occupatianal Bxperience by 3tudent

! o Suparvisory and/or Managerial &xperience

.o ) 1"0;’




Varianle x6 by xlo’ Student Occupational Experiénce by
v Type Student '
- Variable;‘.-;;7 by ka ¢ Student Previous Iraining in the Unit by

Student Supervisory and/or Managerial Experience

2. Which of the above yariables._cohtribute signiflicantly to the

achinvement of adult students based on a meagure of their

.

e knowledge of employee training, evaluation, and motivation?
. 'A v ‘
S E ; Research Methodology
f’ , , R o >
4# “ ~
— The study was quasi-experimental involving two levels of treatment: A
] ‘

° - (1) the adgit IDECC teaching .approach and (2) the adult traditional
teaching appreach. o s
“',Sixxeen classes were Qandomly selected'frgm a popul#iioh of 30 volunteer o
. sites. Eight oﬁhtﬂe 16 élasses.werg ranégmly assigned to ons group '
while the remaihing'éight sites were asﬁigned to a3secoﬁd group. Then
J each group was randomly assigned to either the adult IDECC teaching
1*;> .appnbgch or to the traditional teaching approach. One adult EDECC class‘
did nég compleﬁe the study, |
f Ip order to assure control of the study, a workshop was held for

\\‘ each of the groups, IDECC and traditional,

The instructional materials for both teaching approaches were based

Pl

3 ¢
on the unit, "Employee Training, Evaluation, and Movivation." The

same objectives were used for both approaches;
' The IDECC approach instructors utilized selected adult IDEGC
¢ - ~
competency-based materials for thelr unit of instruction. The traditional

instructors developed lessson plans for their instructional materials

-

-
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within the workshop setting. This method was used by all eight traditional
instructors involved in the study, |
In order to collect the data on the variables of interest, questione
naires were developed awd administered “o the students and instructors
pgior to the treatament.
At the onset of the study, students were administered a research
study pretest and a general mental ability test. The research study pretesi
was designed and validated t§ assess the student's prior knowledge of
employee training, evaluation, and motivation in order to determine the
equivalency of the two groups based on their knowledge prior to the
treatment. The avility test was used to determine if there was a
significant difference in the ability of all the students involved in the
study. ‘ |
| During the treatments, the atudents in the IDECC group received instruc-
tion by the adult IDECC systematic approach througn 10 competency packages
which provideéyinstruction on the topic of employee training, evaluation,
and motivation. The tradiﬁional students received their instruction
through thettraditional teaching approach as established by the tradi-
'tional instiuctors during the warkshop;
| At the completion cf the instruction, students in each group were
administered a research study posttest to assess the students' knowledge
of employee training, evaluation, and motivation.
Data were submitted by mail to the investigators as they were collected
at thesitas, Ability tests were hand scored and double checked at the
project office of the investigators. The research study pretests and

posttests were machine scored and spot checked for accuracy.
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The data were analyzed by utilizing éhe Statistical Package for the

Social éziencds (SPSS) for the description of the student and

instructor variables. The Staiistical Analysis System (SAS) was used to

analyze ihe sources of variance in relation to the research study's

posttaest scores,
- Major Findingg and Conclusions

Not withstanding the limitations atated in Chapter 1, the findings
and conclusions of this study are as follows:
Secondary Research Questions

Question - 1. what proportion of the variance of student achievement
13 accounted for by the sources of variance identified in Chapter 11

When analysis of covariance by regression was utilized taking 48
sources of variance into consideration, 81.83% of the variance was accounted
for in the research study posttest score. After restricting the sources
of variance to 19, only a 4,52% loss of the variance accounted for in
the full model occurred, therefore, 77.3l% of the variance was accounted
for in the restricted model.

Qquestion « 2.,  Which of the identified sources of variance contrioute
significantly to the achievement of adult students pased on a measure of
their knowledge of employee training,. evaluation, and motivation?

Within the full model with 48 sources of variance presented, five
sources of variance made significant contriﬁutions. which were as
follows: school, student educational level oy student educational level,
student occupational experience by student occupational experience,
teaching approach by student pust participation in Distributive

Bducation programs, and student age by student occupational experience.
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Based upon these findings, the investigators concluded that

variables contriouting to student research study posttast scores among

.0230),

i

the students participating in this study were: school (p

LO05d3),

i

student educational level by student educational level (p
student occupational experience by student occupational experience

(p = .0252), teaching approach by student past participation‘in Distributive
sducation programs (p» = .0351), and student age by student occuvpational
experience (p = .0028).

Students without past participation'in distributive education achieved
a nigher posttest score when taught using the aduit IDECC systematic
approacn than students taught using the traditional appﬁoach. Students
with past participation in Distributive dducation achieved a higher
posttest score when taught using the traditicnal approach than when
taught using the adult IDECC systematic approach.

This source of variance was the only variable that contriouted
significantly to the research study posttest according to the full model
analysis but did not contrioute significantly according to the restricted
model analysis.

The investigators found that oy restricting the sources of variance
to 19, with only a 4,520 loss of the variance accounted for in the full
model, the following eleven sources of variance made a significant
contrioution to the research study posttest score:

a. student supervisory and/or managerial experience
(p = .0079)
b, student aocility by student supervisory and/or
managerial experienge (p = .0088)
c. - teaching approach oy student supervisory and/or managerial

experience (p = .0183)

11



d. student ability (p = .0001)

e. student age (p = .0090)

f.. student occupational experience (p = .0041)

g. student occupational experience oy student
occupational experience (p = .0039)

h. studeht age by student occcupational experience
(p = .0045)

i, studeat educational level (p = .0233)

j. student educational level by student educational .evel
(p = .0473)

k. school (p = .0006)

a.,b.c.  Supervisor and/cr managerial experience of the student
contributed significantly to the research study posttest score when
considered alone, "then considered in combination with-stud;nt ability
and when considered in combination with teaching approach, as the
combination of student ability and student supervisory and/or

.managerial experience increased, the research stuéy posﬁtest scores
seemed to increase.

Students with less than 2,89 years of cupervi sory and/or managerial
experience whu recgeived instruction on employee training, evaluation,
and motivation by the adult IDECC systematic approach tended to achieve
higher posttest scores than students with less than 2.89 years of
supervisor& and/or managerial experience taught by the traditional
apéroach. However, as the number of years of supervisory and/or managerial
;xperience increased past 2;89 years, the stgdents taught by the

traditional approach achieved higher posttest scores than the students

taught by the adult IDECC systematic approach.

’ o,
. Q ‘ i 11‘:
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de As student ability increased, the research study posttest scores
increased,

3., £f., g., and . h, Student age sigaificantly contributed when
considered alone; student occupational experience significantly contributed
separately, when multiplied by itself and then considered in combination
_”tth student age.

The investigators found that as the student's occupational experience
increased, the posttest score decreased. Furthermore, the larger the
number of years of occuﬁational axperience, the sharper the decrease in
the posttest score.

However, as the crossproducts of student age and student occupational
experience increased, the posttest scores seemed to increase.

i,, and j. As the student's educational level increased, the
résearch study posttest score increased. 'However, as the student
educational level got higher, t..e less of an increase occurred in the

research study postiest score,

ks, The effect of the intact classes used in the studiss resulted
in schools making a significant contribution to the research study
posttest scores.

Primary Research Questions

This study was primarily designed to answer the following research
question:
Does teaching approach after controiling for school effect and selected
) , student;variables contribute significantly to student achievement based
on a peasured knowledge of employee tralning, evaluation, and

motivation? - If the answer to this questlon is yes, will there ve a
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significant difference between the achizvemenu of adult students who
learh by the adult IDECC systematic teaching approach and adult students
who learn by the traditional teaching approach? |

Teaching approach was found to contribute significantly to the
research study posttest scores when considered in combination with
student past participation in Distributive Education programs and when
considered in combination wi“h student superviébry and/or managerial
experience, Specifically, a significant difference occurred between the
achievement of adult students who learned by the adult IDBCC systematic
approach and adult students who learned by the traditional approach
when the teaching approach was considered in combination with student
past participation in Distributive Education programs and when the .
approach was considered in combination with student supervisory and/or
managerial expérience.

Students without nast participation in Distributive Education programs
achieved higher posttest scores when taught using the adult IDECC apprcach
than students taught using the traditional approach. However, students
with past participatiun in Distributive iducation achieved higher posttest
séores when taught by the traditional apprbacn than when taught oy the
aduli IDECC approacn. Therefore,” the investigators concluded that
adult students having never participated in Distrioutive sducation prior
to instruction may achieve more by belng taught by the. adult IDBCC
apprnach. However, an adulti student with experience in Distributive
Educagion may achieve more by being taught by the traditional approach.

The investigators found that students with less than 2,39 years of

supervisory and/or managerial experience who raceived instruction by the

114



=93

adult IDECC approach tended to achieve higher posttest scores than
students with less than 2?89 years of supervisory ard/or managerisl
experience taught by the traditional approach. However, as the numoer
of years of supervisory and/or ﬁqnagerial experience increased past
2.89 years, the atudents taught by the traditional approach achieved
' gher posttest scores.than the student taught by the adult IDECC '\n\
approach. | _‘ .

The investigators concluded that students with under 2,89 years of
supervisory ahd/or managerial experience may achieve higher when learning
by the adult IDEC& teaching'approach than by the traditiona. approach
and that students with over 2,89 years of sup;rvisory and/or managerial
experience.qay gain more achievement when learning by the traditional

approach than oy the adult IDECC approach.

Implications ,

Since supervisory .and/or managerial experience is directly related -
to the content pf the unit taught in this study, namely, employee
trainiqg.mevaluay{qgf gnd_motivation. an implication of the previously
stated findings is that students with little or no e#éef;éﬁéém;;mﬁhem“Mmmﬂhm“J
content to ve studied may gain more knowledge by using the adult IDECC
systematic approach rather than the traditional apé?oach.

surthermore, based on the fiﬁdings of this study, new adult
Distrioutive Education students without past experience in Distributive
Education may gain more knowledge by using the adult IDECC systematié

approach rather than the traditional approach. #
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. Recommendations for Further iesearch

Based on the findings of this study, the following are recommendations
for further research:

l. A study that replicates the design of this *éndy using more
of the compebencx-based materials of the adult IDBCC system.

2. 4 study that examines the relationship between school effect
and teaching appioach.

3." An investigation of instructor variables as qpey relate to the
efgpctiveness of a teaching approach,

4, A descriptive study that identifiws the characteristics of
students enrolled in adult distributivé education courses.

5. A descriptive study that identifies adult distributive
education courses offered across the United Stateé.

6. | A descriptive study that identifies the characteristics of the
traditional teaching appreach. |

. 7. A study to determine attitudes of adult d;stributive education

. students toward the adult IDECC approach as compared to the traditional

approach.

11¢
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5, , B . : SR
. .

v EMPLOYEE TRAINING, EVALUATION, AND MOTIVATION S

2

e ! . -

A. ’Job Orientation I . , '

’i

vt

1. Efficiency in’job oriehtation
2. Orientation and its jjlation to future job performance '

&

-

_ B. . Emplbyee Training //'_

1. Methods of trainifig L
2. Selection of training methods _ -
~ 3. Use of trainingfmethods ' '

C. Employee'Evaluation
1. Evaluation procedures B .

2. Analysis of employee performﬁnce
3. Constructive criticism

. ’a
. . D. Employee Mor7le~and'Motivation o
1. Employéé morale
2. Employeé motivation
, 3. Employ¢e complaints
- | .
/
/ : . .
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DEVELOPHENT AND VALIDATION OF COMPETENCY BASED
INSTRUCTIONAL SYSTEMS FOR ADULT DISTRIBUTIVE EDJC;TION

EIGHTEEN MONTHS - SEPTEMB&R 19?6 to MARCH 1978

OBJECTIVE To develop and validate a competency hasad adult
distributive education instructional system using the
current IDECC systcm as a nurleph of the project. \

PROCEDURE: _ A, panel of consultants who represent industry and education

: ithin each of the seven IDECC business axeas reviewed the

current IDECC system: Educators from adult distributive
ducation rewrote Learning Activities where needed as
dentified by ‘the consultants. Rewritten adult lea;ning
. activities were field tested in adult distributive educes=
ion programs. . Reviaw of the field tested activities

K identified needed changes. Final learning activities were

developead. . . _ -~

RESULTS: Based upon the field test of the developed adult learning
~ activities it was demonstrated that the current IDECT
system is a usable format for adulf distributive education.

CONTRIBUTION TO ADULT DISTRIBUTIVE EDUCATION:

Specific aduit distributive education learning activi-
ities have been written to supplement the existing
IDECC system., Flexibility, offering a-wide application to
. adult s$kill training, is now available to the users of the
IDECC system. L N

Spinoff effects: core competencies identified; specific
competency identification with jobs at levels~-entry,

. step I and step II--thth business areas and curriculum
sections.

) : \
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. Theltan adult competencies utilized for this experimental study
. o éan be found in Part I of the Final Report, U.S.0.8., Part C., Grant
- '#00076-05?45.,"3?. "H | project #498AH60200. The competency numbers for
the L;afﬂing Activity Packages utilized in this study are:
VCoﬁpeiency #~097 (Communication)
Cdmpeténey # 604 (Managemeht)
Competency # 605 (Management)
. . Competency # 606 (Management)
Compstency # 607 (Management)
Competency # 610 (Management)
Competency # 664 (Management)
Competency # 690 (Management)
Competency # 691 (Management)

Competency # 729*(Management)

s Competenciss were presented by the IDECC group of instructors in

this order of instruction to the experimenta. treatment group.
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Objective:

Objective:

Objective:

‘Objective:

Objective:

Objective:

Objective:

Objective:

Objective:

Objective:

.

OBJECTIVES =109

As a result of the study of job orientation and the training process,
you will be able to identify a minimum of ten points/steps that
will assure efficiency in job orientation training.

As a result of the study, you will indicate cne of two reasons
proper employee orientation is necessary to insure future job
performance and discuss two of four -approaches a supervisor may
use to orient a new employee. '

Given a job performance to be developed, the student will demonstrate
the ability to identify most appropriate methods of training an
individual for the position.

The student will indicate a knowledge and understanding of ten
training methods.

To demonstrate knowledge and understanding of a store's procedure
for evaluating employees, the student will respond to four questions
concerning evaluation procedures. » '

The student will be able to identify, in writing, three specific
suggestions one should keep in mind when using records to analyze
and supervise the work of employees at different levels.

As a result of a study of employee problems, the student will be
able to name a minimum of three guides/steps he would use when
correcting an employee.

By correctly responding to a series of questions, the student
will indicate an understanding of the factors/ways of developing
employee pride.

By responding to a series of sample questions, the student will
indicate a knowledye and understanding of four ways to maintain
a working environment which offers security and freedom from
worry for employees.

Given prepared questions, demonstrate a knowledge of how to
communicate with others in order to make them work willingly.
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Resource Book List

Managenent Minded Supervision, 2nd Ed., Boyd, McGraw-Hill, 1976.

Personnel Managemert, 5th Ed., Chruden/Sherman, South Western, 1976.

Su ervisioh - Concepts and Practices of Management, 2nd Ed., Harman/
HiTgert, South Western, 1977.
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THE CHIO STATE UNIVERSITY
November 7, 1977

IDECC Project “ffice
1166 Chesapeake Ave.
- Columbus, Ohio 43212

* Dear

The Interstate Distributive Education Curriculum Consortium (IDECC) will
be conducting an experimental study in the spring as a part of a recently funded
federal project. A coimparison is to be made between the use of the IDECC sys-
tematic approach of instruction and the traditional approach in adult distributive
education classes. '

At this time, I am attempting to identify adult distributive education courses
‘that are planred for the spring (April, May, early June) and - adult instructors who
may be interested in participating in this study. Courses must be at least ten hours
in length and may be eitherpreparatory or suppleinentary (upgrading of cmployees) .
They may or may not b geared towards a certain type of husiness. In order to avoid
the risk of courses not being filled, only relatively stable programs will be used
if at all possible.

Instructors will come to Columbuc for one to five days of training in March,
depending on whether the instructor will be using the IDECC systematic appzoach or
traditional approach. A stipend ard expenses will be paid to the instructors for
participation in the March workshop. In addition, a set of IDECC materials will

be given to each site.

Please identify on the enclosed form adult instructors you lLelieve may be inter-
ested and the courses they will be teaching in the spring. These may be distributive
education teacher-coordinators, full-time adult instructors, or businesspeople with
a teaching background. The instructor should have had experience in teaching. How-

“/_ ever, knowledge of IDECC is not necessary. I will contact those suitable for the
study to detecmine their interest.

Please serd me this informatior by November 25th. Thank you.

Sincerely yours,

Robert G. Berns
IDECC Project Coordinator

+ € you do not have information needed to respond to this request, please forward
a lzcter through proper channels. . '
12

[ IR |
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Phone #

Instxuctor's Name

" ‘ress

Street

Full Time Occupation

City, State : Zip

' Primarily (check one)
Course Taught Preparatory Supplementary

If Appropriate, Specific Type of
Business (e.g., department store)

Instructor's Name

Phone #

Address

Street

City, State 7 2ip

Full T.m:ie Occupation

Primarily (check one)

1f Appropriate, Specific Type of
Rusiness (e.g., department store)

2 Course Taught Preparatory Supplementary

\

,Instructor's Name

Phone #

Address

Street

Full Time Occupation

City, State “Yip

Primarily (check one)

I1f Appropriate, Specific Tygpe of
Business (e.g., dcvartment rstore)

Couvrse Taught } reparatory Supplamentary

-
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THE OHIO STATE UNIVERSITY

December 12, 1977 °

The Interstate Distributive Education Curriculum Consortium (IDECC) will
be conducting an experimental study in the spring as a part of a.recently Funded
federal project. A comparison is to be made between the use of the IDECC gys-~
tematic. approach of instruction and the traditional approach in adult distributive
education classes. .

_ You have been suggested as an adult instructor who may be interested in
participating in this study. Courses must be at least ten hours in length and
may be either preparatory or supplementary (upgrading of employees) . They
may or may not he geared towards a certain type of businass.

Instructors will come to Columbus for one to five days of training in March,
depending on whether the instructor will be using the IDECC systematic approach
or traditional approach. A stipend and expenses will be paid to the instructors
for participation in the March workshop. In addition, a set_of IDECC materials
will be given to each site. o

If you are interested in participating in this study and have an adult
distributive education class(es) planned for the spring, please\fill out the
enclosed form and return it in the envelope by You need not

have any knowledge of IDECC. After hearing from you, I will send you further
information. ' .

Thank you.

Sincerely,

Robert G. Berns
IDECC Project Coordinator

132

Dr. Larry Casterline / Executive Director

MC Interstate Distributive Education Curmriculum Consartium (IDECC) / 1885 Neil Avenue (119) Townshend Hait - Columbus. Ohio 43210 / Phone (614) 422.4202
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Instructor's Name

0 School Address

Phone Number

Adult D.E. Courses
Planned for the
Spring of 1978

ADULT DISTRIBUTIVE EDUCATION

G

(Please attach a course outline if you have one)

wi

~

Please return by



; APPENDIX F

Letter and Response Form to Interested Instructors
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THE OHIO STATE UNIVERSITY

_ Thank you for your interest in the'adult IDECZ project planned for spring.
In order to make the final selection of 16 instructors, I will need for you to
complete and return the enclosed form. ’

Based on the course titles and outlines that many of you submitted, I have
developed a short udit of instruction which has the potential of slotting intc

* May will be needed for this unit. The rest of the course time, of course, 1is
entirely your own. ; .o .t

Please review the enclosed unitdoutliﬁe and complete and return the attached
form. The course may be supervision, small business management, ox any other
course as long as you use this unit of instruction in its entirety. The main
concern is that your class be within the arza of adult distributive education.
Students may be gaining credit towards a high school diploma. However, credit
toward an associate (post-secondary) or baccalaureate degree wou;d.exclude.that

class from participating.

i Dates for the workshop in Columbus, Oohio are yet to be determined. Please
check off the dates you cannot attend on the enclosed form. - Only check those
on which you ABSOLUTELY CANNOT ATTEND. ~

The length of the workshop will be either 2 or 3 days. This will be
.determined in early February based upon the agenda. You will come to Columbus
_on either Wednesday or Thursday evening and depart on Saturday night. A stipend

of $300 will be paid to you if the wcrkshop is 3 days or $200 .if it is 2 days.

Your stipend along with a set of the IDECC system materials will be sent
to you uvpon the completion of your teaching the unit and submitting the regquested
data. - '

All transportation, motel and food expenses will zlso be paid for your
trip to Columbus.

2 -

.o _ ) - ’ ' ;{
4 " -

Q
EMC e TR . ) ) Dr. Larry Casterline / Executive Director
AEANG A lm_g_fslate Dsslnbut.pve Education Curriculum Consortium (IDECC) / 1885 Neil Avenue (119) Towashend Hall - Columbus, Ohig 43210 / Phone 4614) 422-4202

i T : -
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one of several courses. Approximately 5-10 hours of instruction in April and/or -

-
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I must have this form back by January 27th in order to include you as
a potential site when I make the final selection. You will be notified

in early February whether or noty you have been belpcted. The actual dates
for the workshop will also bd set at that time.

If you have any questions, please call me collect at (614) 486-6417.
Thank you. :

>~ -,

T
)

Sincerely,

Robert G. Berns
IDECC Project Coordinator

Enclosura: (2)
RGB/cal

/r"



A.

1. Evaluation procedures

EMPLOYEE TRAINING, EVALUATION, AND MOTIVATION

Job Orientation

1. FEfficiency in job orientation

‘2: Orientation and its relation to future job performance

Employee Training

l. Methods of'training -
2. Selection of training methods
3. Use of training methods

\ ’ . ) , .
‘Employee Evaluation ' . >

2. Analysis of employee performaﬁce
3. Constructive Frtticism

Employee Morale and Motivation
1. Employee morale _ , 4
2. Employee motivation :

3. Employee complaints

=120. "
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ADULT STUDY SITES

Instructor's Name

School/Business Address

s

T~

Phone Number

(Area dee)

Office Hours (when
you. can be reached)

I am willing to participate in this study and use the enclosed unit
in a course I am teaching in April and/or May.

Yes No

if yes, what course?

If noi, why not?

DATES I CANNOT ATTEND
I cannot cocme to Columbus on the £ >wing dates
(Wednesday, March 1) Thursday, March 2 - Saturday, March 4
-
(Wednesday, March“a) Thursday, March 9 - Saturday, March 11
(Wednesday, March 15) Thursday, March 16 - saturday, March 18

(Wednesday, March 22) Thursday, March 93 - Saturday, March 25

(Wednesday, March 29) Thursday, March 30 - Saturday, April 1

PLEASE RETURN IN THE ENCLOSED ENVELOPE BY JANUARY 27

138
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APPENDIX G
Letters to Imstructors Informing Them of Results

of the Random Selection
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Thank you for your interest in the adult IDECC experimental study
planned for spring. 'More instructors were interested in participating
than could be included. Selection was based first on the dates that the
instructor could be in Columhus. This eliminated som=2 applicants. From
the remaining list, a random selection of 16 classes was made. Due to
one of the above conditions, your class was excluded from the study.

The possibility remains that one or more of the participating instructors
may find it necessary to withdraw from the study for some reason. If this
occurs and your name is randomly selected for participation in the study,
you will be called immediately. '

Thanks again for your positive response.

Sincerely,

Robert G. Berns
IDECC Project Coordinator

RGB/cal
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You have been randomlv selected to participate in an experimental study
concerning the adult IDECC system and will be teaching the enclosed unit of
instruction using the IDECC approach. Enclosed is a summary of the experiment
and conditions for the study for your .;eview. These conditions may seem rather
strict, but are necessary to obtain va:id results. ' '

A workshop will *e conducted t¢ prepare you and the other instructors for
teaching the unit of instruction. I have provided in this envelope another
copy of th¢ unit outline sent to you earlier.

‘Please make your own plane or travel arrangements so that you will arrive
ip Columbus on Wednesday evening, M2csch 15 and leave after 3:00 P.M. Saturday,
~ March 18. The meeting will be held Thursday morning, March 16 through Saturday
morning, March 18 in Columbus, Ohio.

Plane and limousine fares and approximately $10.00 per day for brealifast
and dinner will be reimbursed at the close of the workshop. Lodging (at double
occupancy) and lunch will be paid on a master bill by IDECC. The name ard
address of the motel is enclosed. Whenever possible, roommates wi 1 be assigned
based upon smoking or non-smoking. A single room will cost you $30.50 ($10.20
per night} which will be collected at the workshcep.

At the close of the experimental study, a stipend of $300 will be paid
to you as a participating instructor. Also, a set of the IDECC system will be
sent at that time.

Encloscd is a brief form to be completed and returned as soon as possible.
It there is any reason you cannot participate in the study, please call me
immediately. It is imperative that elight sites participate in each teaching

- 14
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approach and that each instructor attends the workshop.

Thank you so much for your willingaess to participate in the study. 1If
you have any further questions, please call me collect at (614) 486-6417.

Looking forward to working with you during the experiment.

Sincerely.

Robert. G. Berns
IDECC Project Coordinator

Enclosures: Form (to be returned in eiclosed envelnpe)
Motel Information Sheet
Description of the Experimental Study
Experimental Study Conditions

Unit Outline
sample of Humar Subjects Consent Form.

'Y
b
&
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You have been randomly selected to participate in an experimental study
concerning the adult IDECC system and will be teaching the enclosed unit of
instruction using the traditional approach. Enclosed is a summary of the
experiment and conditions for the study for your reviaw. These conditions may
seem rather strict, but are necessary to obtain valid xesults.

A workshop will be conducted to prepare you and. the other instructors for
teaching the unit of instruction. I have provided in this envelope another copy
of the unit outline sent to you earlier. .

Please make your own plane or travel arrangements SO that you will arrive
in Columbus on Wednesday evening, March 8 and leave aftex 3:00 P.M. Saturday,
March 11. The meeting will be held Thursday morning, March 9 through Saturday
morning, March ll in Columbus, Ohio.

Plane and limousi=e fares and approximately $10.00 per day for breakfast
and dinner will be reimbursed at the close of the workshop. Lodging (at double
occupancy) and lunch will be paid on a master bill by IDECC. The name and
address of the motel is enclosed. Whenever possible, roommates will be assigned
based upon smoking or non-smoking. A single room will cost you $30.60 ($10.20
per night) which will be collected at the workshop.

14

At the close of the experimental study, a stipend of $300 will be paid
to you as a participating instructor. Also, a set of the IDECC cystem will be
sert at that. time. ' '

Enclosed is a brief form to be completed and returned as soon as possible.
If there is any reason you cannot participate in the study, please call me

145
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immediately. It is imperative that eight sites participate in each teaching
approach and that each instructor attends the workshop.

Thank you so much for your willingness to participate in the study. If
you have any further questions, please call me¢ collect at (614) 486-6417.

wooking forward to working with you during the experiment.

Sincerely,

Robert G. Berns
IDECC Project Coordinator

Enclosures: Form (to he returned in enclosed envelope)
Motel Infox.ation Sheet
Description of the Experimental Study
.Experimental Study Conditions
Unit Outline
Sample o Human Subjects Consent Fora .



MOTEL INFORMATION ~128

Location of Workshop:
Hospitality Motor Inn
Interstate Rt. 7 and State Rt. 161
1000 East Dublin-Granville Road ;
Columbus, Ohio

Phone: (614) 888-4300

. [

Limousine service is available from ®ort Col umbus Aigpqrt to the
Hospitality Motor Inn. Fare is $10.00 for a rouad trip ticket which
will be reimbursed at the workshop. This 1imousine is marked "Airport
Limousine” and looks like a yellow bus. It caters to many Columbus
north end motels, including the Hospitality Inn. It leaves the airport
at the following times:

11:35 A.M. 4:50 P.M.
1:40 P.M. 6:30 P.M.
3:15 P.M. 8:40 P.M.

If 7ou are unable to make the 8:40 P.M. limousine, please take a
" taxi to the motel.

>

Ask at the desk for the IDECC meeting room number. Reservations
will be made for you. If you prefer a sindle room, please so indicate
on the enclosed form. Reimbursement will be @ : double occupancy rate.
A single will cost you $30.60 ($10.20 per night).

. . | |
(Since it is usually cold in Columbus in March, warm clothing 1is
advised.) '

=
%
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EXPERIMENTAL STUDY
ADULT
The experimental study in adult distributire education will be conducted N

to measure the achievement of adult distribut.ve education students when learn= \\\\

ing either by the IDMCC systematic approach or the traditioral approach. Within .

the study, the two levels of instructional apéroach will involve the teachingt o f
y

idegtical curriculum content for a period >f five to *en instructional hours. A
pre-test and post-test will be 2dministered previous to the treatment and follow-
ing the treatment respectively to control for threats to internal validity. 1In
addition, a shoct ability test willlbe administered to the students.

Sixteen classes have been randomly selected from throughout the nation
_representing twelve states, eight of which will utilize the IDECC approach, and
eight ;he traditional approach. ?he treatment has been randomly assigned to
the selected iqtéct groups, resulting in a quasi-experimental design.

The si#teen classes have becen identified as follows: (1) recommendation of
state supervisors, (2) volunteer action on the part of the instructor, and
(3) the identification of similar courses being taught by the instructors.

An in-service workshop will be held for each of the two groups (traditional
ané IDECC) in order to control the experiment as closely as possible. Each group
will be in wofkshop two and one-half days. Instructors. will be paid a sti;end
of $300.00 for participating in this study. Expens.s will ba reimbursed for the
following items: motel room (at double roém occupancy) , air fare and limousine
service, and $10.00 a day for breakfast and dinner (lunch will be provided).

zach participating site will be given a set of the IDECC system at the

" close of the study.




For the

10.
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EXPERIMENTAL STUDY CONDITIONS

study to be valid the following conditions have to be met:

T - lnstructor of the unit must attend the workahop in Columbus,
Ohio. (Expenses paid)

Students and instructor must sign a human subject clearance form.
(See attached)

The students in the class must take a gene:al ablllty test.
(Takes approximately 2C-30 minutes)

A pre-test and post-test (developed by IDECL, must be administered
to all students in the study.

“~

The unit must be taught in the manner prescribed in the workshop.
IDECC instructors will u.e the IDECC approach. Traditional
instiuctors will use the method established by the instructors
in the trad.tional workshop.

The provided and identified resources must be used.
Preliminary work must not be done on the uni.t.

A brief background questionnaire will be administered to the
irstructor and students.

The erclosed topical outline of a unit of instruction must be
implemented during tune month of April and early May.

"Students in the course must not be gaining credit toward a post-
‘secondary degree.

d



P TOPICS TO BE INCLUDCO IN STUDY =131

y

(please do not teach these topics prior to the wdrkshop)

EMPLOYEE TRAINING, EVALUATION, AND MOTIVATION

1

6 : A. Job Orientation

b

1. Efficiency in job orientation
2. Orientation and its relation to future job perfomance

B. Employee Training

1,‘ Methods of &a,ini.ng-* :
2. Selection of training methods :
3.. Use of training methods /

C. ‘Employee Evaluation
1. Evaluation procedures
2. Analysis of employee performance - , _ ‘
3. Constructive criticism - - .
D. . Employee Morale and Motivation
1. Ernployee morale

2. Employee motivation
3. Employee complaints
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L .
PLEASE RETURN THIS FORM AS SOON AS POSSIBLE

Name of Instructur y

Social Security Number

: Mofel “ f\.

Please check one of the following:
* Double occupancy is acceptable ' . 2
I prefer a single room and understand
I must. pay the cxtra cost (3 nights
@ $10.20 per night, total $30.60) '
+ Please check one of the following:

Smoker

. Non~-smokear

Resources

. Please check the blank if you have at least one (1) copy of the book:
available to you.

Personnel Management, Sth Ed., .Chruden/Sherman, Séuth-Western, f976.

Retail Business Manhagement., 2nd Ed., Gillespie/Hecht, McGraw-Hill,
1977. -

ISupervisién ~ Concepts and Practices ui Management, 2nd Ed., Harman/
Hilgert, South Western, 1977.

Management Minded.Supervision;.2nd Ed., Boyd, McGraw-Hill, 1976.

Personnel Director's Handbook, 2nd Ed., Wilbert Schur, Dartnells !
Corp., 1970. o )

Modern Retailing Management, 8th E4., Dpncan/Phi1lips/Ha11andér,
Irwin Publishers, 1972.

Modern Retailing Management, 9th Ed., Duncan/Phillips/Hallandex)
Irwin Publishers, 1977.

i
Human Elements of Administration, .arry R. Knudson, Jr., Holt/ (
Rinchard/Winston, 1963.

Netailing Principles and Practices, 6th Ed., Richert/Meycr/Haines/
“Harris, Gregg of McGraw-Hill, 1974.

S L

[ -] [ 4 . n
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\ : Resources (continued) o "

4

\ gersannel and Human Resources Administration, 3rd. E4,, Megginson,

! : 1977. '

v LI . ¢ .

< Motivate for Proufit, Burbank, Distriuutive Education Instructional

[ . Materigls Laboratory, University of Texas, 167. _ -

[

; Retail Merchandising, 8th §§&¢mwingate/5amson, Southwester, 1975.0.
Tt ' .

Readings in Personnel Maﬁagement, 4th Ed., W.lliams, Southwestern,
" 1976. .

4
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Protocol No.

RESEARCH INVOLVING HUMAN SUBJECTS
CONSENT TO SERVE AS A SUBJECT IN RESEARCH

BEHMAVIORAL AND SURVEY RESEARCH FORM

1 consent to serve as & subject in the resgarch investigation entitled:

to me. This research is to be perf(

ance of the research.

I understand that any fur

be answered. I understand my i

following the

“Signed _ i
(Subject)
Date
A.M.
Time P.M.
Witness - (Auditor) \\\_’//
Tﬁvéstigatcr_
PA-027
15;

ER&C

Aruitoxt provided by Eic:
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Master List of Multiple Choice Items
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Questions for Unit of Instruction ~136
Sgployoo Training, Evaluation, and Motivation
Salect the best answer:

1. A formal orientation program should provide new employees with all
but one of the following items, Which item shiould it NOT include?

A. Information concerning safety rules.
B, Elaborastion over policies and procedwres of the business
C. Description of the company

2. Which persen. has the most impo.tant role in the srientation program?

A. Co=worker
B. Personnel director
C. Supervisos

3. - Time spent to reduce anxiety ¢ . the beginning of the orientation period
has shown that:

A. it makes no difference in the productiviiy and absenteeism of

new employees.
B. the results are greater productivity and reduce. personnel costs
C. neither ot the above statements are accurate.

4, The supervisor 3houid‘gg§ orient *ne new worker in the following way:

A. The supervisor may assign the new employee to a ~urrent employee
B. The supervisor may choocce tc conduct the entire orientation.
€. The new euployee may be allowed to look around and learn on

. . their owu. .

5. Regardless of who actually does the orientation o. new employees,
the responsibil.ty for the task lies with the:

A. worker
B. super-isol
C. peers

6. 'When should a new employee be orienied to the Jjob?

A. First day on the job
3. After the employee has oceen aole to "settle down' (second day/
C. Second week of work

7. A primary purpose of the orientation program is to do which of the
following?

A. Train the employee
B. Relieve anxieties of the employee
C. Bvaluate the empicyce

| S
et
.
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12,
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Proper job orientation has a relationsidp to:

A. amount of salary required
B. the overcime put in by the new employee
C. {future joo performance .

It has been found that in regard to anxieties and orientation thai:

A. anxiety of new employees interferes with the orientation and
tralning process

B. orientation and training makes new employees have anxietles

C. it i3 oatter to orient and train new employees after they
have been on the job six weeks.

A good tralning program is based upon which of the following?

A. A variety of methods

.B. One specific wmethod

G« Classroom training
Initiation practices with new employees by peers har a tendency to:

d. increase anxiety in new employees
B. give an image that the organization will ve pleasurable to work

in.
C. cause the new employee tn resent thelr peers.

The use of a checklist in orienting new employees insures:

A. that the new employee has something to follow for the first
few days

Be not overlooking items in orientation that are important
tc the new employee

C. none of the above are accurate.

Job orientation programs are primarily concerned with wnich of the
following?

A In-depth instruction on the organization, its purpose and
proceduses

B. A general overview of the company and policies and procedures
as they concern the new employee

Ce Both A and B

The most commonly used method of training empioyees is:
N P

A. clessroom training
Be on the jon training
Ce conference or discussion

#hich of the ~ollowing training metnhods is used to provide training
in the practi.al and tneoretical aspects of tne work in a s«iil
trade?

A, apprentice
B on-the-job
C. Simulation
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20,

21,

22,
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which of the following training approaches provides for handling
the maximum numoer of trainees with a minimum numoer of instructors?

A, individualized -instruction
3. claasroom training
C, conference

which of the following training methods is used when the actual
equipment is not available but similar devices are used?

A, simulation
B. Onethe-job
Ce demonstration

Which of the followlng training methods usually requires a high
degree of employee participationf

A, demonstration
B. discussion
Ce simulation

A training program which comoines practical on-the-job experience
with formal classes are called:

A, apprenticeship tralning
B. cooperative training
C. programmed instruction

Which of the following training methods is developed from actual,
realistic experiences which the students interpret and analyze?

A. simulation
B. discussion
C. case study

The most frequently used methods of training are:

A. simulators and other training devices, computer assisted
instruction, job instruction training, conference and lecture.

B. joo instruction training, conference or discussion,
apprenticeship training, job rotation, coaching amd lecture.

Co job instruction training, computer assisted instruction,
conference or discussion, apprenticeship training, coaching
and lecture

The use of a training method shouid ce determined oy:
A oojectives of the particular training course

B abilities of the trainer and trainees
Ce both of the above
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30,
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¢

Which of the following is a disadvantage associated with programmed
instruction! '

A. : Bach trainee learns at his or her own pace
B. More instructors are needed
C. Cost in preparing programs is high

Which of the following statements is most valid?

A. large companies usually use the same number of training methods
as small businesses

B. Certain methods of instruction are best for most training
programs

C. Some methods .of instruction may be better for a particular
training program then others

The content (subject matter) to oe included in the tralning program
should be based upon which of the following?

A, Cost of the training method
B, Tasks performed on the job
C. Abilities of the individuals to be trained

Evaluation of a training program should be based primarily upon
which of the following?

r

A. The extent to which the original goal or vbjective was achieved
B. Employee attiitudes toward their training
C. Methods training

Which of the following is NOI a consideration when choosing a
training metiwd?

A, Type or level of the job
B, Time and expern 2 involved
C. Objectives of the business

It is important that which of the following occur before employee
training begins?

A, Conducting a class entitled "How to Study"
B, Issuing name tags
C, Training the instructor

Appraisal of employees should occur at least:

A, once every five ysars
L, once a year
¢, once a month.

A formal evaluation system helps the supervisor in which of the
following ways?

A, Reducés the chance of personal vias distorting the rating
8, Reguires less time be spent on employee evaluation
Se Both A ard B '

156
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The evaluation of an employee should be made by:

A. their co=workers
B. the corporation president
C. the immediate supervisor

Euployee evaluation can serve as a basis for:

A. salary adjustments, transfers, promotion and termination
B, salary adjustments, promotions, vacations, and termination
C. transfers, promotions, leave, termination

wWhich of the following factors is most frequently included in
performance rating (evaluation) forms?

A. Punctuality, drive, attendance, quantity
B. Cooperation, quality, stabiliyy, attitude
Ce Both A and B

Which of the following is a major difficulty in filling out evaluation
Forms?

A, Finding the time to complete the form

B. Understanding the format of the evaluation form

¢, ZInterpreting what is meant by such terms as excellent, good,
average or poor

who should appraise the employee? .

A, the manager
B, the employee's immediate supervisor
G, - a co-worker

Which of the following best reflects when formal employee evaluation
should occur?

A, regularly
8, continuously
C. occasionally

An employee should be evaluated for which of the following reasons !

A. an employee has a right %o know (1) how well s/he is doing
and (2) what s/he can do t~ better his/her work performance.

B. To let him/her know where their weaknesses are and why they
may not receive a pay raise

Ce Neither of the above are valid reasons for evaluatlng an
employee.

Disciplinary action should ce taken:
“, in private

B, in weekly meeting
¢. in public



39.

Ll

L2,

L3,
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In what setting should evaluation reviews take place?

A, During department or store meetlings
3. In small groups
C. In private

When evaluating en employee, the supervisor should do wnich of the
following?

A, Emphasize strengths which could help the employee grow
B, Bmphasize weaknesses only
C. Ask that employee traits be changed

The most drastic form of disciplinary action is:

A. reprimand
B. demotien
Ce. discharge

Four basic rules to apply in discipline are:

A. immediacy, appealing, warning, and impersonality
B. immediacy, advance warning, consistency and impersonality
C. immediacy, impersonality, consistency and harassment

Which of the following is a primary purpose of employee evaluation?

A, Identify employees that shou.d be released
B. Motivate employees
C. Relax the employees

Discipline action should always be applied by:

A, top management
B, immediate supervisor
C., union representative

The employee should be evaluated tased upon which of the following?

A. Standards established for the individual when hired
B, Standards established for all employees doing the same job
C, Both A and B

In order to minimize frustrations, if an employee's personality
appears to conflict with nis or her assigned tasks, it is Ddest Lo
do which of the following?

A. Attempt to assign the employee to tasks that fit his or her
personality

B. Let the employee go so as to avoid future conflicts

c. Keep the employee on the same tasks in hopes that his or her
personality will adapt to the job



47.

L8,

L9,

50,

Ske

53¢

.l+2

Which of the following provides for effective morale!?

A, Emphasis on caompetition among individuals

B, Emphasis on conflicts to prevent employees from veing too
relaxed

C. Emphasis on employees working together as a team

when an employer hires a disadvantaged or slow employsee, he or she
should do which of the following?

A, Expect low productivity from the employee

B. Expect the employee to eventually reach the job's performance
standards )

C. Bxpect the employee to resist training efforts

Wwhich of the following is a way to develop pride and self-esteem
in the employee?

A. Oive the employee freedom to participate in decisionemaking
situations

B. Explain thoroughly the responsibilities that the employee has
and what is expected of nhim or her

C. Formally evaluate the employee frequently

Research has found which of the following to be valid?

A, Supervisors generally know what employees want most from

their jobs,

B. Supervisors gensrally do not know what employees want most
from thelr jobs

v, Supervisors need not be concerned vith whit employees want

most from their Jjobs.

Research has found that employees want which of the followling the
mosd ? .

A. High wages -
B. Full appreciation of work done
G, Good working conditions

Which of the following reflects the type of recognition that should
be offered to the employee?

A. (teneral recognition
B, lavish recognition
Ce Recogni.btion over specifics

In order to motivate employees, which of the following approaches
should be taken by the supervisor?

A, Praise the employee when the supervisor is sincere

- B, Rarely praise the employee so as to prevent the employee f{rom

feeling too confident
c. Praisc the employee frequently over supervisor's general
impression of the employee
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Which of the folloﬁing seems to help in motivating employees?

A. Do not tell *“e employee his/her faults so that s/he will
improve on his/her own.

B, Make the emplcsee feel as if s/he belongs in order to ge*
him/her to want %o produce

C. 4lienate the employee so that s/he will not spend a lot of time
talking to other employees and not getting his/her work done

when communicating with employees, which of the following statements
is best?

A. Each employee should be motivated based upon individual
differences

B, Each employee slwuld be motivated in the same way

C. Bmployees should not be motivated

which of the following statements is valid in terms of communicating
with ard motivating employees?

A. The supervisor must be articulate and have a good commard of
the language

B, The supervisor must follow only the formal communication
channels when motivating employees

C. The supervisor should 'ant to communicate with the employess

Which of the following is a word that means the same thing as
motivation{ '

A, Morale
B, Incentive
Co Commurdcation

A dissatisfaction is usually cousidered to be a griesvance when which
of the following exists?

A, The dissatisfaction is real (valid) and not imaginary (invalid)

8, The dissatisfaction has been expressed in writing to management
and action has been taken on it

C. The dissatisfaction is real (valid) or imagined (invalid)

The role of the supervisor concerning grievances is which of the
following? '

4, A part of the supervisor's job

Re The supervisor has no vart in grievances--it is the work of
the supervisor's superiors

v, The supervisor serves as the person providing information
to superiors only.

Policies are the same as which of the following?

A, Objecti&es of the business

B Procedures of the business
C. Guides for a course of action

16y
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61. Policies are usually expressed in which of the following manner?

A, Orally understood
5, Written statements
U, Within the written objectives of the business

62. 'Who usually writes the policies of a business?

A, Employees
B, Supervisors
C. Top management

63. Policies of the business usually apply to -employees in which of the
following ways?

A, tmployees should-not be told what the policies of the ousiness

are
B. Employees should oe kept informed as to what the policies of

the business are
C. Employees should be asked to write policies for the business

64, The supervisor should answer questions concerning a grievance in
whica of the following ways?

A. In a straightforward and clearly understood manner- - - .

5., In a manner so that the employees do not really understand
the decisions

C. . In a formal atmosphere, usually through legal aides or lawyers

65, wWhen should a decision on a grievance occur?
A, Immediately upon hearing of the grievance so that the employees

need not wait and get more upset
8. After time has passed and the complaint has hopefully been

mostly Hrgotten ,
cC. After time has been spent listening to employees and gathering
facts A\l .

66. An effective way for the supervisor to deal with a grievance is to
do which of the following?

" Ao  Avoid the employees in order to lessen the opportunity for
conflicts

. Listen to the employees' grievances

.  1lssue a statemrnt citing company policies and orocedures

O W

67, +he first step of the grievance proc~dure finds which of tne following
persons primarily involved/

A Supervisor
Se Personnel Manager
C. Company Manager
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ADULT STUDY
PRE-TEST
Select the BEST answer:
1. Research has found .which of the following to be valid?

A, Supervisors generally know whai émployees want most from their
jobs.

B. - Supervisors generally do not know what employees want most
from their jobs

C. Supervisors generally are not concerned with what employees
want most from their Jobs.

2. The formal evaluation of an empluyee's job performance is usually
made by: i

A, his/her co=workers
B, the corporation president
C.  the immediate supervisor

3. In what setting should evaluation reviews.iake place?

A. in department or store meetings
B,  In small groups '
¢, In private .

L, mvaluetion of a training program should be based primarily upon
which of the following?

A. The degree to which the original goal or objective was achieved
B, Employee attitudes toward their training orogram
C, The type of training method used '

5« Which of the following is. -an important objective of employee evalua-
tion? . .

A, Identify'enployees that should'be'released
8, Motivate employees
c. Relaxithe employees

6. What should anjemploiir-exneci when a disadvantaged or slow employee:
has been hired?'

A, The employee will jve low in productivity
B The employee will ventually reach the joo's performance
- standards = f?
C. The egpkoyée wWill r Sist training efforts '
7e shat is tne relation between anxieties and orientation of most new
employees? ' a

A, Anxiety of new employees interferes with the orientation
B. Anxiety of new employees has no effect on the orientation process
Ce Anxiety of new emoloyees is reduoed by the orientation process

Q . | . 16’3
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8, What is the recommended time interval for apprais§i of eaployees’
/ .

A. Once every two years ;
B. Once a year o
C. Onre a month J /

9. Which of the following reflects the type of ri#ognition
that should oce offpred to the employee?

A.. General iecognition o

B. - Lavish recognition /

C. Recognition-over specifics /

© 10es Which of the following is a conaidarationlfhen*chposing a2 training
method? _ '
/ ' ' [ 4

A. Tyvpe or'level of the job p
B.. Ubjectives of the business

C. Personality traits of the tralner .
. 11, Research on time spent to reduce anxie?y at the beglnning of the

orientation period has shown that: | ,
¢ J ‘

A, it makes no difference in the pr ductivity and absenteeism

of new employees ¢
‘veye B, it results in greater oroductiyﬁty and reduced personnel
costs .

C. it does not reduce training coﬁts.

12, Which of the following training methods is used when the actual
equipment is not available but similar devices are used? -
. _ !
A. sinulation !
B on-the. job ;
cC. damons tration ’, ,

13. Which of the following training approaches provides for handling
© the maximum number of traineeq,wlth a minimum number of instructors?

A. . Individualizedinstructiqn_
B. Classroom instruction /
C. Conference ,' !
l4, Which of the following is a, word that is tne c¢losest in meaning to
"motivation?" : :

oA dorale
3. Incentive
Ce Communication

. .
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Régardless of who does.tha orientation of new employees, who actually
has the roesponsibility for the task?

A. Worker
B, 3Supervisor
C. Peers

A formal orientation program should provide new employees with all
but one of the following items. Which iftem should it NOT include?

A, Inforéatibn concerning safety rules

B. Elaboration over nolicies and procedures of tie business

C. Description of ti.s company

Policies are wsually expressed in which of the following manner?
A. Oral statements

B, Written statements :

C. Within the written objectives of the business

Employee evaluation usually does NOT. serve as a oasis for which of

. the following?

A. Le2ave, vacations
B. Promotion, terminations
C. Selary adjustments, transfers

Which of the following stateients is valid in terms of'éommunicating
with and motivating employees?

A. The supervisor must be articulate and have a good command of

the language ,

B. The supervisor must follow only the formal communication
channels when motivating employees

C. - The supervisor should want to communicate with the employees

Wwhich of the following-training methods is based upon actual,
realistic experiences which the students interpret and analyze?

A. ' Cagse study
Be CLCiscussion
C. . 3imwlation

When motivating ewployees, which of the following statemerts
is best?

A. Bach emplovee should be motivated vased upon individual
differences ‘

- B. [Bech employee should be motivated in the same way -

C. Each employee should be motivated continuously.



149
22, The uge of a check list in orienting iew employees insures:

A. that the new employee has something to follow for the first
few days

3. that important items are not overlooked by the supervisor in
the orientation

, that the company is well managed

23. Policies are the same as which of the followingf

A. 'Ubjectives of the business
B. Procedures of the business
Ce Guides for a course of action

24. Which of the following training methods usually requires a
hi.gh degree of employee participation?

A. Demor. “ration
B. Discussion
C. Lecture

25. The most frequently used methods of tralning are:

A. simulators and other training devices, computer assisted
instruction
B. job insiruction training, conference or discussion, apprentice-
ship trainiag
. C. Computer assisted instruction, apprenticeship training, coaching
and lecture

26, Which of the following is a suggestion to keep in mind when using
records to analyze and supervise employeesf{

A. Records need not oe confidential

B. Records should be used as the sole oasis for a final decision
on personnel

C. Records should be checked for completeness, accuracy and
updated periodically

27. A gocd orientation program ic basea upon which of tne following®

A. A variety of methods
B. One specific method
C. Clagsroom training

28, If the personality of an employee appears tc conflict wita tre
assigned task(s), which of tne following actions is suggested in
order to minimize frustrations?

Assign the employee to task(s/ that fit his/her oerscnality.
wet tne employee go sc as to avoid future conflicts

{eep the employee on the same tasks in hopes tnat hWis/her
personality will adapt to toe job

Q>
. @
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29, which oy the following is a common dirfficulty in filling out eval-
uation forms?

A. Finding the time %o completc the form

B. Understanding tne format of the evaluation form

c. luterpreting what is meant by such terms as excellent, good,
average or poor

30. Records may be used to analyze and supervise the work of employees
in which of the following ways? :

A. Records should not be used for evaluating work - suzervisors
should use observations and evaluations of coe-workers
8. For comparison purposes to see if an individual has improved
his/her work over a period of time
— C. As a source of information to co-workers to compare their work
to others

3l. In order to motivate employees, which of tne following approaches
should be taken by the supervisor?

A. Offer praise when it is sincere

B. Rarely praise the employec so as to preve.t tne employee from
feeling too confident

C. Praise the employee concerning the sugervisor's general
impression of the employee

32, Which of the following provides for ~ffectise morale? ,

A. EZmphasis on competition among individuals

B. smphasis on conflicts to prevent emplLoyees from oecoming too
complacent

C. Bmphasis on employees working together as a team

33. The content (subject matter) to pe included in the traini:yg program
. hould be based primarily upon which of the following?

A. Cost of the training method
B. Tasks performed on the job
C. Abilities of the individuals to be trained

i

34, A primary purpose of the orientation program is to:
A recruit the employee
Be relieve anxieties of tne emvloyee
C. evaluate the employee

fF ..

b 7B
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ADULT STuDY
POST-TEST

Select the best answer:

1.

2.

The most commonly used method of training employees is:

A. classroom training.
B. on the job training.
C. conference or discussion.

Evaluation of a training prayram should.be .based. primarily upon
which of the following?

A. The type of training method used

B. The degree to which the original goal or objective was achieved
C. Employee attitudes toward their training program

¥

What should an emp1oye? expect when a disadvaiiaged or slow employee
has been hirad? .

A. The employee will resist training efforts.

‘B. The employee will be lTow in productivity.

C. The employee will eventually reach the job's performance .
standards.

-y

What is the recommended time interval for appraisal of employees?

A. once a year.
B. once a month.
C. once avery two years.

Which of the following statements is valid in terms of communicating
with and motivating employees?

A. The supervisor should want to communicate with the employees.
B. The supervisor must be articulate and have a good command

of the language. _
C. The supervisor must follow only the formal communication

channels when motivating employees.

165
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‘5. In order to motivate employees, which of the following approaches
should be taken by the supervisor?

A. Rarely praise the employee so as to prevent the employee
from feeling too confident.

B. Praise the employee concerning the supervisor's general
impression of the employee.

C. Offer pra‘se when it.is ~incere.

7. When should orientation to the job begin for a new employee?

A. First day on the job
8. After t.2 employee has been able to "settle down" (second day)
C. Second week of work

8. The use of a ﬁheckTist in orienting new emp]oyees.insures:

that the company is well managed.

that the new employee has something to follow, for the first
few days.

C. that important items are not overlooked by the supervisor in
the orientation.

o >

g, When evaluating an employee, the SUDEPVISOP should do which of
" the following?

A. Emphasize strengths which could help the employee grow
B. Emnhasize weaknesses only
C. Ask that employee traiis be changed

10. Which of the following personnel has the most important role in the
orientation program?

A. Co-worker
B. Personnel director
C. Supervisor :

11. Records may be used to analyze and supervise the work of employees
" in which of the following ways?

A. As a source of information to co-workers to compare their work

to others.

8. Records should not be used for evaluating work - supervisors should use
observations and the evaluation of co-workers.

C. For compa: ison purposes to see if an individual has impre ‘ed his/her

work over a period of time,

17
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which of the following is a common difficulty in filling out
evaluation forms?

A. Interpreting what is meant by such terms as excellent, good
average or poor.
B. Understanding the format of the evaluation form.
C. Finding the time to complete the form. ,

In general, disciplinary action should be taken:

A. 1inprivate.
B. 1in weekly meeting.

" C. 1in public.

Job orientation programs are primarily concerned with which of
the following?

A. In-depth introduction to the organization, its purpose and

procedures
B. Anoverview afthe company and policies and procedures as they

concern the new employee . .
C. The projected earnings of the company

The content (subject matter) to be included in the training program
should be based primarily upon which of the following?

A. Tasks performed on the job ‘ -
B. Abilities of the individuals to be trained
C. Cost of the training method

Which of the following is a disadvantage associated with programmed
instruction? , '

A. Fach trainee learns at his/her own pace.
B. More instructors are needed. .
C. Cost in preparing programs is high.

Which of the following seems to help in motivating employees?

A. Do not tell employees their faults so that they will improve on

their own. .
8. Make the employees feel as if they belong in order to get them to

want to produce.

C. Alienate the employees so that they will not spend a lot of time.

talking to other employees and not getting their work done.

17§ -
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A training program which combines practical on-the-job erperience
with formal classes is called:

A. competency training.
B. cooperative training.
C. programmed iustruction.

Which of the following is a consideration when choosing a training method?

A. Objectives of the business
B. Personality traits of the trainer
C. Typa or level of the job

According to a survey in 1946, which of the following job factors did
employees want most? :

A. High wages
B. Full appreciation of work done
C. Good working conditions

ihe employee should be evaluated based upoi. which of the following? .
. Standards established for the individual when hired.

A
5. Standards established for all employees doing. the same job.
C. Standards established for all departments in the business.

»

A sound orientation program requires which of the following?

A, a plan.

B. an organization chart.

C. a lot of activities.

b

Which of the followiag provides for effective morale?

A. Emphasis on conflicts to prevent employees from becoming too
complacent.

B. Emphasis on employees working together as a team.

C. Emphasis on competition among individuals.

Which of the following training methods is based upon actual, realistic
expe ‘iences which the students interpret and analyze?

A. Discussion
B. Case study

-C. Simulation

175
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Proper job, orientation has a relationship to: ‘ ~156

A. amount of salary requifed. o
B. the overtime put in by the new employee.
C. future job performance.

Who should evaluate the employee's job performance in a large company?

A. The manager
8. The employee's immediate supervisor
C. A co-worker :

Which of the following reflects the types of recognition that should
be offered to the employee?

" A. Recognition over specifics

B. .General recognition
C. Lavish recognition

Which of the following best reflects when formal employee evaluation
should occur?

A. on a regular basis
B. on a continuous basis
C. on an occasional basis

Which of e following statements is most valid?

A. Large companies usually use the same number of training
methods as small businesses. _
8. Certain methods .of instruction are best for most training programs,
C. Some methods of instruction may be better for a particular
‘training program than others.

Research has found which of the following to be valid?

A. Supervisors generally do not know what employees want most

from their jobs.
8. Supervi.ors generally are not concerned with what employees

want most from their jobs.
C. Supervisors generally know what employees want most from

their jobs.



31. Which of the following is a suggestion to keep in mind when using -157
records to analyze and supervise employees?

A. Records should be checked for completeness, iccuracy and updated
periodically.

8. Records need not be confidential. '

C. Records should be used as the sole basis for a final decision
on personnel. : !

32. Which of the following is a word that is the closest in meaning to
"motivation?"

A. Incenéive
B. Communication
C. Morale

33. Which of the following is recommended to develop pride and self-
esteem in the employee? _

A. Give the employee freecom to participate in decision-making
situations. : ‘

B. Explain thoroughly the responsibilities of and expectations from
the employee. :

C. Formally evaluate the employee frequently.

34. What i3 the most drastic form of disciplinary action?

A. demotion.
B. discharge
C. reprimand.

ERIC 17
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Present Full-Time Position:

Name of Company/School:

0ver‘pow many years or months have you tau
i

Are yéu presently or

o
v

INSTRUCTOR QUESTIONNAIRE

4
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Name

Age: 17 cr younger 43-47
18-~22 48-52
23-27 53-57
28-32 58-62
33-37 63 or over
38-42

(circle one)

High School: 8 9 10 11 12

-3

College:’ 1 2 3

advanced Education: Degree

Major Area of Study

\ Which of the following is the highest level of education you have achieved?

Major Area of Study

L

any state?

If yes, in what subject areas?

Teaching Experience

Approximately how many adult education courses have you taught?

ght adult education?

have you ever been certified to teach in

Dates

Name of Institation From

To

Subjects Taught

T
TN, e

Lard

S,




e

Name of Company

Dates
From

To

Position

174
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, STUDENT QUESTIONNAIRE 162

Sex: Male Female Code Number
Age: 17 or younger 43-47
: 18-22 48-52
23-27 53=-57
, 28=32 58-62
33-37 63 or over

38-42

which of the following is the highest level of education you have achieved?
{cizxcle one)

High Scheol: 8 ¢ 10 11 12

Colliege: 1 2 3 4 Major Area of Study:

Advanced Education: Degree

Major Arsa of Study

Total years of work experience toward oczupation for which you
are training:

Do you have stpervisor or management experience? Yes No

If so, how many vears and describe the exporience:

Have you had educational training in the fcllowing axeas:

Enwployee Training, Employee Evaluestion, Employee Morale
and Motivation?
Yes Ne If so, please explain

—————— -t

Were you enrolled in a high school distributive education program?

Yave you ever been enrolled in a post-secondary distributive education
program? | _

Are you currently employed? Yes No

w = ® vy’ [ I A < S L |” W
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I1f you are presently employed, why are you enrclled in this course? (check
as many as you wish)

To prepare for a higher-level job in the
same or anotier company

To update your knowledge and skills for
your present job

To upgrade your knowledge and skills so
that you will become more productive in
your present job

To refresh your memory iif yocu have
recently raturned to work after an absencs)

To prepare for a new job in an occupaticn
other than your present one - please specify
the occupation for which you are preparing:

~

Other - pleasse explain

T£ you are not presently amployed why are you enrolled in this course?
as many as ycu wish)

To prepare for employment in the following
occupation: )

(please specify occupation)
To obtain a high school dinloma

Other - plewuse explain .

- pome - | . A | [ |

(check
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STUDENT CODE NUMBER

STUDENT COMPETENCY RECORD
.h others in order to motivate them to work will. ngly.

Competency 097 - Knowledge of how to communicate v

Time to successfully achieve this competency tin minutes as best you can)
iecked no, which learning activities were completed?

Pretest passed? Yes No If you
Individual #1 ® Group #3 Service Station Group
Individual #2 Group #4 Wholesaling Group
ronment where employees can have a sense of

Competency 604 - Knowledge of how to maintain a working envi
security and reasonable freedom from worxy.

Time to successfully achieve this competency (in minutes as best you can)
1f you checked no, which learning activities were compléted?

Service Station Group

Pretest passed? Yes No
Individual #1 Group 43 Hotel/Motel Individual
Individual #2 ~ Group #4 Hotel/Moucel Group R variety Store Individual _

' 3ervice Statior Variety Store Group ¢
. Individual
Wholesaling Individual

.-_—---_-_..___——-_—.-—_—_—.._..._.——-——_—_—...__-....——__—_..._

- e S S s S - e A o S

got~
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Lomwetency 605 - Knowledge of how to help cach employee have a feeling of pride in his company and the
worthwhileness of his work.

.ime to successfully achieve this cumpetency (in minutes as best you can)

Pretest passed? Yes ~ No__ If you checked no, which learning activities were completed?
Individual #1 Group #3 Hotel/Motel Individual o Service Station Group ____.
Individual #2 __ Group #4 ___ Hotel/Motél Group — Variety-Store Individual __
Service Station Individual variety Store Group o

- . — - T L - - G S T A G e e e T P S M S T S e S e e T SR SR - ——— -l — . M G e > S —— - o - i A i . S O e S s T G e T ke B T W iy S h T8 W R D e A S S s S e S e 0 S

adequate.

“.
Time to successfully achieve this competency (in minutes as best you can)

Pretest pass. d? Yes No If you checked nhu, which learning activities wexrc completed?
Individual #1 _ Group #3 Hotel/Motel Group
Individual @ Group #4 Service Station Group _
~,

184 .
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Competency 607 - Knowledge of the methods of training which can be used such as telling, showing,
demonstration, and dramatization. '

Time to successfully achieve this competency (in minutes as best you can)

Pretest passed?  Yes No 1f you checked no, which learning activities were completed?
Individual #1 Group #4 Hotel/Motel Individual .

Individual #2 Group #5 Service Station Group

Individual #3

- v D i - S A G T W S D WD D S WD WD G S ST S S S G e G o —_———-———————-.—-—————————-—--—_-————-—.---—----—.———————_—————----_————-—-——_

Competency 610 - Knowledge of the store's procedures for evaluating employees.

Time to successfully achieve this competency (in minutes as best you can)_

Pretest passed? Yes No 1f you checked no, which learning activities were completed?

v

Individual i#l Group #3 __ Department Store Individual

Individual #2 _ Group #4 Department Store Group

———_-———_———_————._——.—_—————-——.———————————— - o > wm ve Gt S P G N YA Y G S G MR S s e D W ——— — o ——— - D - D e S e M M S M e s S e 0 S5 S
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BEHAVIULAL #NU aUL IAL dLT L LED

. . ' HUMAN SUBJECTS REVIEW COMMITTEE (HSRC)
THE OHI0 STATE UNIVERSITY =171
Submission UJFG:_“__Eebnuaty_lZ. 1978 . ___ Protacol No.:___ 788 083.—-
Meeting. Date: February 24, 1979

The research protecol entitled “.__Expauhnenzaminn_and"EurlhaszaLLdaLjQn,of_xhe
__LDECE Compexenny_BasenNJnsxnunxionaLJhuﬂmmm_in_Adulx._Ensz;Sennndany*_and__
oF - cation : : -

' bY_ Terry M. Willi : rns
(Principal Investigator

_Fac.. Mgsaiignal_lgshnjsﬁlegLEngajisuL_.
Department & Collegel

g Mall

] Campus Address
_presented for review by the Human Subjects Review Committee to ensure the pro-
per protection of the rights and welfare of the individuals involved with con-
sideration of the methods used to obtain informed consent and the justification
of risks in terms Of potential benefits to be gained. The Comiittee aclion was:

'O APPROVED |
{3 APPROVED WIT# CONDITILNS BELOW
) DEFERRED -~ COMIENTS BELOW . . .
[0 DISAPPROVED | 2
[] NO REVIEW NECESSARY (£1le C5nvnn1¥%ﬁi;
) (5ignature of Committee Member)
. CONDITIONS/EOMMENTS:

N\ —The. suh,ie’c.ts_.werie.,.deemed..nczt.g_t..x:'ms.a' nd_the proto ol was_approved
 with the following restrictions: : _

— wpea-a o oemen o e o =

_l,__lf_.the_si;zdznts.,are.-gmdad,_t}my_shoud_be_ graded. in. comparLson. to_ochern
_____students_in their. sama_Leaming_gmup_or_condit.ion _rather_than in
— _comparison to siudends in ather leaxning groups or conditions. ‘

e - ———— - S g S0 v

o mmm— e e— A . e ¢+ S A A = VL "

:-L_Sulgr;rit_the-_infamza mn_ﬂzar_mll_be_g&mz; by the_teachers at the onset
_____of the study...- : :

_ 3. What, i1f any,- ?r.anis 1iona_a:e._made_far_ﬁtudants_nat_.to_.pa—z:_t‘__icipate_ar.__.,- -
____ta_zrmﬁar_to_-.ano@han_awm_if_they_m_ahaaaz.& - -

| f you agree to the. ahove conditions, please -sign this form in the s|u§?(u) pros
vided and return it with any additional information requested to Room 205, 0hio
State University Rescarch Foundation, 1314 Kinnecar fRoad, Campusn, within one veek.
Upon such compliance. the aporoval form will be mailed to you. (1n the case of 0
deferred protocot, please sulmit the requested infoimation al your corbiest cons
veniencet  The nexi mecting of the Commitleg. is two weeks trow bast wroting date.)

Date Q—:g 8' -;\“? Siunature_ N\ ..GM_,T_‘_\_&Q S&\‘M.‘Q_d,._g_}'\_:_.g;_—-—u

R g e .o Y et e ot et

D, y
__4§ZE?§Q§5§27/-.":%?fT%Ti-u__ e

4 (Principal Investigators

) AP E{ i
Nate e __ __Siynature ___m-k_;az -Clkﬁﬁz -
T . 7(.’!\.. i rina

, Behavioral and Sacial Sciences
Human Subjests Review Commit o).

"'C Form PA-OZ'A. . - 185 : -
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Continuing Review O

 THE_OHIO STATE UNIVERSITY

| RESEARCR INVOLVING HUMAN SUBJECTS
- PROPOSER USE OF HUMAN SUBJECTS: ACTION OF THE REVIEW COMMITTEE

The Behavioral & Social Scie Review Conr ittee has taken thg

v, . following action: | _ 1. Approve ,
, Y 2. Apnrovg with Conditions

‘3. Disapprove

~
——

with regard to the'employmeht of human subjects in the proposed research ;ii

: entitled: Experimentation ard Furthei Valldation of ‘the IDECC Competency \ o

Based Instructional Sy\;tems in Aduli, Post-Secondary, _and Teacher-Educatigh,

i ]
;

I&

| | o _ is)isted as_the principal
- ahiRdagpehgnd, 1805 Nell Ave Hal o '

The conditions, if any, are attached and are signed by the committee

chairperson and by the.princibaI investigator. If disapproved, the rgaSons a
1 ." /

are gttached and are signed by the committee chairperson. - _ .

/

_ It 18 the responsibility of the principal irvestigotor to retain
' g a copy of each signed consent form for at least four (4) years
' beyond the termination of the subject's participation in the pro-
T posed activity. Should the principal ‘tnvestigator leave the
T University, signed consent formg are to be transferred to the
Human Subjects. Review Committee for the requived retention pertod.

);\.‘ LT . _ . " ;- )
N . . Date February 24, 1978 Signed % A 4 9} '

(Eﬁai@hrsoﬂ

: . . . : _ "
e Form PA-025 SR : 194
0 Q . . [ . . N
: .. . ;, Gt s . ) - . Y . . . N B : _,r"
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REVIEW OF RESEARCH., DEVELOPMENT, OR
RELATED ACTIVITIES INVOLVING HUMAN SUBJECTS

SUMMARY SHEET PROTOCOL. N
(USE_CONTINUATPON PAGES AS NECESSARY) .
PRINCIPAL INVESTIGATOR(S): Dr, Texxy M, Williams, Project Directoxr/P “ext G. Herns.
' (IF GRADUATE STUDENT, JIST ADVISER'S NAM: FIRST) Project Coordinator
WWM _Education/College of Education
ARTMENT & COLLEGE ,
119 Townshend Hall/1885 Neil Avepue Mall

(FACULTY MEYBER'S CAPUS MAILING ADDRESS)

PROTOCOL TITLE. (INCLUDE PROPOSAL. TITLE FOR EXTERNALLY-FUNDED ACTIVITIES IF_THE TITLE IS DIFFERENT FROM THE
PROTOCOL TITLE): _ Rxperimentation and Further Validation of the IDECC Competency ..
Based Instructional Systems in Adult, Post-Secondary, Secondary and Teachex-

Education

S //

WHEN SUBMITTING A PROPOSAL TO THE BEHAVIORAL AND SOCIAL SCIENCES HUMAN SUBJECTS REVIEW COMMITTEE, WE WOULD
ASPRECIATE YOLR SUPPLYING THE FOLLOWING INFORMATION IM SIMARY FORM, HAVING THESE .DETAILS PRIOR TO READING
AND REVIEWING THE PROTOCOL CAN EXPEDITE THE PROCESS. PLEASE BE AS SPECIFIC AS POSSIBLE SUCH THAT THE READER
QWI#WEAFM“ERCﬂfUﬂEAMlNIUVﬂEIH%(FERNﬂEYNW“'WﬂRSMUEﬂSVﬂU.B@ﬂUBKEVH&IWEYHMTP
CIPATE IN YOUR RESEARCH, AS AS KNOW THE PROTECTIONS THAT HAVE BEEN INCLLDED TO SAFEGUARD THE SUBJECT
AGAINST ADVERSE CONSERUENCES (E.G., ARE THEY FREE TO NOT PARTICIPATE IF THEY CHOOSE, DO THEY OR-THEIR
PARENTS KNOW EXACTLY WHAT THEY ARE GETTING INTO BEFORE THEY ARE COMMITTED TO.PARTICIPATE: WILL BOTH THEIR
PARTICIPATION AND ANY COLLECTED DATA BE COMPLETELY CtNFlDB{TIAL). o ‘

D IN A SENTENCE OR TWO, BRIEFLY DESCRIBE wWHY THE PROPOSEL ‘PROJECT IS OF INTEREST. THE INTENT OF THIS
QUESTION ISTOGIVETI-EREYIEHERABRIEF IDEA OF THE BACKGROUND AND PURPOSE OF THE RESEARCH.
T.e purpose of this project is to further develop and validate the
IDECC System of learning. The project will evaluate through experiqgntal
racearch the IDECC competency based adult instructional appreoach.
b : : \ W\

A,
I3

2) BRIEFLY DESCRIBE EACH OFi THE DIFFERENT CONDITIONS OR MANIPULATIONS TO BE INCLUDED WITHIN THE STUDY,

The teaching. approach will be dénipulated. One approach will be
traditionzl based upon lesson plans formulated by instructors during a
workshop using such traditionnl methods as lectuv= and discussion. The

second approach will be the IDECC systematic appi ach based upon competency
.packets such as the attached competency packet. - '

3) MMAT IS THE NATUR. OF THE MEASLRES OR OBSERVATIONS THAT WILL BE TAKEN IN THE STWY?

A written objective cognitive pretest, a written objective %ognitive
posttest, and a 1l00-item written vocabulary ability test will be administered
to each subject participating in the study. Also, a brief background question-
naire will be administered to the instructors and subjects.

) IF ANY QUESTIONNAIRES, TESTS, OR OTHER INSTRUMENTS ARE TO BE USED, PLEASE PROVIDE A BRICF DESCRIPTICN
+ AD EITER INCLIDE A COPY OR INDICATE APPROXIMATELY WHEN A COPY WILL BE SUBMITTED TO THE COMMITTEE FOR

Tw~ brief background questionnaires are attached, one for the ‘instructors
and one for the subjects. Questions include age, sex, work experience, etc.
A pretest and a posttest will be written based upon the ‘items on the attached

sheet. All items will be multiple-choice. The short ability (continued on back)

Q (
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' ) -l?qr T
(continued) ,test to be used is a Quick Word Test, a vocabulary test
developed by Borgatta and Corsini. Attached is a’copy of the instruc-
tor's questionnaire, student's questionnaire, test items and ability -
test. ' ’
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7

8)

9

i)

C1D

12)

WILL THE SUBJECTS ENCOUNTER THE -POSSIBILITY OF EITHER PSYCHOLOGICAL, SOCIAL, PHYSICAL OR LEGAL RISK?
Oves KN IF SO, PLEASE DESCRIBE, _, , . 175

7-

WILL ANY STRESS BE INVOLVED IN THE STWDY? CJYES  EINO IF S0, PLEASE DESCRIBE.

WILL. THE SUBJECTS BE DECEIVED OR MISLED IN ANY way? (QOYes @NO IF so, PLEASE DESCRIBE AND
1MﬂlDEA\§UWBiNTF§£N§NNG'UEENKRRE(¥7H1§DENHEFHG. , - '

HILL THERE BE ANY mxm'~so? INFCRMATION WHICH AN INDIVIDUAL MIGHT CONSIDER TO BE PERSONAL OR SENSI-
TIVE? . “®YES ONo F S0, PLEASE DESCRIBE, ,. -

The background questionnaire and Quick Word Test might be considered to
be personal. However, strict rules of confidentiality will be enforced. Also,

0

these will be analyzed and scored in the IDECC office, away from the sites.

VL T™E gtmsas BE PRESENTED w1T|-| MATERIALS WHICH THEY MIGHT CONSIDER TO BE OFFENSIVE, THREATENING oR
DEGRADING! CJYES EINO F SO, PLEASE DESCRIBE.

"

'APPROXIMATELY HOW MUCH TIME WILL BE DEMANDED OF EACH SUBJECT? 5 - 10 Hours

WHO WILL BE THE SUBJECTS IN THIS STUDY? HoWw WILL THE SUBJECTS FOR THIS STUDY BE SOLICITED OR CONTACTED?

Students enrolled in 16 adult distributive education classes from
approximately 12 states. They will be contacted through their instructors.

mewune TAKEN TO INSURE THAT THE SUBJECT'S PARTICIPATION IS VOLUNTARY? WHAT, IF ANY,
SE OFFERED TO THE SUBJECTS FOR THEIR PARTICIPATION?

The Behavioral and Research Survey form will be signed by each
subject. Durirfg the workshops, emphasis will be placed upon the necessity

. of subjects volunteering for the study. Instructors have volunteered to

be involved. 1 9 3

et v g . W e et P o oo e o
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N ' The instructor will inform the studénts that s/he will be in an
) experiment and will describe the teaching approach, questionnaires -and
tests before it begins. ' °

’

14) WMAT STEPS HAVE BEEN TAKEN TO §Nsuze THAT THE swe:ri GIVE THEIR CONSENT PRIOR TO PARTICIPATING? MILL
A WRITTEN CONSENT FORM BE (SC™! RIYES (N0 F S0, PLEASE 1M IT. 1F THE SUBJECTS ARE
MINORS, WILL THEIR PARENTS’ CONSENT EE GBTAINED? (QYES (ONO F SO, PLEASE INCLLDE THE FORM
AND IF NOT, PLEASE INDICATE WHY NOT. .

(See attached) ‘
All subjects will be over eighteen years of age.

4

15) wiLLM%ASPECTWTPED\TABEMAPARTOFANYPMTRECWMfCANBEIWIFIEHITHWE
SUBJECT Qs &N « o : '

16) 'WilL WHETHER GR NOT A SUBJECT PARTICIPATED IN A SPECIFIC EXPERIMENT OR STUDY 3E MADE A PART OF ANY
PERMANENT RECORD AVAILABLE TO A SUPERVISOR, TEACHER OR BPLOYER?! [JYES [ENO

17) WHAT STEPS WILL BE TAKEN TO INSURE THE CONFIDENTIALITY OF THE DATA?

Instructors will cgde thg names ci the subjects and will submit all tests
and questionnaires kased upon codes and not names. Names will never be identified
+o the researchers. Furthermore, pretests, pnsttests and Quick Work rests will
be scored in the IDECC office and not by the instructors. ,
13) [F THERE ARE ANY RISKS xm%_ﬁnlnmm.mmmmmmawmwrmmmm
- EITHER THE SUBJECT OR SOCIETY! : ,

. "
e

No risks are anticipated.

19) WilL ANY DATA FROM FILES OR ARCHIVAL DATA BE WSED? OQYes 3o

' | 194

O Fora HS-008C (8/77)




] ' 4

«177

’ ' ) MEMO
[ . .
To: Human Subjects Review Committee
From: Dr. Terry M. Williams/Robert G. Bexns

Subject: Research Protocol entitled, "Experimentation and Further
Validation of the 1LECC Competency Based Instructional
.Approach in Adult Education” - Protocol Number 78B083

Date: February 28, 1978

In regard to the.prescribed restrictions in relation to the above study,
the agreements and/or information are as follows:

Restriction #1

Students will not be graded in relation to students in other learning
groups or conditions. Should the instructor wish to utilize 'post-test scores,
they will be-provided for grading purposes in comparison with the students -
in their own learning group only. _

~ Restriction. #2

See attached for information which will be given to the students at'the
onset of the study. \ )

Restriction #3
Instructors will be told to provide the following options to - the students:

1. Sign the consent form and participate.

2. Instructor will attempt to place the student to a similar
adult education course. . . :

3. Refund the student's instructional fee. .

4. Enroll the student in the course the next time it is offered
and apply the instructional fee to that course. '
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STUDENT ORIENTATION
ADULT IDECC EXPERIMENTAL STUDY

[S
[ ]

N\
.

Purpose -
The Interstate Distributive Education'Curriculum Consortium (IDECC)
consists of 20 states that have developed curriculum for distributive education -
based upon tasks performed in 69 occupations within the field of marketirg

and distribution. Competencies-needed to perform the tasks were identified

and instructional materials were writtern for use in distributive education
programs. Within the past year-and-a-half, the IDECC system has been adapted

~ to the adult level and learning activities were written that are appropriate

for adult distributive education courses.

iIn order to determine the effectiveness of this adult IDECC system, an
experimental study is being conducted, which will measure ‘the achievement of
adult distributive education students when learning by one of two instructional "
approaches, traditional and IDECC. within the study, the two levels of instruc-
tional approach involves the teaching of identical curriculum content for a
period of five to ten instructional hours. You will be taught using the
IDECC approach. %b

Sixteen classes have been randomly selected from throughout the nation
representing twelve states, eight of which are utilizing the IDECC approach,
and eight the traditional approach. o

Confidentiality _

_ For the purpose of this study, no names will be used. Your scores on
the pre-test, post-test, ability test and the information about you on the
questionnaire will never be identified with your name. I have coded each of
you with a number so that all information sent to IDECC about you will never
reveal your name. Youxr scores will be used only for statistical purposes.

Testing and Questionnaire : i

In orxder to determine how much you actually learned from the teaching
approach it will be necessary for you to take a pre-tést tad a post-test.
The pre-test will tell us how much you know about the material now and the
post-test will tell us how much you learned duiing the time the teaching

approach was used.

A second evaluation instrument which will be given to you is a short
ability test that will only take 10-20 minutes to complete. The purpose
of this test is to enable the investigators to determine if one approach
of teaching is more effective than another depending on the individual student's
ability.

You will be asked to complete a background questionnaire which will enable
the investigator to make several comparisons in the study. Ayain, no names
will be used on the questionnaires, only your assigned number. The assigned
number is only for the purpose of keeping your data together which is obtained
at different cimes. - . : 8

Volunteer Participation _ . .
You are not abliged to participate in thLis study. If you wish to with-

draw, I will attempt to place y.u in a similar adult education course nearby.
If I am unsuccessful or if this is not satisfactory with you, either your
money will be refunded or you may enroll in this course the next time it is
offered and your fee will be applied to thLat course.

- 195
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. The 'Interstate Distributive Education Curriculum Consortium has asked

me to thank you for your participation in this study. Through efforts such

as this, educational endeavors pursued by IDECC will mean improvement in the

training of personnal for marketing and distribution through distributive

education programs. Hopefully, this will result in-more efficiaent and effective

practices in retailing, wholesaling ard service-type businesses which #ill sexve
to benefit the American society. ' ’

Y
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RESEARCH INVOLVING HUMAN SUBJECTS .

CONSENT TO SERVFE. AS A SUBJECT IN RESEARCH

BEHAVIORAL AND SURVEY RESEARCH FORM

L 2N

I consen: to serve as an instructor in the research investigation entitled:

L )

*Protocdl No.

-180

gggegimentation and Further Validation of the IDECC Competency Based Instructional

Approach in Adult Education.

The nature and general purpose of the research procedure have been explained

v

to me. This research is to be performed by or under the direction of Dr. Terry M.

Williams, who is authorized to use the services of oﬁhe:s in the perfoxﬁance of

the research.-

I understand that any further inquiries I make épncerning this procedure
.will be answered. I understand my identity will not be revealed in any publication,

document, recoiding, video-tape, photograph, computer data storage, or in any

o

to withdraw my copsent ;nd discontinue participation.at any time following

notification to the Project Director.

Witness

Investigator - Robert G. Berns

t

Signed

~other way which relates to this research. Finally, I understand that I am free

(4

Date .

(Subject)

Time
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RESEARCH INVOLVING HUMAN SUBJECTG . - -

EONSENT TO SERVE AS A SUBJECT 1IN RESEARCH'

. BEHAVIORAL AND SURVEY FORM

I consent to serve as a sublact in th® research investigation entitled:

xgerimentation and Further Validation of the IDECC Competency Based Instructional

\ L]

Approach in Adult Education.

The nature and general purpose of the research procedure have been explained
N .
. &
to me. This research is to be performed by or under tue direction of Dr. Terry M.
Williams, who is authorized to use the services of othgrs in the performance of .

the research.

I understand that any further inquiries I make concerning this procedure
will be answered. I uﬂaﬁgstand my idenﬁity will not be revealed in any publicaﬁion,

- @

document, recording, video-tape, photograph, computer data storage, ox in any

&

other way which relates to this research. Finally, I understand that I am free

to withdraw my consent and discontinue participation at any time following

5 | notification to the Project Director.
. . Signed
+  (Subject)
Q
Date __ |
) A.M.
1 Time . P.M.

Wwitness (Instructor)

InQestigator - Robert G. Berns
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. IDECG: INSTRUCTORS ' WORKSHOP
" » | i " . "AGENDA
* March 16-18, 1978
.Columbua. Ohio |

Introductions

- ; .
Nt Introduction to IDBCC o
i , \Explanation of Experimental Study and Objectives of the Workshop -
| Instructor's Role |
Forms ’
Instructor Consent Form
Instructor Questionnaire
Student Consent Form
‘Student Questionnaire.
Expense Voucher L
Student Orientation to Study
' Student Code Number ¥
g . Teste L ' - -
| Ability
Pre-Test .
Post-Test

Mailing Procedure N : ~-
:1IDECC Ccmpetendy Package _ ,
2Review of Competeqcy Paékages for Experimentai Study

iDiscus_sion of Competency Packages

Management Techniques ®

Student Competenqy Record
Presentation on IDECC Materials T .
Student OTientation to IDECG . '

Separation of Student and Learning Manager Sections

t >

L
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. Relmbursement
¢ 2 - ;'
.t ClOSGL of WOrkshop
] - \ l
. ' .
\- -
| - s,
I.\
.l
]
[}
. ')
: ! |
L4 =~ \_
! .
L] .t
| "
.-.i ‘s
¢ K .
- : |
. ‘\c: ;
v’ Py . '\ |
L0 :
s ’_‘___ | ]
ot ,
¥ |
| L
- ‘ )
| | .
- | |
T é
. . \. |
v
Al ’ ‘-l-
’ i
Lo
[
. . ‘
]
¥
i
£ \
) i
“)
«
.
3
4
A ’ . \ |

Material Dissemination
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. 'TRADI"‘fIOII\IAl;.‘ INSTRUC.'I'ORS"‘ WORKSHOP o :
. L. - AGENDA o "
: ;'.':w“‘ ;'Q e : March 9-11, 1978 ' A
' - . . Cp1umbus, Ohio . |

’
’
1 .

- Introductions . ‘ &
Introductioh to IDECC L : &
Explanat1on of Experimental Study and Purpose. of Norkshop
Instructor S Role , -
Forms. | .

o Instructor Consent Form -
Lo . . Instructer Questionpaire 1
C Student Consent Form'
_ Student Questionnaire -
Expense Voucher . ‘ . e

Student Orientation .
' Student Code Number- | ,
Tests . - . - . « - o

Ability P
Pre-Test S
Post-Test

Mailing Procedure L ' ' ' "

S What 1s Traditiona] Teach1ng in Relatmon to Adult Distr1but1ve “Educatien? -

Definition
Methods & Activities
Development of ‘Lesson Plan 0ut1ine !

Development of the Urit of Study )

o o Review Unit Qutline ,
Review Objectives _ q‘
Review Literature
- Decide. Activity for Each Objective
Develop Lesson Plans
Review Lesson Plans
Edit Lesson Plans

-

- . Reimbursement
‘. Close of Workshop

p\'
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APPENDIX P ’
" IDBCC Instructors "Orientation to IDECC

Learning Activity Package B

1 . «

~

32

.
o
- »
[
{
-
]
[
1
’
L]
¢ -
.
[
o
[
e T
.
. &
B
*
>
.
. 2



<187

T0
225

ORIENTATION

. LY
.’m -
I

. | Of

'v \Ulm

. Ny w

: , , * LK

S ) . ) «



3.

PRE-TEST

IDECC ORIENTATION

pefine compigency based education.

what is the research upon which IDECC is bised?

What occupational areas are included ia IDECC?

1ist the curriculum sections in IDECC.

How does the student know what competencies to develop for
occupation?

What are the parts of an IDECC competency packet?

20§

+ =188
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IDECC ORIENTATION

=189
COMPETENCY: Knowledge of competency based education, IDECC as a competency based
curriculum and the parts of the IDECC competency learning activity
packet.
OBJECTIVES: Define competency based education including three component parts.
Describe the rasearch base of IDECC.
List the seven occupational areas presently existing in the IDECC system.
Identify the ten curriculum areas of IDECC in which competencies are
developed. :
Identify the sources which relate to the student the competencies
which are needed for their chosen occupation.
List the parts of the IDECC competency learning packet including teacher
materials. ‘ :
DIRECTIONS: Select and complete one or more of the following:
Individual Read pages 15 and 21 in the Learning Manager's
#1 Guide for IDECC. :
or )
Individual Read pages 11, 19 and 50 in Bold New-Directions
#2 The Ohioc Handbook for Effective Use of lLaps.
or
‘ Listen to the side tape, Sound of a Different Drummer,
Group designate a chairman to present the group's response
43 to meet the objective in this package.
or
Listen to a presentation on'competeﬁcy based education,
Group IDECC as a competency based curriculum and the parts of
#4 the IDECC competency packet. Refer to Handouts #1, 2,

%—B ’ 4.
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- DEPARTMENT STORE

ADVERTISING MANAGER
ASSISTANT BUYER

ASSISTANT CREDIT MANAGER
ASSISTANT DISPLAY MANAGER
ASSUSTANT RECEIVING MANAGER

BUYER
CREDIT INTERVIEWER
CREDIT MAWNAGER.
DEPARTMENT MANAGER
DISPLAY HELPER
DISPLAY MANAGER
" PROFESSIONAL SALESPERSON
 RECEIVING CLERK
'RECEIVING MANAGER -
SALESPERSON
'STOCKPERSON

_ FOOD STORE

ASSISTANT MANAGER
CHECKER

GROUCERY CLERK
HEAD CASHIER .
HEAD GROCERY CLERK .
STORE MANAGER

HOTEL/MOTEL

ASSISTANT .MANAGER
BELL CAPTAIN

BELLMAN . .. -

BUTLDING SUPERINTENDENT
CATERING MANAGER
EXECUTIVE HOUSEKEEPER
MANAGER - - -.

NIGHT -AUDITOR. -
PURCHASING AGENT -
RECREATION DIRECTOR
RESERVATION MANAGER
ROOM CLERK . . -

SALES MANAGER .. -.. -
SERVICE SUPERINTENDENT

EKC

Aruitoxt provided by Eic:

IDECC ORI_ENTATION
) «190

OCCUPATIONAL CLLSTERS

RESTAURANTS

ASSISTANT MANAGER
BUSBOY
CASHIER
HEAD WAITER
* HOSTESS

MANAG
HAITE@WAITRESS
SERVICE' STATION

ASSISTANT MANAGER

A
MANAGER/DEALER

VARIETY STORE

~ ASSISTANT MANAGER
BUYER.
CHECKOUT CASHIER

" COMMISSTONED SALESPERSON
HEAD CASHIER/BOOKKEEPER
MARKER
OFFICE CLERK
PERSONNEL MANAGER
SALESPERSON .
SECTION MANAGER
SERVICE DESK
STOCKROOM SUPERVISOR
STORE MANAGER

WHOLESALING

BUYER.
HEAD BUYER
MFRCHANDISER
- . ORDER SELECTOR
RECEIVING/SHIPPING SUPERVISOR
ROUTE SALESPERSON AND/OR VENDING MACHINE
SPECIALIST
SALESMAN
SALES MANAGER
WAREHOUSE MANAGER

205
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HANDOUT #2

IDECC ORIENTATICN

TEN CURRICULUM

SECTIONS

ADVERTISING -

COMMUNICATIONS.

-DISPLAf -

HUMAN RELATloﬁs
- MANAGEMENT

MATHEMATICS

MERCHANDISING

.OPERATIONS |

PropucT / SERVICE TECHNOLOGY

SELLING

Full Tt Provided by ERIC.

ERIC . L
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STUDENT COMPETENCY RECORD

8-S FOOD STORE--HEAD (ROCERY CLERK

COMUNICATIONS

LAP 1--Intsrpratetions of spoken words '

1 L )

____}11--Underltlndtng thst since interprstations plsced on the spoken
word very with Jifferent people, one must be csreful to apesk
as that correct. interpratation can be mads by individusl
listensra.

LAP 2--Communications

: 147-=Attitude that in distributive occupstions ths "spoken vord"
1s sn importent tool of the trada.

164--Development of an avareness -that-certain thoughtlessly used
terma or words can be nisintsrprated by tha listener. ’

101-=Knowledpe of the aitustions {n which to use s technical lsnguage
or commonly understood language. .

' 120--5ki1l in using the terminology of distribution and developing
- s vocabulsry descriptivs of tha product or service being so.d.

LAP 3--Use of speech snd vocabulsry

145--Attitude that poor of avkward grammer lowers store personnel,
store image and merchandise valus in the estimation of the

custoner. .

152--Development of an spprecistion of the vslue of correct snuncis-
tion snd pronuncistion in spesking.

137--Ability to tslk cleerly snd plessantly, conveying spirit and
enthusiasm in one's speech.

122--5kill in effective use of sppech and vocabulary.

LAP S--Voice ard pestures

166-~Development of a realizat.on that gestures .help convey feelings
1n~.poken comnunications,

151--Attitude that the tone of voice can express sincere welcone
snd csgernesa to be of service.

Il

150~-Development of sn svareneus thst the voice csn be used to ex-
o . ress conviction snd convey confidence.
RIC 25 St

1°p 10==Pnint-of-sale sipns

IToxt Provided by ERI

121-=Skill in writing point-of-sale sign copy vhich is sllfec
conveying & sales meassgs to ths customer.

LAP I1--Developing phrases and sentencas

132--5k111 in developing descriptive phrases sud sentences
used in selling the merchardise in the depsrtment or 8

IAP 12--Translating technical vords

143--5kill in translsting technicsl vords concerning sn ite
merchandise into the customer's languaga.

'\‘
LAP 13--Salscting *nd using suitable words

123--5kill {inselecting snd using vords suitable to the naty
tha srticla of msrchsadise or service baing sold.

LAP l4--Supplying "front operations” with price changss

171--Attituds that the '‘front operation' wsust ba supplied
price lists (and price changes) on produce items not
priced or pre-vaighed from the produce department.

LAP 16--Skill in communicatiog effactively

096--Knovledge of hov to addrass other peopls in s busiues
- manner vhather they era cu(tomers, fellov eaployess,
visora or managerent.

__127--5kill in communicating effectively vith cJastone~s, co
and syperviasors.

LAP 20-—Customer inquirics and store policy

116--5kill in gatiafsctorily handling customer inquiries £
information, !

117--5kill in interpreting store policies to custumers.

LAP 24--Implementing directions snd use of the taslephone

T

119-~Skill in listening to and following directions. C
N
LAP 27--Hritten comwunicatione im forms and repcrta

094—Knowledge of hov Lo use vritten corsunications in fo

019 reports. 2 1 1
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HANDOUT #4 ' | <19k
IDECC ORIENTATION e | '

COMPETENCY LEARNING PACKAGE

.STUDENT WATERIALS: = , B

OBJECTIVE. ONE OR MORE: FOR EACH OBJECTIVE THERE ARE--
PkE:fEEf
LEARNING ACTIVITIES.

. MINIMUM OF FOUR ACTIVITIES

(ONE OF WHICH 1S SELF CONTAINED)
AT LEAST 2 INDIVIDUAL
AND . ’
AT LEAST 2 GROUP

Poss1BLE HANDOUTS.
- PoST-TESTS

LEARNING HANAGER HATERIALS EEST KEYS AND LEARNING HANAGER s

&
\:
e

N

A COMPETENCY PACKAGE MAY HAVE ONE OR MORE OBJECTIVES IF
NECESSARY TO DEVELOP THE COMPETENCY.

214



POST~-TEST

" IDECC ORIENTATION

u

Ny

.72. Déscribe the research base of IDECC.

‘ ’ x\¢n |
. - : o

- 3. List the seven occupational ;reas included in the IDECC systenm.

a.

:,~- -~ . b.

«195

0:6



g7 , X : . Yve
® . . ‘ " ;'; - A . i ‘ . .\\ -,196 .
.(. List the ten curriculum sections of IDECC in which competenc}es~may be developé&.

[

P TR
«

*

»~ a.

2

Co

-

)

S. Name two ¥Kources which may guzde the student in determining the competencies
to develpp for their chosen occupation.

0:01

6. List the parts of the IDECC competency packet including the teacher materials.

214
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r IDECC Instructor Assigmment Sheet.‘
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~. . Objective(s) ~ Instructor

N
The student will indicate,one of two reasons proper employee .
‘ . orientation is necessary insure future job performance '

and discuss two of four apRroaches a supervisor may use to
orient a @ emploves .

The student will be able to identify a minimum of ten points/
steps that will assure efficiency in job orientation training.

" — A T D G D e S G SIS e G D G TS S YT G T =

Phe student will indicate a knowledge and understanding of ten
training me thods.

The student will demonstrate the -ability to identify most
appropriate methods of training an individual for the position

The student will_demonstrate knowledge and understanding of
a store's procedure for evaluating employees.

The student will be able to identify three specific suggestions
one should keep in mind when using records to analyze and
supervise the work of employees at different levels

- 0 e A . e S G D e e S S e D e U5 G S S e e G =

The student will be able to name a minimum of three
quides/steps he would use when correcting an employee.

- ———-—-————-———————_————-—_——————-.-_—————-—-———.————— - e e e e S D W WS D S WD e D S W WA W R SR mm G e G S Am e

- The student will indicate a knowledge and understanding of )
four ways to maintain a working environment which cffers
security and freedom from worry for employees.

The student will indicate an understanding of the- factors/
ways of developing employee pride. , '

The sLudent will demonstrate a knowledge of how to
communicat~ with others in order to make them work willingly.
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o COMPETENCY 606
Compétency;‘

Objective:

LEARNING ACTIVITIES:

Comment on the fo]]owfng:

1. Is the activity feasible and can the activity be
done in my class?

2. hnat problems may arise in the use of this
activity? :

(73]

. Imp]ementation strategies

Individual #1: s'

Individual #2:
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Competency 606 (continued)

Group #3:

. N
Group #4: . -

Hotel/Motel Group:

.
,,\..
~

Service Station Group:

22§
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COMPETENCY 6.1

1Y

Competency:

Objective:

- LEARNING ACTIVITIES:

* Comment on the following:

1. 1Is the activity feasible and canthe activity be
'done in my class?

2. What problems may arise in the use of this
activity? '

3. Implementation strategies

Individual #1: o

S

Individual #2:

Group #3:
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Competency 691 (continued)

Group #4:

/- Hotel/Mctel In¢ividual:

Hotel/Motel Group:

Service Station Individual:

Service Station Group:

Wholesaling Individual.
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" COMPETENCY 607
'Competency:

Objective:

LEARNING ACTIVITIES:

Comment on the fo]]owing:

1. Is the activity feasible and can the activity be
done in my class? ,

2. 4hat problems may arise in the use of this
activity? B

3. Implementation strategies

Individual.#lz

Individual #2:

Aruitoxt provided by Eic:

ERIC
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Competency 607 (continued)

T

Individual #3: ﬁ

<

RUPEN

1

. Group #4:

Group #5:
Hotel/Motel Individual:
Service Station Group:

o . ’ : 5 ..
B _ 4 25 -




-205

COMPETENCY 690

f

Competency:

© Objective:

LEARNING ACTIVITIES:

Comment on'the following:

1. Is the activity feasible and can the activity be
' done in my class?

2. What problems may arise in the use of this
activity? '

3. Implementation strategies

Individual #1:

" Individual #2:

Group #3:
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. Competency 690 (continued)

Group #4:

Group #5:

Group #6:

Nho1g§§1ing Individual: -

Wholesaling Group:




g e 1
TR i W
- .

207

COMPETENCY 610

Competency:

Objective:

. LEARNING ACTIVITIES:

Comment on the following:

'1.. Is the activity feasible and can the activity be
done in my class? ' A

2. What problems may arise in the use of this
activity?

3. Implementation strategies

v

Individual #1:

Individual #2:
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Lompetency 610 (continued)

\'?;-// ~ Group #3:

-~

~.Group #4: :

Department Store Individual:

Department Store Group:
. "

L 24
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» COMPETENCY 664

Competency:

Objective:

LEARNING ACTIVITIES:

Comment on the following: -

1. Is the activity feasible and can the activity be
" done in my class? .

/ ,2. What problems may arise in the”use of this
[ : activity?

3. Imp]ementation'stratggies

Individual #1:

1 4

“ Individual #2: . ¢ p
. N

Graup #3: . | )

‘ERIC

Aruitoxt provided by Eic:



H I
'ﬁ‘.
o, Hotél/Motel Individual: Y
s , £ IL ' .. -
: _s_. E : s
7 & 12
Hotel/Motel Group: . .
o . /.
- ] ‘
t . &
N £ '
hl A ' .
':r”: . . 14 '

. Restaurant Group:

g

[




. -/

Competency:

Objective:
AN

LEARNING ACTIVITIES: L

~ Comment on the foﬂowing_':

1. Is the activity feasible and can the activity be
done in my class? '

X

2. What problems may arise in the use of this
' activity?

\\ 3. Impleméhéation stratégies.

\

Individual #1: °

1 \
Individual #2:

Group #3:

AP

&



Competency 729 (continued)

cero—  Group #4:

Service Station Group:

~ Wholesaling Individual:

Wholesaling Group:

=212
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COMPETENCY 604
Competency:’

Objective:

LEARNING ACTIVITIES:

Comment on the following:

1. Is-the activity feasible and can the activity be
done in my class? -

2. What problems may arise in the use of this
activity? .

3. Implementation strategies

Individual #1:

- Individual #2:

Group #3:

Group #4:




Competency 604 (continued)

Hote]/Motel Individual:

Hotel/Motel Group:

Service Station Individualz

Service Station Group:

variety Store Individual:

Variety Store Group:

Wholesaling Individual:



{
/

COMPETENCY 605

Competency:
Objective:
///
- LEARNING ACTIVITIES:

Comment on the following:

1. '&s the activity feasible and can the activity be
: done in my class? '

) 2. What problems may arise in the use of this
' ractivity?

3. Implementation strategies

Individqal #1:

Individual #°.

Group #3:

/ Group #4:

ERIC

Aruitoxt provided by Eic:



Competency 605 (continued)

Hotel/Motel Individual:

Hotel/Motel Group:

Sarvice Station Individual:

Service Station Group:

Variety Store Individual:

Variety Store Group:

-216



COMPLTENCY 097

Competency:

o

Objective:

LEARNING ACTIVITIES:

Comment on the following:

1. 1Is the activity feasible and can the activity be
done in my class? ' '

2. What problems may arise in the use of this
activity?

3. Implementation strategies

Individual #1:

Individual #2:

235

Aruitoxt provided by Eic:

ERIC



Competency 097 (continued)

Group #3:

Group #4:

Service Station Group:

Wholesaling Group:

J



APPENDIX R

IDECC Orientation Transparency Masters
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DISTRIBUTIVE
EbucaTiON
PREPARES
STUDENTS
FOR
| | o - - OccupaTiONS
IN
THE #IELD
OF

MARKETING AND DISTRIBUTION

Aruitoxt provided by Eic:
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WHAT 1S IDECC?
INTERSTATE
DISTRIBUTIVE |
EDUCATION
4 .
Cub.itlcuLum

- _CONSORTIUM

. > - ea—— o




A GROUP OF STATES THAT JOINED TOGETHER TO DEVELOP

k BETTER CURRICULUM FOR DISTRIBUTIVE EDUCMTUN

2/'.

216

Hee=
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10 COMPETENCIES
"WILL BE COMPLETED

BY EACH OF YOU

" AT YOUR

OWN PACE

s e




WHAT

Is THE

PURPOSE

OF THE

IDECC SYSTEM?

wesee \
big profits
A inyour §

Qo
<

«226



WHAT

IS A

COMPETENCY?




103 SUCCESS DEPENDS
W
. COMPETERCIES...

- KNOWING What to do...KNOWLEDGE

WANTING To do it ... ATTITUDE

and

DOING IT ...SKILL

 COMPETENGIES ARE THE KNOWLEDGES,

. SKILLS, AND ATTITUDES THAT YOU NEED TO

PERFORM A SPECIFIC JOB .
251
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COMPETENCY BASED EDUCATION.

CoMPETENCY BASED EDUCATION 1S BASED ON IDENTIFIED AND

VALIDATED TASKS FOR OCCUPATIONS.,
FROM THOSE TASKS, COMPETENCY STATEMENTS ARE DERIVED,

STUDENTS ARE PROVIDED LEARNING ACTIVITIES WHICH ENABLE
THEM TO DEVELOP THE COMPETENCIES NEEDED TO PERFORM THE TASKS

REQUIRED BY THEIR CHOSEN OCCUPATION.

©

ERIC

Aruitoxt provided by Eic:



IDECC

IS

A

COMPETENCY

BASED
SYSTEM OF LEARNING

FOR

MARKETING
AND -

DISTRIBUTIVE EDUCATION

OCCUPATIONS

2%



HOW MUCH TIME WILL | HAVE TO ACCOMPLISH EACH OBIECTIVE

Answer : all are right...

- none are right...

| Cher is super..
V" | AS MUCH TIME AS YOU NEED

Each of us accomplishes different tasks at different rates of speed

What is IMPORTANT is that you finish the task accurately;
nt that you finish before or after your classniates

DO YOUR THING ACCURATELY... WITHIN A REASONABLE TIME
& LET YOUR CLASSMATES DC THE SAME...

051

- N ot

ERIC



'Good morning, Le'arningManager" M) .
Your DE Teacher-Coordinator will hecome a Learning,Manager (LM)

LY

THERE WILL BE A LOT OF CHANGES IN YOUR DE CLASS

-\ is now up to you

The LM Will'Helﬁ'L’Yuuz
T .
" GET ORGANIZED

* ASSUME RESPONSIBIITIES
25  EVALUATE YOUR PROGRESS

L R R R 7 ERR SRR N RO g | " oioC ] ]

e reyerTtl - The major responsihility for leaming

1

256
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. IDECC IS NOT JUST WORKING ALONE % .
- | You may want to have others help yuu-.

You may want to work with other students who
are worldng on the same material you are working on -

(£ You may he working Wlth the whole class if your Learnmg
s \, Manager wants to cover something that concems all of you

Whlchever Way You Gu REMEMBER L

\%// TIME 1S THE MOST Pm-:cmus THING YU HAVE,

257 DUNTWI‘.STEIT S 25
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©

Aruitoxt provided by Eic:

ERIC
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COMPETENCY LEARNING PACKAGE

STUDENT MATERIALS: . |
OBJECTIVE: ONE OR MORE.. FoR EAGH OBJECTIVE THERE ARE--
PRE-TEST
LEARNING ACTIVITIES:

MINIMUM OF FOUR ACTIVITIES
(ONE OF WHICH 1S SELF CONTAINED)
AT LEAST 2 INDIVIDUAL
~ AND .
. " AT LEAST 2 GROUP
PossIBLE HANDOUTS
POST-TESTS

LEARNING MANAGER HATERIALS: EST kevs anp LeaRning MANAGER' S

A CoMPETENCY PACKAGL MAY HAYE'ONE OR MORE OBJECTIVES IF
NECESSARY TO DEVELOP THE COMPETENCY,



."* 3

. SYSTEM FOR DEVELOPING A COMPETENCY . 235

- —— = - 54 PRE-TEST o . .

PASS | ) NO
S cOoNTO - | PASS
. v
A NEXT COMPETENCY
_[ |
| .
| SELECT- ,
. (-~ -+
l LEARNING ACTIVITY
1 .
| COMPLETE

-y | ~ LEARNING ACTIVITY

{ TAKE
POST-TEST

|

)

p,.{ss........ 26
RECORD COMPETENCY i NO PASS
GO 10 THE NEXT COMPETENCY

et = o b e

—— -~ [T P -
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\\\\\ ' STUDENT COMPETENCY RECORD

Competency 605 - Knowledge of how to help each employee have a feeling of pride in his cuwpany and the
worthwhileness of his work.

Time to successfully achieve this competency (in minutes as best you can)

Pretest passed? Yes ___ No ___ If you checked no, which learning activities were completed?
Individual #1 __ Group #3 ___ Hotel/Motel Individual ____ Service Station Group
Individual #2 __ Group #4 ___ Hotel/Motel Group ___ Variety Store Individual ___ .

Service Station Individual ___  Variety Store Group

--------------‘--‘----0-‘------‘—------'-----------------------—-“---------------‘-----‘-.&------------‘-------‘--‘-----— --------

Competency 606 - Knowledge of the ways to make job orientation for new employees friendly, skillful
and adequate.

Time to successfully achieve this competency (in minutes as best you can)

Pretest passed? VYes __ No ___ If you checked no, which learning activities were completed?
Individual #1 __ Group #3 __ Hotel/Motsi Group . . \
Individual #2 ___ Group #4 ___ Service Station Greoup ___

-—---—---—-—-——-------—----—---——-----—-—---———----——----— .-—-—-—----————--—--————-——-—-—-——--————m—----—-—--——-----—a--—-——----

Competency 607 - Knowledge of the methods of training which can be used such as telling, showing,
demonstration, and dramatization.

Time to successfuliy achieve this competency (in minutes as best you can)

Pretest passed? Yes __ No __ If you checked no, which learning activities were completed?
]
Individual #1 ___ Group #4 ___ Hotel/Motel Individual __ {ﬁ
Individual #2 __ Group #5 ___ Service Statiun Group ___
. - 282

Individual #3 ___



APPENDIX 3

Traditional Instructors Assigmment Jheei
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READING ASSIGNMENT

=238

Traditional Adult

Personnel Ménagement-
Topic Management Supervision - Minded Supervision
Job Orientation & pp. 172-195 pp. 217-220 pp. 158-159
Employee Training :
Employes Evaluation pp. 221-238 PP. 222-233 pp. 295-313
Employee Morale &
Motivation pp. 86=-90 op. 11l1-115 pp. 143-160
pp. 240-262 PE. 344-352
pp. 286-303
pp. 313-326
pp. 409-435
RESOURCES

Personnel Management, fifth edition, Chruden/Sherman, South Western

Pub) ishing Company, 1976.

Q

€ .pervision - Concepts and Practices of Management, second edition,

Haimann/Hilgert, South Western. Publishing Company, 1977.

Management-Minded Supervision, second edition,

Boyd, McGraw-Hill, 1976.
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APPENDIX T

Traditional Approach Lasson Plans and delatew Materials

265




- P Unit: Employee Training Evaluation and Motivation. 40
Objective: The student will indicate one of two reasons "roper
employee orientation is necessary: to insure future job
performance and discuss two of four approaches a supervisor
may use to orient a new employee.

Introduction: Every employee oxr potential employee has certain
psychological needs which must be met. With new
(2 mins.) employees the most important need is the need for
security and with the existing employee the need is for
' gelf-esteem gained through limited participation
in the management process.

In both cases the goal of thé supervisor is the development
of all employees toward increased employee contribution °
to organizational goals.

Let's look at four ways of approaching the orientation
of a new employee and the necessary content in each.

Method: Mini-Lecture - Present the approaches in Handout.
(3 mins.) :
. Learning Discussion - "What content must each approach have to
Activity: satisfy the need for security in a new employee?"
(10 mins.) Students should eventually cover these items:

1. Introduction by management to people,
tfacilities and job.
¥ 2. Knowledge of the conditions of employment.
’ 3. Pay and Benefits.
4. Follow-up procedure.

" Resources: Handouts on Four Approaches
' Page 217, Supervision, Page 174, Personnel Managament

Summary: "Employees can only achieve on a job after the basic
need of security or "freedom from anxiety" is satisfied.
This need can be satisfied through thinking about ori:ntation
from the standpoint of four areas of necessary content:

1. Introducing the peoplz, facilities and job

2. Cyverage of working cond.tions.

3. Coverage of pay and benefits.

4, Following up.

Tt is important to see that management is the agent that
performs this function. Only then can the new employee
become a producing member of the work force."




@

| . -201

FOUR APPROACHES TO NEW EMPLOYEE ORIENTATION

Informal (More easily adaptable to small organi.zations)

1. Supervisor (Manage: or Owner) - Employee
private interview

2. Pamphlets gr.written information _
(Adaptable to somewhat larger organizations,
yet still affordable over a wide range of

organization size,

Formal (Usually associated with larger organizations)

1. Formal orientation - meeting of new employees in
groups. (Often found in orientation of higher-level

employees)

2. Formalized detailed checklist extending overtime.
Checklist should be signed by employee. Approach is
used extensively for productionrand clerical employees.

25

From: Supervision, p. 217, Pexrsonnel Management, p. 174.



! 242
i Units Employee Training Education and Motivation

tesson Topic: Orientation - 10-15 minutes ,

. Objective: The student will be able to identify a minimum of ten
points/steps that will assure efficiency in job
orientation training.

Introduction: "In the previous unit we discussed approach to job
orientation and told how at least two of these
appxcaches could satisfy the need for security in a

. new employee. Now I want to show you an actual

(1-2 mins.) checklist used by the General Electric Company
for orienting new employees. After analyzing the
overall make-up of the example, I will want you to list
ten steps that you would take in orienting a new
employee regardless of which orientation approach Q

. you use. .

Method: Mini-lectures which define and classify content ‘areas
according to time frame.

Learning A. Student will indicate in each box in Handout 1
Activity: which oi the four content areas is represented.
(5 mins.) B. Student will prepare on Handout 2 an Employee

Checklist for job orientation on a job they -
have exparienced.

(’ Resources: Two handouts, the first being a copy of cable on
: page 175 of Personnel Management with a list of the

four content areas. These areas were discussed
in the previcus objective in-the unit on the rzed for
orientation. Also a second handout with the four
areas of orientation content is presented with
lines on which:student .can list at least 10 oteps in
his/her own employee orientation list.

Summany: "The mechanics o4 any approach to new eapfoyee
onientation should have (1) introduction of people,
pLaces and wonrk, (2] to working conditions 0§
employment (3) Pay and benefits (4) a good foLLow-up
procedure. 1§ we remember some 0f these
majon ones, we can easdily consiruci an ingcrmed
checkhlisx for ourselves of ai Least ten SLeps
nequined fon job orndientation.




| / ~ CHECKLIST FOR HELPING THE NEw EMPLOYEE GET STARTED

WHEn EmPLOYEE FIRST REPORTS:
(“ WeLcoME TO COMPANY AND JOB.
{

SHOW LOCKER OR COAT RACK AND
WASH ROOM,
()

ACQUAINT EMPLOYEE WITH CATETERIA
" AND OTHER LUNCH FACILITIES.

REVIEW SECURITY REGULATIONS
INCLUDING BADGE ‘SYSTEM,

( ). SHOW WORK PLACE.

(). REVIEW RATE, HOURS, USE OF
" TIME CARL | \

BRIEFLY DESCRIBE‘GROUP'S WORK.,
'INTRODUCE TO FELLOW WORKERS.

START EMPLOYEE ON JOB, REMEMBERING
TH FEUR STEPS OF INSTRUCTION.

()

()

()
()

| REPAPE 'THE WORKER.
ESENT'THE OPERATION. ‘
RY OUT KIS PERFORMANCE.,
OLLOW UP,

(. BRIEFLY COVER MAIN SAFETY RULES AND
USE OF SAFETY EQUIPMENT.

REMIND EMPLOYEE TO COME TO YOU FOR
INFORMATION AND ASSISTANCE.

()

INSTRUCTIONS ;

-243

LATER DURING FirsT DayY:
( ) REVIEW PAY PROCEDURE,
( ) Discuss PARKING, CAR-POOLS.

( ) EXPLAIN DISPENSARY FACILITIES.:
( ) Review SAFETY RuLES.

( ).BRIEFLY TELL ABOUT WORK OF
DEPARTEENT AND HOW EMPLOYEE'S JOB
TIES IN,

( ) SHORTLY BEFORE QUITTING TIME,
CHECK WITH EMPLOYEE ON PROGRESS ANI
ANY ‘QUESTIONS.

’

DuriNG FIRST Two WEEKS:

*
( ) Review BENEF1T PLANS
NSURANCE AND M.B.A.
TOCK DONUS
ENSION
RELIEF AND LOAN
- SUGGESTION SYSTEM

EVIEW ITEMS,IN “"YouR GUIDE TO THE
IVER WORKS.”

() CHE¢K ON SAFETY HABITS,

()

() CONTINUE TO FOLLOW UP ON PROGRESS

AND PERFORMANCE.

MPLOYEE SI
MPLOYMENT

NED
FFICE

* PLANS FOR WHICH
APPLICATJONS IN
ARE UNDERLINED,

PLEASE INDICATE IN EACH BOX THE GENERAL CONTACT AREA OF

EACH ITEM ACCORDING TO THE FOLLOWING KEY:

;

From:

)
! ‘

ER&C

Aruitoxt provided by Eic:

NTRODUCTION TO
NTRODUCTION TO

- 1. {NTRODUCTION TO
. FoLLOw-uP PROCEDURES.

Personney mancgement, p. 175.

CRKING L(ONDITIONS

EEOPLE; gOB AND FACILITIES
AY AND DENEFITS

<6



' " fnstructions: Make a list showing items under each Ca.ayu.y wvi .
' orientation content. List a total of at least 10 items. =244
\
. \\ Introduction to people, place and job.




Introduction to pay and benefits

w7’

Follow-up procedures

245
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Unit:
4
Lesson Topic:

— oﬁ}gctivez

Introducéion:

/

(3 min,)

_ «2ub
Employee Training, Evaluation and Motivation o

Employee Training

The studeht will demonstrate the ability to identify
most appropriate methods of training an indiviciual
for the position.

The résultq supervisors achieve in production, costs,
quality, safety, morale, and methods are proportinate
to the quality of the training employees receive when

they begin their jobs and while they are on the job.

More supervisors than we like to #'mit have a negative
attitude toward training because, they say, it takes

so much of their time. VYet we see them taking time

to correct mistakes, assign rework, and put out the

fires that proper training would have prevented. Unskilled

. trainers tend to make common €xrors in teaching people

Method:

Learning °
Activity:

(55 min.)

Resources:

Summary:

(out-of-class
exercise)

their jobs: feeding too much at one time; telling
without demonstrating; showing lack of patience; failure
to prepare to instruct; failure to build in feedback; and
failure to reduce tension. .

E.
Lecture,ﬁéiscussion, exercise

Handoug and discuss psycholngical principles. Transparency
Table /8-2, discuss extent of learning Handout and
discuss six-step system fcr training. :Handout and discuss

Job T¥aining Plan. Handout - Factors to facilitate learning.
Handout ~ Factors that slow down learning.

Table 8-2 Transparency - Perscnnel Management
Six Step. System for Training Handout

Job Training Plan Handout

Psychological Principles Handout

1. Make a job training plan for a simple job from your
place of employment.,



. -247
“‘ .« PSYCHOLOGICAL PRINCIPLES HANDOUT |

MOTIVATION

REINFORCEMENT

MEA&IN?FUL ORGANTZATION OF MATERIALS
§EHszon MODIFICATION

PRACTICE AND REPETITION

TRANSFER OF TRAINING

WHOLE -VS- PART LEARNING

ey | 275




1.

SIX-STEP SYSTEM FOR TRAINING HANDOUT

Prepares the Instructor

Orients the Operator

Explains the Operation

Tests performance

Releasés thza Orerator

Follows-up

R7
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FACTORS THAT

FATIGUE:

- MONOTONY :

DISTRACTIONS:

ANXIETY:

SLOW DOWN LEARNING

=249
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FACTORS TO FACILITATE LEARNING

Repetition:

Arousing. Curios ity:
Careful Use of Competition:
Q
Knowing the Knacks of the Job:

Enthusiastic Instruction:

Satisfaction in Accomplishment:
¢

Q . ' 27{‘\
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JOB TRAINING PLAN .
. - © Job
Estimate of time required
Date and time of training
Location of training . : -
Supplies needed : —
Tools or equipment
e Job Sequence (What) Puints To Siress (How)
R 1. .
: 2. 2 :
3. 3
? |
4. 4
5 5‘ AN
6. 6
7 7.
- 8. 8
.
; [T . . : . . : . ﬂ .,

i - .
i . ", ‘




Unit:

Lesson

; ‘ Topic:

Objective:

Introducf-
ion:

(3-5 mins.)

Method:.

Iearning.
Activities:

(5 mins.)

(out-of-class
exercise)

Resources:

(10-15 mine.)

Summary

L]

4
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Employee Training, Evaluation and Motivation

Employee Evaluation ~ Evaluation Procedures

€

The student will demonstrate knowledge and understanding
of a store’s procedure for evaluating employees.

Once we have hired and trained the person we expect to fill

a job slot, we must then acsure ourselves the individual(s)
is/are accomplishing what we expect. We can divide the
evaluation into formal or informal areas. Generally, the
larger the organization, the more formal the evaluation

and the smaller the less formal. I will ke showing you both
methods so you can make your own choice to fit your particular
situation. 77

Lecture, handout, transparencies, case study

1. sh.w and discuss the steps of performance evaluation

(fig. 10-1 overhecad) (and fig.10-2 -inforv.al) v
2. The students yill review and discuss the handout
. Supervisdom, - .« pp.225-226,#14-2 and pp.227-228,#14-3)

3. After reviewing vhe hindouts, the students will make a
self-evaluation, usiny the evaluation sheets.

Transparencies: Personn<l Management, p. 228, fig.l0-2
Personnel Management, P. 222, fig.10-1

Handout: Supervision, p. 225-226, fig. 14-2
Supervision, p.227-228, fig. 14-3

Pass out week before lesson - case study - handout - Management

Minded Supervision, p. 295-299 (Burt Hall Case)

On the overhead the following guestions will be asked -

one at a time. .
See ques. p. 299 - 1 thru 4 - Management Minded Supervision

1. Show the importance of employee evaluation.
2. Show how an evaluation is/can be accomplished.
3. How problems can arise if not carefully prepared.

G
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Appraise employes's pelormante in PRISENT ASSIGNMENT. Check { /) mosi appropriate squate. Appiaisers aie wiged 1o wse lreely
the *"REMARKS" sections for sgmbicant comments duscuptve ol the indwiduel.

. Neets I.mu-uuion or guidancs. _. Has requited hnowiedge o | Has enceptional knowledge of
1. KNOWLEDGE OF WORK: ! own and re- lmd wots. JJ Ownandie lsted work.

Undersianding of all phases ol

his worh and related matters. Remarks: . ‘ L
0 : .Jk,aMZmaéu4y';wn(am,gllq;fmu

1 . - .
Lacks imagination. , Meets neceisdry requirements Unusually resourcelul.

Ability 1o otiginate of develop ‘ -JJ ‘ : - { L '

- ideas and 19 get things mmd.. 'l;a;mnkn: Afad ;md alead A,MM ’@g an W‘ ,aZ"

2. INITIATIVE:

- .. s
e =

‘ca&ymwaddlnutqﬁpa1zunmdb¢amm¢'Aha&%g o Y-
* - ey 3 ’ ‘ ¢ - - - - - -~ - . @ P ~ - - -
a Apfaufm}mu; . ‘ Wastestime. I Siady and willing worker, & Ex:ep\'ionall'y_inddiuious.
' S - Needs close supetvision. | W l
Atiention and applization : ' . ) .
w0 his work, Remarks: :
' . R Needs i;nmonmnnl. . : Reguletly mests ' Comisgen{ly maim'ai'r.ti'
4. QUALITY OF WORK: i . ' ot ruogniuﬂ andards. : ‘ highest gy muality.
Thoroughness, neatness, and i .- R O S L
f work. " Rematks: y
dccuraty of wol ! marks ﬂl-ml,&&'w;umrd a&uafd{ﬂtw
® sy
: {: . §hou|d be i,:m;““. - 7 " Regularly meets Ty Unusually high output.

5. VOLUME OF WORK: ,

- !uogniud jj’tanduds. t ‘
Ouantity of scceptable work. .- ot e et ° -

:Rema-ﬂu: &/oa.u “W yﬁf- MMM /oM

From: Persaonnel Management, Figure 10-2, p. 228.

-27.:-;
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EMPLOYE_E APPRAISAL FORMS

e L X )
. . iy Cog: h-nuqn'u;h-umnwnlhu-
groary Anstaiery, . ::nhmh LN py parts marne
SRAATHIACTORT; L:m'l-h&.: Mnmo:- LEIPTIgRAL: Ew’n SO BiLe Wil HSIET 19 8 acie
]

IS S0 e0tmery, 008000000 Do Mrst pus s bie I

""‘uiu‘_‘}____gﬁg__u o T A A TiarcTony Wﬁ o
Aeiotom (oo
watioeire te

-t EFFECTIVENESS W OEALING Somewint sy LT Aoty E:nedwary,
WITH MEOPLE: Eatent (o wheeh ‘—J vhoctrve thas tiecive "'J Sopiog 1o —J Seyend i)
SEPioYIs Coumales wilh | P 18 1 with Ngoves by )b, *Utng Yl SRR ok e | which et iy
etisctmely infhsuces thase wid | o0 g ertanrst, wih wiws, s, caa helly il
whou b comne W Contact,

EMienncy tog Effwncy Nrtanal Swpmie Eaviosmaiy
PERSONAL l"'mm: -J e (o w3 -—I Siew b Hcuscy J iy, = greme o ]
f:‘_‘ ':‘::‘ pyidd :.T. " i vinay evarorats foky saiging iarons) te wncy,

oing n gty Some resgncts, 1 Seevtamts, .

Kagw bige Lachs somg Kaomiedge Yoy wett Eab
408 XROWLEDCE: Extent of wedeemis ly --I 10qug -—J fully satrs wlormed o Beyos scomm
1O i wantin 10l wanstsnting | it w 1ob o Insrieege, 1 1o tewunoments, | 111 prases of wg bl vach pesewt i
seastiiad by taginge. o aponant, . 4 lefly virige,

Adignedl tog Oscriions o Weies pogy Svoenim Exbsgduanry:
HOCHENT: Extent 19 whagh —J~ torelam -—J emney ¢ 1g 10 Sisrmamg —J Beyod Dol
e dad 1o 219 hesey - b WAt 2 agunie Yo sert whas sdaiiems | carrect decravng etk petent 1op
::":'“"l Lt i Py vy esoans o 1. ey ., aad sttveng, e tubly shiiire,

Lcis __J Lacis - Eatiirsey fyll _j Execises __J [—
BUTIATIVE: E1iat 1o wieeh Sut{cusd w15l vg w oo o adalme Beyow et
COBOYE 1 o “ulaliter g | Weliaiove Lo el $ome wEpacty, BAMVE Riursd | Myond 1ou 1. vheh prevent b
HUisng et o joa, 1 ek LT I N Intvutovaty, ¢aa lnily ety

Foveneal, .

Altotutt toe Altule seets Fovasble High gepree Extone
JOR ATTITY 0€: Aneuy ¢ '.n-.:wn Tl::ﬁnmu i, —Jd":unu ——Iimu." :
vamest wsashowy | 9 1 viided oy, nd il g usa
D'll.- et Aoeant, altest,

N '

Tos wweinaie Depentaainty Fully satis. St 1y Exlnantiony
f.‘:m m 19 ret2ia —J ot fully Tors peng. sami -—-] ®peraehiidy
10 chiry of maUxcirong, bg | 1O Wil 10 Nusaciary, Sildy Semiats of | beamngy, " 4 respacts,
10 [0, ond Inkll spums. | POVRENL, 1.

 wliws,
, [ y— __] Dens nat teiy Good pecty. Sopmig, J Eivsmtasy,
OVERALL EVALUATION OF L ") et geve. mace, Felly ’ !y'tl u'l‘u- Peciw sunce
. 1980w @ pesenl | ments of tae Congrient, actay lylillow: MEL 1]
ERPLOTEE PERFORMANCE: ». '.' o 10 roneeemns. bes! pebie tar
1he 0.

(QVER)Y

ERIC - .

PAruntext provided by eric



EVALUATION 'l 1aamtt ‘mmumm

- c-a-‘mmdtn

LEARNING STAGE ON THE Jos

USE THIS ITEM

PLRF

- p.u-ummuu 1guide i
1 1oquunt,

ONLY IF THE EMPLOYEE IS STILL IN THE
Fa JATHSFACTORY vERY GOOO LRCLPTIONAL l
Agpesd (00 b Pogreadig Nang tod Rogriang vy Dewg 115¢gtre-
ol 80 capully papeis. g8 sty sl
Ostswaimg ¥
o vt .,

e capieyee’s piigusact
soba? .
- _J
1, Odsiostng muoumm 1. Weilmeses.
Taconneatairess {0 g oventil:
3. Gumnal Ram conimag cngioyee puiimms. 1
1. Spacis sagpesives fw (wibss drnigpantt.
4
Rated ! One Revicwed 7. (1]
Yoo Kove Gucuasad ted ralwg WD the eapioyet.

10 MIER; Wiul oot Gale LRid WIS [ )

¢ IUPFEAVIIOA
*Signeturs of
Emotovee
“This signature moroly veriing <hat thiv euiustion has beso discumaed with
the emplaves. and i dom nR nprass spprowl of disapprowe) of the sbove.

e e

s



~i Q

ERIC

r
— s

(X ]

* QUANTITY OF WORK (Consicier t:8 vohema of wark produi 80 under norel conditient, Oleregard arcors.)

CLEMENT COMMUNITY HOSPITAL

EMPLOYEE EVALUATION
EMPLOYEE DATE

JO8 TITLE DEPARTMENT

Eveluate the smpieres on the job rtw hoing por tormed. Circla the nusmber 10 *hve lelt whis ¢ nearly axprosies your svaral
jodgrmant on cash quaNity. muhﬂt“hmu.muﬂwu\m-.m“wm
uwﬂmwﬂmuﬂ—‘ réh, comained statl ..-mwuh-tdmwmmm
m-nudwdh“ﬂ.ﬂiuhmﬂnﬂanmlnmwm.umm-.a‘nmuuﬁmm

JOB KNOWLEDGE {Consitier knuwviedes of the oD gained thraugh ¢ pore general education, eoecialized reining)
$. Woll infermed en oll phaags of werk. .

4. Knowiedys horough snevgh w0 perionn without Mieiance.

2. Adequses pruip of swentisls, 1ome anistance (equired.

2. Moquices contigursile s0Ntanes.

1. Inagequete knowietdgs,

Commenn

w

QUALITY OF WORK {Canwuger neswmss, ACEWCY and dependabulity af (ewsits regerdiess of volume,)
6. Exceptionaily atcwrsie, arectically ne Atk
4. Usuaily acewraia, Hidem necesary 10 check work.

§. Exesptionsl quantity, ropin warhor, uousasily tig produces.
4. Turms vl goml velume. .

1. Avercge volume,

<, Velune buiow srtis)e, of tan does ROt compiate work,

1. Very siow warkey CoANOY comphete dutuws.

Camunents

Fy

ABILITY TO LEARN (Consider the woeed with which e o ioVes Mmaters AeW couting S8 GraIDe Snplbinations,
Conuder. 8, selity to retsia the knowiedes.}

Excaptionsily tet te lser snd adivst to chs “vd conditions, sdipiabie.

Lasrns rapedty, loftows HAELTULTIOMS, FUSINNS AVITUCTIGNS.
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Mocpeires 83078 satructions, AOCOMArY 10 500881 lnatructiond,

Very dow to sbearh, POSs FASROTY, cannet sdapt,

Canwments

~NOLS

INITIATIVE (€ thhe tor w0 oo 09, G- Sl er LAITY out new idess oF Mmedhods. Alse dependability wn
carrying aut rewiine suigrnene.}

8. Excaient, mitiative resniting i treQuent saving i thve snd money, sivenys reliadle, is & londor.

4, Very revovcealul, can work On Owe, MR cimg wetl, s relishie,

3. Shows wnitiat @ eccasionuily, unaslty reiloble, -

2. Laching i snitistea, a3 10 Da teld 1o compiate tishk

1. News comaant prosding, is ursdtisbie, .

Conenibats

COOPERAY.ON AND RELATIONSHIPS (Consuar monnes of hanciling oD relancnihios.)

8. Goas out ¢f way (0 COOPNAN i\ CO-wav Nare, napervisars, snd subo i axcsilant attitude, 1skes snd givas
instructions e,

4. Gat vlong well with se00Cinien.

3. Accestsdle, v weliy'gens siong weil, accaponsily compl s,

2. Shown reluctanca 19 cODeTEle, COMPIMNL.

1. Very poor CODRE st dors nOt F0IOW Intructions, dulshus feilow TRioy R

Comrvnts

-
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ATTENUANGE (Conenior rate of sbeer o Lorhness, Dl DIOMOANGI I8 giveng ROLICS.}
5. Eacsliont, shesnt oniy lar emargencs: (anuly erisis, civia duly, MR Sy ON 1M, §1vet ROIS WRIR sbeent.
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CERTIFICATION 8Y RATER:
) HEREEY CERTIFY THAT THIS APPRAISAL CONSTITUTES MY BEST JUDGHENT OF THE SEP VICE VALUL
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[

Sige Date .
-

’
CERTIFICATION BY EMPLOVEE:
1 MERESY CERTIFY THAT | HAVE PERSONAL..Y REVIEWED THIS REPORY,

Date

P
Ll

Approved DY ¢ -
Adminsusior et ‘Dats
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I.  WHAT STRENGTHS DO WE FIND IN BURT'S APPROACH TO
® ' APPRAISING AND REVIEWING HIS EMPLOYEES PERFORMANCE?

'S

: ‘ |
2, How AN WE EXPLAIN THE RESULTS Bur1 H. D'WITH HIS FIRST
! TWO REVIEWS IN THE LIGHT OF HIS HIGH HOPES!

3. WHAT OBJECTIVES DID BURT HAVE FOR EACH REVIEW? WHAT
OBJECTIVES SHOULD HE HAVE HAD?

4, How CAN HE GET BETxER RESULTS FROM THE REVIEWS WITH THE
REST OF HIS PEOPLE :

‘From: Management Minded Supervision, p. 299.

\)u | ’ | ‘ | 28‘ .
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THE CASE.OF | Burt Hall sat looking at the pile of com-

THE INEPT | pleted performance-appraisal forms on

. INTERVIEWS | his desk. In ten minutes Norm Wiley

would be In to discuss his performance of

. : the past six months. Wiley had been
scheduled first because Burt had wanted to get things off to a good start.

* After Wiley, the number two person would be Del Burns in'the afternoon.

That's the way it would go—one in the morning, one in the afternoon

" until he got through the whole depariment. By the evening of the first

day, with two of his better employees reviewed, Burt felt that he could

_gnalyze his results and improve as he went along.

This would be Burt's second round of performance appréisals
since becoming supervisor of Assembly Depariment B: The first time
atound could hardly count, and Buri was determined that this time he
'was going o do a better job. His predecessor, Hairy Gates, didn’t have
much patience with the whole idea of perforraance evaluation and
review. He filled out the appraisal forms for Burt as his last official actand

From: 'Management Miﬁged Supervision, pp. 295-299.
; ) i . :
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lett the review interview for Burt to do. His advice was to just tell each
employee what his rating was and give him a chance 1o object if he
wanted to. Harry feit that the quicker you got it over, the quicker you
could get back to concentrating on production. He kept the ratings on
the high side, hs told Burt, because then there wouldn't be any ditficulty
‘with the employees and because it made the department look good by
comparison with others.

That entire first review had gone without incident. Everyone liked
Burt.'They felt that the ratings were Harry's, and signed the forms
acknowledging the interview without much comment. When he had
finished, Burt was relieved. But he was concerned that nothing much
seemed to have been accomplished.

Determined this time to show his employees that he knew what he
was doing, Burt had spent a considerabie amount of time preparing the
forms. He worked on them three evenings at home in addition to the time
spent in his office. Generally the individual evaluations were quite high,
but they were deserved. The production results were right there to back

them up, and quality in the department was excellent. Nalurally there .

had been a few problems and problem children over the past six months,

but on the whole Burt felt good about the evaluation of his department's

performance represented by the completed forms on his desk. Burl

regarded this job as a chance to get really close to his employees. That

was why he scheduled Norm Wiley and Del Burns first. They were easy
to talk to; they were cooperative; bul mosl of all they had won high
ratings from Burt, and it would be a pleasure t¢ tell them so individually.

The procedure outlined by the personnél department called for
the supervisor to make his evaluztion of each employee, bring each
employee in to discuss the evaluation, and get the evaluation form
signed by the employee to show that the discussion had taken place.
The signing of the form did not mean that the employee agreed with the
rating but simply that it had been discussed with him-or her. The
employee had the opportunity 10 register any disagreement with the
evaluation either on the form or by contacting the personnel depariment.
There hadn't been a single such objection on Buit's first round six
months ago. ‘

The form was a simple two-page booklet calling for an evaluation
of the employee's quantity or volume of work, quality or accuracy,
reliability, cooperativeness, versatility, loyalty, strengths, weaknesses,
and promotébility. Training necessary to make the person a more
valuable employee was to be covered in the last section.

' Bunt hadn't been satistied with tiarry Gates's ofi-the-cufl rating
on,all factors the last time—especially on quantity and quality of work.

28y

Since production records were available on almost all his employees,
Burt pulled out the achievements of each and based his quality and
quanlity ratings on '‘the facts,” as he called them. His evaluation of
reliability was based on tardiness and attendance records even though
he felt that a less objective rating was wanted. The rest ol the form
required him "'to play God,"" as he sald. Being human, he was nover sure
that his ratings were free ot his personal bias. Whenever he could, Burt
found specitic examples to back up his ratings on cooperativeness,
versatilily, loyalty, strengths, and weaknesses. Many times he wondered,
though, how much his choice ot examples might be reinforcing his bias.

He had done his best, however, and now he was ready *» begin. Burt '

was so anxious to get started on the right foot with ivorm thai ‘he
trembled just a little bit when Norm poked his head in the oftice door and
asked if the time had come.

. Shaking hands with Norm at the end of the interview felt awkward
to Burt, but it seemed to be the only way to signal the finish. Doggone it,
the whole interview was awkward. it hadn't gone at all as he had wanted
it to. From the time Norm walked in, he wasn't himsell. He seemed to
freeze up. His manner was pleasant erough. There was no disa-
greement with Burt's evaluation. Burt began to feel that they were like a
boss with a rookie employee rather than two friends discussing a subject
of mutual intesest. Burt had wanted Infoimality, but the resuit was formal
and consequently uncomfortable tor Burt. )

Burt had avoided looking at the evaluations from the last period.
tie wanted to be certain that he was not influenced by them in any way.
He was surprised to find Norm disappointed with the new ratings. it

urned out 1nat in most cases they were lower, oven though Norm's

performance had Improved. His quantity of production, which had
definitely improved, now had a lower rating. Burl's explanation that
nobody rated any higher, and that he was using a new system based on
factual ifformation, had a hotiow ring. Norm acceptaed the rating, but
Burt had the feeling that he might go to the personnel department to

_explain that he hadn't really slipped.

For some reason, the whouie tenor of the interview was more
negative than positive. Burt had intended it to be very positive. He had
wanled to toll Norm how pleased he was with his progress, bul he wound
up several times trying to justity the lower ratings. Burt explained to
Norm that his philosophy was to rate a littie low to stimulate improvement
and that he actually thought mare of Norm's work than the evaluation
showed. Thinking about that after the interview, Burt telt that it was a
stupid thing to say. '

Burt rated Norm about midpoint on promotability. The definition

287
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oh the form a! that point sald, "'shows promise; could be promoted.”
There were two places above and below to make checks, so that Norm
. {elt that Burt's rating really said nothing. His disappointment was obvious
when he told Burt that he did hope to get ahead in the company. Burt
. wondered, as Norm talked, how many more would feel the same way. He
had been very caretul 1o avoid létting a high rating on promotability tr&p
him into making a commitment. His thoughts so occupied him that he
wasn't really listening when Norm said something to (he effect that
another department might possibly ofter him a better chance for
promotion. The affirmative nod of Burt's head brought another disap-
pointed look to Norm's face, and the subjert was dropped.

Alter that there were some ofthand remarks from both intended to
terminate the interview, but neither felt that he wanted to accept ihe

responsibility for bringing It to an official conclusion—perhaps because .

no conclusions had been reached. The awkward pauses al last caused
Burt 10 extend his hand to Norm and thank him for coming In.

A meeting, fivé phone calls, and a minor breakdown kept Burt
from any mental analysis of the interview untll It was time for Del Burns to

arrive for hers. In the back of Burt's mind he knew that he himself had

been responsible for the unsatistactory interview in the morning. He
knew he had missed an opporiunily 10 motivate Norm and to build his
interest in the job. :

' The interview with Del was aimost a replay of the morning. Sure,
dhe questions were ditterent; the words were different; it was a different
person across the desk. But the cooiness was still there where warmth
had been wanted. Disappointment masked Del's face the same as it had
Norm's. Tension got a firmer grip on-Burt's teelings and strained his
feasoning powers even more. The same awkward handshake terminat-
ed the interview and left Burt wondering how he would ever get through
the rest of them. : *

" “Why, oh why,” he thought, "didn't | compare these ratings with
those from the last period? Just because | wanted these to be my own, |
risked antagonizing twa of my best people.”

Del had shown the same disappointment at the lower rating that

Norm had. After getting Burt's explanation of what he was trying to do -
quantiying the evalution, Del said, "'Sure that's fine, but how do they

know that in Personnel or in Paimer's oftice or wherever they decide on
our raises? They look al this form and the last one and see my rating
down. What chance have | got to gel a raise?"
Burt explained that these evaluations weren't used 1o determire
raises, but the words were hardly out of his mouth before the realization
© ; him that he really didn’t ¥now whether they were or not. Del
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promptly asked what they were for It not ralses, and-Burt said he thought
it was to be sure everybody got a chance to find out where they stood.
Again, he wasn't certain that what hg was saying was true. Del mumbled
something about not standing very well right now and Burt hastened 0o

‘assure her that she was one of the best people in the depariment.

~ That last statement caused a wry smile to cross Del's face, and
she sald, "Then a couple of others are In for a rude awakening, because
they tigure they've been doing a Iot better the last few months. They
thought they got better than they deserved last time, so they've been
looking forward to this time and getting what they deserve. Hal"’

Burt wasn't sure that he had said enough or too much, but when
Del was willing to sign the form, it seemed to be a good place to cut it off.
Again there hadn't been any arguments. The real uisappoiniment was
that he hadn't achieved so much of what he had hoped tor in these first
two Interviews. Whal had he hoped to accomplish? Well, he really
couldn't put his finger on anything specific. He just wanted the rela-
tionship between him and his employees to be a lot better, and Instead
they seemed to be getling more strained.

Why, he wondered, when he was so pleased with his employees'
performance, was he crealing the Impression that he was dissatistied?
Why, he asked himself, should good positive relationships suddenly
become so-strained at appralsal time? How could anything designed to
be helpful and constructive have just the opposite ettect? Burt put Del
and Norm's evaluation forms In an envelope along with those of Phil
Knudson and Arnie Ross, whom he was going to talk to tomorrow. He
would study them at home. Somehow he was golng to have 10 tind & way
to improve his techniques. As things stood now, he was better oft just
going through the motions the way he had done the first time. ’

192%>
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Unit: Employee Training, Evaluation and Motivatiog .
‘ Lesson Employee Evaluation - Analysis of Employee Performance
Topic:

Objective: The student will be able to identify th_ee specific
suggestions one should keep in minC when using records
to analyze and supervire the work of employees at
different levels.

]

Introduct- Once the evaluation system has been worked out does not
ion: mean that evaluation is finished when the forms/records

are filled out. What forms or procedures do not take

: into consideration are potential proklem areas. First .

{3-5 ming.) of all, not all raters will agree in.the interpetation of

excellent, good, average, Or poor. Personalities .

will also come into the evaluation and affect the result.

Some supervisors will rate high to make themselves

look good. Also, the employee must be evaluated on

all levels/areas, not just one or two.

Method: Lecture, transparencies, handout.
" Learning The students will aquaint themselves with the potentisl
i Activities: problem areas in evaluation. These would pe:
» 1. inconsistency with the ratings. .
_ " (30 mins.) 2. opinions/personalities of interviewer/subordinate
(‘ : . 3. differences in defining terms
' 4. not allowing an extra high or low rating in one area to

influence the ratings of other areas.

The student will study various‘methods of preventing potential
problems from arising by: '
- : 1. Volume of production orx sales
2. Quality of production or sales
3.  Attendance
4., tafety
5. Cost

SN

\

To make the interview more meaningful, the inte-viewer
will emphasize:
1. individual strengths rather than weaknesses
2. Think future rather than past.
3. Avoid suggestions on changing traits, but
rather suggest more acceptable ways of acting.
4. Concentrate on a few important areas that can be
accomplished in a short period of time.

4

5

Resources: Notes - transparencies (Supervision, pp.230-231, fig. 14-4

& 14-5)
Handout - case history in Management Minded Supervision,

p. 317 - Edith Shield - don't do questions.

=1~ T
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; . Nt 5 , 0 .
* piscuss the three questions on case history. (Management Minded
_.‘ (15 mins.) 1, Supervision,p.317-3138)
2. : ‘ '
3.
o
Summary: Questions and answers. -,

Page 314, Item 7, A thru H, Management Minded Supervision

The appraisal interview can make or break the entire program.
It can rescue a poorly-conceived program or threaten the
effectiveness of the most accurate appraisals.
The supervisor should: '

1. Prepare for the interview

2. Encourage preparation by employees

3. Arrange for uninterrupted privacy

4. Level with employees

S. Encourzge employees to talk

6. Try to set goals

7. Appraise the interview

8. Follow-up




‘ - ) ' ' . 264

'.ﬁ | WHAT ARE THE STEPS?

‘HERE ARE SIX BASIC STEPS IN PERFORMANCE EVALUATION:

6. TAKE APPROPRIATE ACTION. |
5. Discuss THE EVALUATION WITH ThE EMPLOYEE, -
4, EvALUATE His PerFORMANCE AGAINST THE REQUIREMENTS.
'3, "Oserve WuaT He Is Doine? o |

. 2, RISCKSS THE PERFXRMQNCE RequiReMENTS WITH THE EMPLOYEE
S ND ApJusT THEM As NEEDED.

1. EREPQRE P$RFO MANCE REQUJREMENTS, IB OTHER_WORDS, DETERMINE
ow WeLL You Expect The EmpLovee To Do His Duries. %

&

From: Personnel ‘Management, Figure 10-1, p.  222.

29
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'LET'S SEE HERE, WLSON.
| UNDERSTAND YOU'RE
HAVI SOME TROUBLE
<, GETTING ALONG .

2 ), WITH EVERYONE.
"/V-.\_,,,.»J

viele)

"YES, BUT WHAT -
HAVE YOU DONE
LATELYI®
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b . ‘ . THE CASE OF EDITH SKEILD ¢

[<4

Edith Sheild, supérvisor of applications research for the Glo-Brite Wax
and Polish Company, hated performance appraisals more than ‘any
other part of her job. “You spend a year bullding good morgle and wipe
it out with cne round of appraisals. How can anything whichis supposed
to be good for supervisor-employee relationships have such an opposite
reaction?"* was the question on Edith's mind as she made preparations
for next week's round of reviews. . o
The problems Edith had had in the past'she could see happening
again, and short of abdicating her responsibliity she didn't know how ta
gvoid them. Personnel had always fold supervisors not to get into
discussions of salary adjustments, that the primary purpose of apprais-

ing and reviewing performance was 1o lst employees know where they

stand in their bosses'. eyes and to show them how they could improve.

The appraisal interviews were supposed to open the lines of commauni-

cation between supervisors and their employees. .
Edith knew it didn't work that way for her. Most of her people
seemed disappointed in her evaluations of their performance. How, she

‘wondered, can | stimulate improvement ,uniess, | keep my ratings

conservative—on the low side? If they see high ratings, they'll just feel no
improvement is needed. | want to give them something to shoot for.
Instead of wanting to talk about improvement, they want to argue about
ratings and they want to know how it's going to affect their wages. | get
the feeling that they resent me instead of being motivated to want to
improve. | can’t even get most of them to talk about improvement. My
people always have had lots ol .ideas for new projects and tests, but for
about two months after appraisals those ideas seem to dry up.

it would be easy, she thought, to rate everybody real high and
make them feel good. But that would be abdication and wouldn't
accomplish anything! . .

From: Management Minded Supervision, p. 137.
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Unit:
§essoh
Topic:-

Obhjective:

‘.,

Method: - .

Learning

- Activity: .~

Respnfces:

Summary:

Time:

Lecture/
Discussion:

(25 mins.)

‘Students ﬁill participate in, the lecture/ .

"Handout: Three steps to be taken;in'dorrecx;ng

“thing about it, namely the supervisor and the

s . . ' . .268

P : ' .
Employee Training, Evaluation and Mo;ivgtipn

Improving Performance by correction

The student will be sble to name a minimum

‘of three guides/steps he would use when

correcting &n employee
Lecture/Discussion,
Exercise’ - =~ % .

. . .
\__ . . - -

discussion and will then complete in class a
project using three steps to be .taken in
making co;rections. ' v

en employee.
Exercise | ‘; ' =

45 minuteg‘ . g

’ >
Point 1. Performance Evaluation is the basis for
corrective acticn. As a result it can be taken
by those who are in the best position to do some- »
employee. (Pers. Mgt. p. 235-6) -
Question: What is the type of evaluation that

.

..will most usually be used by a supervisor to ‘e

detcct mistakes?

'Suggest: Continuous observation

E}

" Toint 2. There are three steps that may be

+rake» when trying to induce change in performance.,
5.ep . - Determine the facts. Investigate '
what happened and why. (Supervikion p. 279)
Question: What are some possible causes for
mistakes? . '

Suggest: Carelessness, misunderstanding,
unqualified. '

Question: What are some possible reasons for

each cause and remedies?

Suggest: Carelessness - attitude l
misunderstanding - lack of communication
unqualified - lack of training .or inability -
Step 2. Provide Explanations.

The Supervisor must communicate and explain all of
the. information which the employee may require

in order to correct mistakes (Supervision, p. 259) -
Question: How can a supervisor determine whea

his directions have been understood?,

Suggestion: Feedback. This is done by asking
guestinns such as: "What are you going to do?"
"How are you going to do it?" "EBow lony will it take?”

5

-1-
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’ - 8tep 3 - Allow participatioh. Employee resistané@é
{5 reduced when allowed to sudgest means of - -

- self-improvement. (Supervision, p. 260) ‘

, ' Question: What questions would yod - ask an employee
.. - in order to involve him in his own coxyective
(" procedure? ' ’

Suggestion: “What do you think happened to
cayse the mistake?” "What do you think needs to
be*done to prevent it from happening again?®,
"ys there anything that I, the supervisor, nead
to do to prevent it from happening again?"

oo , - Students are asked to complete the exeréise;
1. ‘'Use a current problem you .now have.
2., Use a prdglem_that~happened to you.

(20 mins.) rablem that could occur.

o : 3. Assume a

AN

o~

|\/
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HANDCUT (Optional)

THREE STEPS TO BE TAKEN IN
CORRECTING AN EMPLOYEE

State the problem. (Investigation and conclusion)

Explanation to be given employee:

2

4
How will employee be asked to participate?

-270



. Unit:
‘a, Lesson
Topic:

v

Objective:

Introduction:

(30 mins.)

Method:

Learning
Activity:

(45 mins.)

=271

Employee Training, Evaluation and Motivation

Employee Morale and Motivation

The Student will indicate a knowledge of four ways to
maintain a working environment which offers security and
freedom from worry for employees.

Question: what is it that Employees want from their jobs?

A.
Boyd ~ Chart, page 153
B. Question: ‘What is motivation? Definition- Chruden,
page 241 '
Motivation may be definéd as the state or condition
of being induced to do something.
Needs - something within individuals that prompts
them to engage in behavior which is directed toward
the attainment of goals.
Incentives - satisfy needs
Tension Incentive .
Goal Directed Behavior Red T
Reed _ Goal Achieved educed Tension
C. The basic question to be answered in this segment is "How
do we maintain a working environment which offers
security and freedom from worry for employees.
Lecture
Discussion
Overlays

and/or Handouts

Thrcugh lectures, example and discussion, the following four
concepts will be covered:

A.

The nature of human needs
1. Frustration occurs when needs are not satisfied. Boyd 150
2. Motivating drive .and incentive - behavior. Boyd, page 147
2. Maslow's Heirarchy of Human Needs
Boyd 147-150, Chruden 243-245
Overlay #2, Chruden P. 243
2. Types of Incentives to satisfy needs. Chruden,pp.246-248.
Boyd 155-158
A. loney
B. Security
Cc. Affiliation
D. Esteenm
E. Self actualization



sSummazy:

‘S mins.)

/

Herzberg's Motivation quieng Theory
1. cChurden, Page 257

a. What is a hygiene factor?

b. What is a motivator?
2. Overlay Churden, Page 258

-272

Definiticn of Frustration and Conflict
Boyd, pp. 150-151
Churden, 251-254
1. Nature of Frustration
2. Common Reactions to Frustration
a. 3Selecting a substitute gocal
b. Moladoptive behavior
3. Symptoms of fruétration and conflict
a. Anxiety
b. Adjustment or defence mechanisms
c. Withdrawal reactions
4d. Substitute reactions

I

4. Reduce Fruétrations, Churden,pp.255-256
a. Managers job
b. Minimizing Conflicts
c. Job satisfaction factors.
d. Job satisfaction and Employer behavior, Churden,p.260

SuperV1sors responsibility towards policies, procedures,
objectlves, methods. .
Churden, pp. 86-90 .
Heiman, pp.110-114

1. Poiicies
a. definition
b. need

2. Objectives
. a. definition
b. need

3. Procedures
a. definitioun

b. need

4. Methods
a. definition
. need

S. Managements responsibility to employees in these areas.
Individuals are motivated by differeat needs.
Unsatisfied needs r=ause frustration and conflict.

Managements job is to be aware individual needs and reduce

- possible frustration and conflict.

Methods used _
1. Thorough explanation

©

-2-
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9. Constant observation =273
3. Open Communication




TENSION INCENTIVE

. REDUCED TENSION
GOAL DIRECTED BEHAVIOR GOAL ACHIEVED

NEED

‘romt: Porsonnel Management, p. 252.

Q 30
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COMPARATIVE RANKING OF JUB FACTORS

FvPLOYEES' - - SuperVISORS’
rRANKING JoB FACTORS 'RaNKING

APPRECIATION OF WORK DONE ‘ 0
LING OF BEING IN-ON. THINGS :
SYMPATHETIC HELP ON PERSONAL PROBLEMS

SECURITY __

WAGES :

NTERESTING WORK
ION AND GROWTH IN THE COMPANY
SONAL LOYALTY TO EMPLOYEES

WORKING CONDITIONS

ACTFUL DISCIPLINING

i

307
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Upit: Employee Training, Evaluation and Motivation

Topic: Employee Morale and Motivation

. Ohject- The student will 4indicate an undenstanding of tae
ive: = factors/ways of developing employee pride. |

Intno- The business that has conscientious, dedicated
duction:employees .4 well on the noad Lo succeds.

(5 mins.) , :
To instill a sense of pride to an employee will resuld in

his stniving to do his best effort on the job. -
To accompfish this we need an understanding of what
needs the employee brings to his job. ‘

Give Example: yCounrteoud, knowledgable sales person
| encourages a purchase.
Sunly, bored, unintenesited employee
detens pathronage.

A
Once we have necognized these needs, we can motivate
and develop his pride, intenrest, and enthusiasm
in hdis wonk.

» Method: Lecture and discussion
Leannding
‘I’ Activ- 1. Present List of factors of employee pride.
~ * ity 9. Present List of ways of developing employee pride.
Flow chart:
(10 . Need Goal directed Incentive  Reduced
mins.) (tension) behavion {goal) - tenddion
achieved
> >
. Economic securily sovingd 4nvesimeni
2. Achdievement posdition - highen in orngand-
zalion

(20

mins.) Adapt case study: Management-minded supervision;
Bouyd, page 163.
Add question 4 fon discussdion:

4) Would you Lnsert an ofder salespernson o stafd?

wf
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Resouncesd

L{iat o actons of employee pr.ide
Overlays: - g 8 § emptoyee pr.

" List.of ways of developing employee pride.

~N) -
e ®

Boyd: Pages 147-149
Boyd: Pages 156-159

1
2
3., Pensonnel Management: .Pages 240-262

© Summany: Quesdtion and Answeir

Point #1: What types of incentdives would
you offer to Lnsatill pridef
Point #2; What {actors Lead to employee
khustration?
Point #3: What are the nreaciions 2o frustration?
(15 mins.) Point #4: What ane the motivators that lead
to job satisfaction and pride?
Answer: Achi.vement

Recognition .
The wonk itsel§
Responsibility
Advancement
@
. Y _ 2 _
@
305
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Frusdtration

In@entive Tens.cun
(goal) pensLsts
.not achieved

Eihnien

Y Need . Goal dinrected
(tensdion) behavior

Barndiehrs

External . Intennal
Diseniminatony prictices Poor habits
Monotonous jfobs Tnadequate personaliiy

UnpLeasant wonking conditions Aptitude for job
Teonomie insecurdiiy

Reaciions to frustration
Select substitute goal

Engage 4in maladaptive behavior
Aggressddion
Over-eating

Symptoms 0f grustration and conglict
Anxiety - nesistance to change

"Motivalons"

Achdievement
Recogndition Job Satisfaction - PRIDE

The wornk ifself
Responsibility
N Advancement

Job satisfaction and employee behavionr imphovemens Ain:

Turneven
Absenteedlsm
Job pengoamance

30,
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| FACTORS OF EMPLOYEE PRIDE =279
NEED TO KNOW THE WANTS OF EMPLOYEES IN THE WORK SITUATION,
SKILL OF COMMUNICATING THE OBJECTIVES OR GOALS OF THE

- ORGANIZATION TO THEM.

ABILITY TO MAKE THEM ACCEPT THOSE GOALS AS THEIR OWN.
QEED TO KNOW WHAT WILL MAKE THEM WANT TO DO THEIR BEST WORK;
NOW WHAT EMPLOYEES WANT FROM THEIR JOB.

PEOPLE WANT TO WORK: WORKING GIVES. MEANING; SATISFIES THEIR
NEED TO. ACCOMPLISH.

~ WANT TO BE RESPECTED FOR WHAT THEY KNOW, WHAT THEY FEEL.

PBYSIOLOGICAL DRIVES
ASIC NEEDS - MONEY, F0OD, WARMTH, CLOTHES.

Sscunrrv DR1VES
OB SECURITY, HOSPITALIZATION

SgchL DRIVES
ELONG TO THE GROUP.

PsycHOLOGICAL DRIVES
EEEL IMPORTANT
RAISE FOR JOB WELL DONE
ADDITIONAL RESPONSIBILITY, PROMOTION 9
PAY INCREASES
_LISTENING TO IDEAS
CHALLENGING ASSIGNMENTS
PARTICIPATE IN DECISIONS
SELE-ESTEEM, DRIVE - SELF RESPECT
éiACH FOR FULL POTENTIAL
TCH SKILLS AND ABILITIES TO JOB
AILURE TO LISTEN TO IMPROVEMENT IDEAS.




-

: [ | | o " - | ;eao
" WAYS OF DEVELOPING EMPLOYEE PRIDE

1, RECOGNITION FOR GOOD. WORK.

2. REAT EMPLOYEES AS INDIVIDUALS,
HOW A PERSONAL INTEREST IN THEM,
IVE EMPLOYEE THE OPPORTUNITY FOR EXPRESSION,
ALK WITH THEM. LISTEN TO THEM,
HOW THE IMPORTANCE OF THEIR JOB TO THE OVERALL
OPERATION. -

3, FFER SINCERE PRAISE AND RECOGNITIOis,
PECIFIC - EUTSTANDING WORK
- COMPLETING AHEAD OF DEADLINE

4, -~ PROVIDE GROWTH OPPORTUNITIES THROUGH DELEGATION.
HANCE TO SHOW WHAT THEY CAN DO,
PPORTUNITY TO MAKE GREATER CONTRIBUTION.
NCREASES FEELING OF PERSONAL WORTH.
TRENGTHENS DEPARTMENTS,
CAN SAVE TIME - FREES FOR OTHER TASKS.

5, EVIEW THEIR PERFORMANCE.
VALUATION. |
6,  PROVIDE FOR PARTICIPATION.
SET GOALS AND STANDARDS
7. LAN THE ORIENTATION OF NEW EMPLOYEES.,

END. TO FEEL INSECURE.-
HEIR WORK IS IMPORTANT,
ELONGS TO WORK GROUP..

8, RAIN THEM WELL.
ONFIDENCE AND ABILITY.
g, ‘COMMUNICATE WITH THEM,
RAISE AND CREDIT. ,
MPLOYEE WANTS TO KNOW WHAT'S GOING ON,

FullToxt Provided by Exic [
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THE CASE OF JOE SNYDER

Supervising salespeople who can earn practically as much as they want
ought to be duck soup. Everything they need to motivate them Is right
there in our commission setup. At least that's what Joe Snyder,
supervisor of-sales in the Swim-Time Fools Company, thought when he
took over the North Division office. They work, they earn! Goof off and
you don't eat. It’s as simple as that. .o
Problem was that sales were dropping off while their competitors’
saies were increasing. Joe knew It wasn't price or quality because théy

.. were as good as or better than their competition. Swim-Time was still
.~ number one but losing ground. '

Joe's sales force was made up mostly of young men and women
who were enthusiastic about swimming. Their spending time socializing
in the store instead of prospecting and following leads irritatod Joe. He
had seen 100 many sales lost by salespeople accepting easy-to-over:
come opjections. He suspected that time away from the store wasn't ™

. always spent tending to business. When people don'tpunchaclockand |

when they manage their own time, a supervisor has to depend on
commissions to motivate them, is the way Joe had it figured. Somehow it
wasn't working for him.

- - -

A

From: Management Minded Stuoervision, p. 163.
) :

A

30;,
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Undit: " Employee Thraining . ,
s Lesson Employee Moral and MoZivation
' Topic: '

Objective: The student will demonstrate a knowlfedge o4 how_ to
communicite with others in order to make them
wonk willingly. -

Method: ., vibcu44£0n/£eétune with transparencies and handoul
Case studies.

Resource: Pensonnel Management, pp. 286-303

(There are alao chaptens 4in Management-Minded (Chaptenr 2
and Supervisdion which deal with these
TChapfen 6] :

Learning Lectune/Disdcussicn (Trhansparency, Fig. 13-1,p.288
Activities: Communication Proceds)
- 1. The Communication Process
A. Steps Lin the communicaXion process
1. {deation by the sender
o , ' - intended content of§ Zthe message
‘ 2. encoding - ideas are organized into a series
of aymbols
(5 mins.) 3. wonds on phrases wanted to use and also
appropriate media
4. necedver tunes im Zo ‘recedve the message
(failure to Listen - message Losz)
5. decoding - turning the words 4into ideas
lean be percedved differently)
6. necediven acts on responds - ashking monre
information on taking action.
7. Feedbach ~ acknowledgment that the message
was nrecedved. -

11. 1n What ways does an employee and supervisoxr
communicate to each othen?

A. Formal Communicaitdion
Takes place through established £ines of auth-

ondity.
{10 mins.) 1. Downward - from higher management Zo
Ji subondinate pengoamance. Ex: fob

instructions, procedures and practices.

7. Upward - subordinates express thein Ldeas,
attitudes and feelings about fobs %o
management.

3. Lateral - communicatdion among personnel at
approximately the same Level helps coordinaie
activities and performance of job
responsdibilities.

: 3 . -1-
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B. WAicten Communication grom Management . 2293
Job descaiptions and procedural manuals
details of duties the employee 43 expected

~ .
¥

T

<

Lo peagorm.
purposes - degree of uniformity, egficdency
and sajely.

[ 4

Handbooks - information of immediaie concenrn,

. |such a4 sick Leave, insurance coverage,

" other benefits, etc., '

C. ' News
. 1.

papers and Manazines (house organ)

‘News about e¢mployees and families (4inteanal

- socdal environment)

* ! ) 2.
3.

oy

A 1,

- 7 . L}

2.

Reponts on inteanal technofogicul information.
Reports on external environment (taxation,
productivity, 4ingflation, ete.) £
Soclal responsibilities. ‘ A

. D. Written communication {rom EmplLoyees S )

Question box - provides employees with 'a system:
forn obtaining andwerd to quesiions from e
management. , L

Suggestion progham-~- upward communication
that is widely used to stimulate partici-
pation of employees Ain important aspecis .
of organizational operzition.

E. Superion - Subordinate Communication

1.
2.
3.
4.
5.~

~

-

Advise subordinate what {i& 2o be done
increase goal aspirations and motivation
Communicate the consequenced 0f performance

Lo employees ' . , :
Provide for employee feedback Zo.management. .

By being a good Ristener and encouraging - |
subondinates to communicate fully - will

- hnow what type 0§ information L4 wan;ad/

needed. * . -

F. Ingoamal Communication - ‘

1.

to who durding gnree fimes.

Def: takes place Fetween 'persons in an
orngandization whose nelationship to one

anothen may be independent of Lhedir authordity -
- and job function. '

Grapevine - important channel of communication.
fanes out through the onganization without
negard to goamal -structures or channels of
communicalion. .

Charting informal communication.

1. Through an awareness of who talks
Supervdlsons

may develop an undenstanding of the natunre

of the communication that fLows among
individual and it's effect on their attitudes.
and job performance. _ 2
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111. Case studies (Jones and Wells) ' -284

£

(5 mins.) Pass out situdy and explain .procedures. Studends
should work 4in ghroups of two's wdith one bedng
r Jones and one being Wells.
(15 mens.) Discussion and solution in Small Groups.
v (20 mins.) Discussdion Ln the Lanrge group. g

1. What solution did they come up with Zo Zhe problem?

2. What barnizns to communication did thzy
. experdience? :

A. Differences between individuals
no two people ane aldike

B. Differences in Percepiion
people have different experdiences, or ways 04
Looking at things (gframes of redernences)

C. Differences in age - "generation gap"

D. Differences 4in, Emotional Siates
improve communicationsd 48 2o reduce defensive
behavior, .

E. Differences in Listening abildity.
Supervisons should Listen nonevaluatively

" (understand the person's fgrame of reference

on point of vdiew- '
o§ten Leain more about how tnings Look 2o
othens by Listending

T afs0 must present more informaiion. _

. F. Differences in Lnthepretation (semantics) ,
1. different wornds have different meandingd %o
difderent people. ’

2. zo be mone .effective communication should be

precide.
: ' G. Difgerences 4£n Status . ,
N 1. The position of the individual in the
\ . - onganized structure will influence ZLhe

quality of communicatdion that Zakes place.
H. Dilution 0§ information g
child's game - "telephone"
1. Filbteration of Information :
© gdvding only partial information on color events *
. J. Pensonalities of Managers
b ‘ how mandgers percedve themselves, jobs and

h ) - subordinates :
' K. Effect of special groups upon climate
. .~ different backgrounds - different vatues.

L. lack of definite plans
. Who we®f communicate and when?
v, M. idack of clarity _
matenial presented 4is unclear, words of many
syllables, complex sentences, and {in un- :
_- explained technital terms.
N. Lack of neadfing skilLls
0. Othex barrierd’ ’
1. Chodice 0% ‘media
2. misuse oF at centain type of meada

ot 7

. . ' v
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3. What do they feel are some fundamentals gor
good communication?

A. Feedback and Listending
1. Manager/Supervisor must be able to Eisten.
2. Sometimes necipients are embarrassed by
not understanding what was said and nod
thein head - supervisors musi encourage
clandificaiion of instructions 4§ needed.

B. Sdncendily
1. Veibal and non-verbal included
2. Best to be fain and honest in dealings with
employeed.
C. Understanding Human Needs
1. Pay attention to employees'’ needs,
inteaests and needs.
9. 14£'s human nature to pay atteniion o
- someone who has someihding to say aboul
something we're interested Ln.

D. ‘Proper Timing
E. Appropriate Channels and Medda

4. Pass out handout which describes varioud barrienrs
o communication and fundamentals for good
communiction.

Co
[N
]




BARRIERS TO COMMUNICATION

Differences between indivdiduals

Diffenences in perception

Diﬂﬁgnenae& in age

Differences in Listening ability

Differences in semutic intrepretation

Differences in Status

Dilution o4 information

Filteration 0f Information

Personality of Managenr

Special Group Uazﬁeé

Lack of Dgﬁinite PLans

Lack of CLarity

Lack 04§ Reading Skills

Choice 0f Media |
FUNDAMENTALS OF GOOD COMMUNTCATION

Feedback -

Listening

Sincenilty

Understanding Human Needs

Propen Timing

Appropriate Channels and Meddia
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| WHAT DO YOUR EMPLOYEES WANT MOST FROM THEIR JOB?

Below is a list of ten morale building factcrs, things that the
typical employee wants from his job. Please rate these factors in
order of their importance using the numbers 1 thru 10. The morale

building factor you rate as being most important to an employee
should be rated number 1, the sccond most important morale building

factor should be rated number 2, and so on.

GOOI) WORKING CONDITIONS
PROMOTION AND _caow'm IN COMPANY
PERSONAL LOYALTY TO WCRXERS
WORK THAT KEEPS YOU INTERESTED
FEELING "IN" ON THINGS
TACTFUL DISCIPLINING
: MONEY S
SYMPATHETIC HELP wrm PERSONAL PROBLEMS
JOB SECURITY o | |
FULL APPRECIATION OF WORK DONE

E——
iR
——————
cESet—

L]
—————
eEE———
aEEE——————
—CerT—
E——
v‘.
A
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’ | THE MOTIVATIMAL CYCLE " 289

Motivation fe ". , , behevior thet is instigated by needs within
the individual and is directed toward goals that can satisfy thess needs."
This definition eetablishes the broad framework for the seven major
dimensiocus of motivation. ‘

1. Need: A lack of something, a deficit condition, a
disequilibrium. (In gensral, the terms neads, wvants,
degirzns, and wotivas may de used mtorchmgubly.g

2. Uhconletnun tension buildup: An unconncion- or couscious
phynical teasion buildup €s tha result of a need.

3. JYores: 'm 'dtt'u ot impatus provided by & felt ne.d o
motive. '

4. Behavior activities: The actioms, both mental and physi-
cal, that are brought into play in the process of
satisfying a need or motive. .

S. GCeal: The object or incentive at which behavior activitins

6. Satisfaction: The attainment of a goal.

7. Tessien peduction: The aquilibrium attained when a need
or notivq is saticfied.

Uncoiscious Tension
Buildup

Tansion Reduction

Satisfaction

317
ERIC | i

Full Tt Provided by ERIC.
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FULFILLMENT

NEEDS

SELF-
EX.: CREATIVITY,

THE HIERARCHY OF HUMAN NEEDS

A SATISFIED NEED IS NO LONGER
A MOTIVATOR Of BEHAVIOR
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EX.: BELONGING,
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MASLOW'S HERZBERG’S e

NEED-PRIORITY MODEL MOTIVATION-MAINTENANCE MODEL
STLFREALIZATION AND ] ST WORK-ITSELF
FULFILLMENT 2| | ACHIEVEMENT
““I| POSSIBILITY OF GROWTH
=| | RESPONSIBILITY
ESTEEM AND STATUS § " ADVANCEMENT
- 2| RECOGNITION
o .
=

| STATUS
[ INTERPERSONAL RELATIONS |
SUPERVISION
PEERS
SUBORDINATES 1
SUPERVISION-TECHNIQUES
COMPANY POLICY

AND ADMINISTRATION
JOB SECURITY

i CONDITIONS

| SALARY
PERSONAL LIFE

BELONGING AND SOCIAL |
~ ACTIVITY

SAFETY AND SECURITY

OVERLAPPING ITEMS

PRYSICLOGICAL NEEDS

" stAINTENANCE FACTORS -

R SRR

A COMPARISON OF MASLOW'S NEED-PRIORITY MODEL
WITH HERZBERG'S MOT!VATION-MAINTENANCE MCDEL. »

32..



1.

2.

3.

4.
S.
6.

«292

FORMAT *OR HANULING ROLE FLAYING

"The Frustrated Supervisor"

Opportunity to be real live actors. A role that <ty will have as Zew wimn= .
heads. Called "Learning by Role Playing."

— e
Make up the two-man teams by lot.

Have the Wellses go to one room and the Jackscns to an:-~2r. Giw-~ Ori-
instructions to each group separately.

Five minutes to read instructions.
Have two-man. teams pair off and spend 10 %o 20 minutes ciscussing the matuer. .

The Wellses roturn to their original room for repcrts, and the Jacksons ‘-
theirs .

When reports have been prepared. bring the entire group together to discuss
the reports. : _

Two-man. teams meet to discuss:
a. What Jackscn liked best about the way Wells handled hinm.
b. What he liked least.
c. What factors made for possible misunderstandings between the two.

Discussion of issues.

a. Is Jackson ready to deal with Blake? Should Wells have covered this
problem in the interview?

b. How does Jackson feel about his neighbor? I1s this important?

c. How shculd supervisors deal with employees who bypass their immediate

' supervisors?

d. Should all three persons involved have been brought together rather
than the boss (Wells) talkiag to them separately? Would this be
undercutting Jacksea?

---Should the three ever be brought together?
e. Who should be able to dismiss an employee in a case like this?
f. Should every manager and supervisor have an-open~-door policy?




1.

2.

3.

,“.

5.

a.’
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MATTERS THIS CASE STUDY ILLUSTRATES

We all have frustrations, on and off the job. Sometimes we bring our
frustrations to the job and let them affect our work. This happens tc
our boss and the people who work for us, not just to ua. One way to get
over frustration is to talk it out with socmeone.

Chain of command,

Open~-door policy for managers and supervisors. Does the immedia:e supervisor
and his boss have an underastanding about an employee taking his <roblems to
the top boss? Does the employee know where he stands?

We hardly ever know all the facts. We must do everything we can to bring out
the facts.

We can misinterpret the man above us, as well as those under us., (In this
case, Jackson (the supervisor) was mad at this boss (Wells) because heg,
assuged that Wells would side with the employee.) o '

The ;;ma situation can be interpréted quite differently by different persomns,
even by persons who have the same kinds of qu:. This is because our back-
grounds and attitudes are different. ” .

A problem situation such is portrayed in this role playing case is difficult
at the time, but it can be taken advantage of by making it a learniug situa- .
tion, for ourselves and for others involved. '

Some good and bad supoiviscry actions involved:

a. Not controlling temper ' _ )

b. Bawling out an employee in froni of the waork group. (The art of criticizing)
c. Being a good listener : :

d. Being firm, being fair

e. Employees need guidance, but so do supervisors

f. Being able to admit a mistake




294
o COMMENTS ON "THE FRUSTRATED SUPERVISOR"

5 / A good method of relieving the frustrations of others is to be a good -
'/ listener. By listening, you help the.other person to rid himsélf of his frustra-
tion tensions and at the rame time you keep yourself from becoming involved.
A good listener can avoid setting up defedsive reactions, hostile behaviors, -
and arguments, whichonly lead to face saving and further frustration. »

However, listening is not easily dons. Another person often expects you
" to express your opinions and you must be able to°avoid this situation and get
the person to talk abéut his own feelings. In responding to feelings by nodding,
asking the other to tell you more, and showing that you understand, you create
. a permissive relationship which is essential for dealing with feelings. -

‘Too often people are made to feel that they must justify their conduct and
as a result they hide their true feelings and talk about the situation by greatly

™

exaggerating the problem. Raspecting feelings makes exaggeration unnecessary.

It is through the expression of true feelings that {rurtration tonsions are
released. Once these interfering emotions are reduced through expression,
the original problem can be faced in a problem-golving state of mind.




, ROLE FOR BILL JACKSON, FIRST-LINE SUPERVISOR :
4 | = | L ¥

| You have just come to work after a series of the most humiliating and
1 irritating expericnces you have ever had. Last night your next-door neighbor, n
- Sam Jonea, had a wild, drunken party at his house that kept you awake most of

the night. Jones is a blustering, disagreeable man who has no consideration
whatever for others, so when you called him at about 3:00 a.m. and told him to

d ‘be leas noisy, he was abusive and insulting. Things quieted down later on, but
, _ when you finally got some rest you overslept.
; ,
l 3ince you were in thc midst of a rush jobh at the company, you skipped-

breakfast to hurey to work and, as you were leaving the house, you noticed that
someone had driven a car across one corner of your lawn and had torn out
several feet of your new hedge. You were certain that Jones or one of the
drnnks at his party had done it 0 you ran rigu. over to Jones's house, dn-
terinined to have it out with him. He not.only denied everything, but practically
threw you out and threatened to knock your teeth out if you didn't shut up and
‘hehave yourself and you know that he is big enough to do it.

When you came to work, more than an hour late, your nerves were 80
ragged that you were actually shaking. Everything conceivable had gone wrong,
and then the last straw was when you discovered that Joe Blake, a young high
school recruit, had made a mistake that delayed you several hours on your rush
iob, or at least it would have it you hadn't caught him in time. Naturally, you
pave him a good going over for his carelessness. Blake said he wouldn't
take that kind of abuse {rom anyone and walked out on yow, You noticed that
he went in to see your supervisor, Jim Wells. Cbviously he is in there accusing
you of heing rough on him. Well, you don't like that kind of an attitude in a
voung aquirt either, and if he has gone in there squawking you'll make him wish
he'd never been born. You have had all you can stand and the big boss had
Letter not get tough with you because he'll have one hell of a time getting the
jub dane without you. Jim had that snivelling brat in there and talked to him
{or quite a while before he phondd you to come in. Gabbing when there's work
to be done~--that's certainly a hell of a way to run things. You are on your way
to Jim's uffice now and have no intention of wasting titne on words.

(Try to ¥et into the spirit of thia case and feel some of the emotions that
would ordinarily be present.)
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ROLE FOR JIM WELLS, DIVISION SUPERVISOR

You .ze the supervisor of a diviseion employing about 75 men and women
and 6 first-line supervisors, * You like your job, and the supervisors and
enployees wio work for you, and you feel that they coonerate with you in every
way.

This morning ynu noticed that one of your first-line supervisors, Bill
Jackson, was rather late in getting to work. Since Bill ir very conscientious
and was working on a rush job you wondered what had happened. Bill is
thoroughly dependable and, when so.nething delays him, hn always tries to
phorie you. For this reason you were somewhat concerned and were about to
call his home when one of Bill's men, a young fellow naimned Joe Blake, came
in.  Joe is a good-natured kid, just out of high school, but this time he was |
obviously angry, and said that he was not going to work for Bill another minute *
and was going to quit unless you got him another job. Evidently Bill had come
\n, started to work, and then los: his temper completely when young Joe didn't
do something quite right.

" Although Bill occuionally has his bad m~.ds, it is unlike him to lose his
termper this way. This latest rush job may have put him under too much pressure
but even so, his autburst this morning seems difficult to explain on any reason-.
able grounds. . You feel, therefore, that something must be seriously wrong and
if 'you can get Bill to talk about whatever it is that is bothering him you may get
the situation ltrnghtened out. In any case you are determined not to get into

. an argument with Bill or criticize him in any way. Instead you are going to try

to get him to talk about his troubles, listan to what he has to say, and indicsate -
that vou nnderstand how he feels about things. If Bill seeme more angry than

Jue's mistake would reasonably juast/fy, you might suppose that there is some-

thing more behind all this and Bill would probably feel a lot better if he got it
off his chest, 1f Bill is thoroughly angry with Joe, you may suggest that Joe be
fired in/order to demonstrats that you have not taken Joe's side in the matter.
You talked with Joe for sevaral minutes and, after he had told hie side of
the story, he felt better and was ready to go back on the job. You just phoned |
Bill and asked him to drop around when he had a chance. Bill said he'd coms

right over and is walking toward your office now. ‘
- - ’ »

-
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REPORTS FOR JACKSONS

1. Did you téil Wello what ﬁappéhed-befdve you came Lo work?

You No

————
t

17 ven -what was Ihis reaction? .

Whose fuult was thig? whyé '
« filake _.' ' chk;on' Wells
Was the matter settled to your satisfaction? Yes .~ No
Why?
4
I
B e
!
} .
3 R
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REPORTS FOR WELLSES
. - " .
1. Did you get to the root of 'the probJem of what was bothering Jackson?
—————
oy v Yes No _ Why?
) | :
) .
' 2. Whose tault was' thia? Why?
Blake - Jackson Wells
X B ' '
' 3. Was the matter settled to your satisfaction? Yes No
How? B
i
o |
) M-//’
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Unit: Employee Training, Evaluation and Motivation «299
Lesson Topic: Employee Training

Objective: The student will indicate a knowledge and understanding
of ten training methods.

Introduction: Ask question - what types of training programs/methods
you use., What results, if any?

>0 )
(26~ mins.) Refer to "Plan the Oritentation of New Employees"
and "Train Them Well", pages 158-159 ~ Management Minded

Supervision for Introduction on Importance of Training. “
Method: Lecture, Discussion
Learning Discuss, lecture on methods of Training, using Trans-

s Aétivities: parency of Table 8-2. Do not discuss extent of learning.
( .

s

Resources: Table 8~2, p. 188, Personnel Management -
Summary: Review Methods

5
€ mins..,




~ JOB TRAINING PLAN

Job

Estimate of time required

Date and time of training

Locatior of training __

Supplies nesded

Tools or equipment

Jab. Sequenco (What) Points To Stress (How)

. 1.

2 2.

3. 3.

4, 4,

5. 5.

6. 6.

7. 7.

8. 8.

“y
?
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o APEENDIX U
/. GUIDES FOR CONDUCIING THE EXPERIMENT
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10.

ADULT

Steps in Experimental Study - IDECC

Orient Students

Have Students Sign 'Cons~nt Form
Assign'Student Numbers
administer Student Quertionnaire
Administer Ab.lity Test ‘

Administer Unit Pre-Test

Mail Student Cnnsent Forms, Student Questionnaires,
Ability Test and Pre-Test with Answer Sheets (Regis-
tered Mail)

Teach Unit of Instruction from Lesson Plans
Administaxr Post Test

Mail Post Tests and Answer Sheets (Registered Mail)
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10.

«303

ADULT

Steps in Experimental Study - Traditional

Orient S;udents

Have Students Sign Consent Form
Assign Student Numbers
Administer Student Questionnaire
Administer Ability Test
Administer Unit Pre-Test

Mail Student Consent Forms, Student Questionnaires,
ability Test and Pre-Test with Answer Sheets (Regis-
tered Mail)

Teach Unit of Instruction from Lesson Plans

Administer Post Test

Mail Post Tests and Answer Sheets (Registered Mail)
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