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Abstract
!
Three individuals with intellectual disabilities were trained in job tasks in three different
settings. The training settings were (1) job-site alone; (2) simulated-setting alone; and (3) a
combination of job-site and simulated setting. A multiple-probe design across job tasks and
participants was used to assess the effects of the different training settings on their
independent performance of the job tasks. The goal of the study was to identify the training
setting that is most efficient and effective for training individuals with intellectual
disabilities in job tasks. The results revealed that for two of the participants, combined
settings training was almost as efficient as job-site training, and even more effective than
job-site training in terms of generalisation and maintenance. This suggests that combinedsetting training is a viable alternative to enhance job-site training for individuals with
intellectual disabilities. Directions for future research include enhancing simulated-setting
training with electronic devices, and transferring the job training for delivery by co-workers.
!
!
!
!
!
!
!
!
!
!

DOES SIMULATED-SETTING TRAINING ENHANCE JOB-SITE TRAINING FOR

iii

INDIVIDUALS WITH INTELLECTUAL DISABILITIES!
!
Acknowledgements
First and foremost, I would like to express my gratitude to Rescare Home Trust for
providing me the opportunity to conduct this research. I would like to thank the three
residents who participated in my research; your enthusiasm and commitment to the training
have been my biggest inspiration. Thank you to all of the staff for sharing your office space
and materials with me. I would especially like to acknowledge Debbie Penney: thank you
for taking an interest in a field of psychology that is unfamiliar to you, and accommodating
my many requests. Without you, this research would not have been possible.
Thank you to my research assistants who helped with the material preparation and
interobserver agreement: Bhavani Chandrasekaran, Kay Liu, Jaslyn Teo, Stephanie Xie, and
Yvonne Chang.
Thank you to my fellow master’s students Cheryl Cheong, Queenie Leung, and
Xuan Yin: your friendships, encouragement, and good humour have been invaluable to me.
There are no others I would rather have had by my side throughout this journey.
Thank you to Judy McDonald for proof-reading my writing.
I offer my utmost gratitude to Dr. Katrina Phillips for supervising me, and replying
to my numerous emails. Your kindness, patience, wisdom, and continued support have
pushed me to become a better researcher and writer.
Thank you to my family for always being there for me. Lastly, I would like to
thank my husband Richard Holtzhausen for doing all the cooking and chores while I chased
after my dream this year. Thank you for being understanding and surrounding me with
unconditional love, despite my many emotional breakdowns. Most importantly, thank you
for believing in me, even when I did not believe in myself and felt like giving up. I hope I
have made you proud.

DOES SIMULATED-SETTING TRAINING ENHANCE JOB-SITE TRAINING FOR

iv

INDIVIDUALS WITH INTELLECTUAL DISABILITIES!
!
Table of Conents
Title Page

i

Abstract

ii

Acknowledgements

iii

Table of Contents

iv

List of Tables

vii

List of Figures

viii

Introduction
Vocational Support for Individuals with Intellectual Disabilities

1
4

Sheltered Workshops

4

Supported Employment

5

Job Task Training for Individuals with Intellectual Disabilities

9

Behaviour Chaining

17

Prompting and prompt fading

17

Most-to-least prompting procedure

18

Least-to-most prompting procedure

18

Time delay procedure

19

Visual prompts

21

Textual prompts

22

Auditory prompts

24

Computer-based training

27

Training co-workers to provide support

29

Training Settings

32

Job-site Training

33

DOES SIMULATED-SETTING TRAINING ENHANCE JOB-SITE TRAINING FOR

v

INDIVIDUALS WITH INTELLECTUAL DISABILITIES!
!
Simulated-setting Training

35

Combined Settings Training

39

Current Research
Method

44
45

Ethics

45

Participants and Settings

45

Dependent Variables and Measurement

48

Response Definition and Data collection

48

Interobserver Agreement

49

Materials

50

Procedure

51

Procedural Integrity

55

Social Validity

56

Experimental Design

56

Results

58

Which intervention is most efficient and effective?

61

Is there evidence that job tasks may impact upon the results?

63

Is there evidence that there might be person-specific differences?

64

Social Validity

65

Discussion

66

Withdrawal

72

Generalisation

74

Maintenance

77

Limitation

79

DOES SIMULATED-SETTING TRAINING ENHANCE JOB-SITE TRAINING FOR

vi

INDIVIDUALS WITH INTELLECTUAL DISABILITIES!
!
Future Research

80

Implication

86

Conclusion

87

Appendixes

89

Appendix A

89

Appendix B

101

Appendix C

107

Appendix D

108

Appendix E

112

Appendix F

113

Appendix G

114

Appendix H

115

References

117

DOES SIMULATED-SETTING TRAINING ENHANCE JOB-SITE TRAINING FOR

vii

INDIVIDUALS WITH INTELLECTUAL DISABILITIES!
!
List of Tables
Table 1 Previous literature using Behaviour Techniques to train Individuals with ID in the
Performance of Job Tasks

10

Table 2 The Job Tasks selected for the Participants and the Training Setting

47

DOES SIMULATED-SETTING TRAINING ENHANCE JOB-SITE TRAINING FOR viii
INDIVIDUALS WITH INTELLECTUAL DISABILITIES!
!
List of Figures
Figure 1. Sam’s percentage of job task steps completed independently across job tasks and
settings

58

Figure 2. Kristy’s percentage of job task steps completed independently across job tasks and
settings

59

Figure 3. Daniel’s percentage of job task steps completed independently across job tasks
and settings

60

DOES SIMULATED-SETTING TRAINING ENHANCE JOB-SITE TRAINING FOR

1

INDIVIDUALS WITH INTELLECTUAL DISABILITIES!
!
For most people, successful employment is a primary aspiration as they enter
adulthood. It allows financial independence, promotes personal dignity, ensures ongoing
connections with society, and most importantly, improves individuals’ quality of life.
Individuals with intellectual disability (ID) are not different from the majority of the
population; they too strive to obtain successful employment.
ID is defined by the Diagnostic and Statistical Manual of Mental Disorders (DSM5, 2013) as deficits in both intellectual and adaptive functioning. This is confirmed by both
clinical assessment and standardised intelligence testing, with two standard deviations
below the mean Intelligent Quotient (IQ) of the rest of the population serving as the point at
which ID begins to be classified. The onset of the ID must occur during the developmental
period, and limits the individual’s functioning in cognitive, conceptual, academic, social,
communication, and practical domains. Conditions often associated with ID include Down
Syndrome, Williams Syndrome, Prader-Willi Syndrome, Fragile X Syndrome, Turner’s
Syndrome and Angelman Syndrome (American Psychiatric Association, 2013; Jacobson,
Mulick, & Rojahn, 2007).
For people with an ID, employment allows them to earn wages, and thus be selfsufficient and less reliant on those around them. They can also support the community
economically by contributing via taxes, instead of being dependent on government funds
(Hendricks, 2010). Employment may also improve their mental health, as individuals who
are unemployed tend to experience more distress, anxiety, depression, and other
psychological problems (Paul & Moser, 2009). Other negative effects of unemployment
include lower levels of happiness and life-satisfaction (Kassenboehmer & Haisken-DeNew,
2009).
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Unfortunately, the employment outcomes for individuals with ID have been
disappointing. They are underrepresented in the workforce, with about 90% being
unemployed (Harnett, Stuart, Thurman, Loy, & Batiste, 2011; Hendricks, 2010).
In 1997, Reid and Bray conducted a study in the central region of New Zealand,
where 17 individuals with ID who were considered successfully employed were
interviewed. Some themes emerged: first, none of the individuals with ID were able to find
paid work on their own. Work was only found when paid support staff matched the
individuals to jobs through their personal networks. Second, most of the individuals worked
part-time or were on shifts. The interviewees also reflected on the financial limitation of
part-time work, and the lack of career path progression.
The latest labour market statistics updated by Stats NZ (2017) found that the
unemployment rate for individuals with disabilities who wish to work (11.4%) was more
than double that for individuals without disabilities (4.5%). The disability unemployment
rate here is a lot lower than the 90% mentioned previously, as it includes disabilities related
to psychological, hearing, sight, and speaking disabilities. Of these, the unemployment rate
is highest among those with ID. Individuals with disabilities who are employed have lower
average weekly incomes, and work fewer hours per week on average compared to
individuals without disabilities. According to the Bureau of Statistics for Australia and New
Zealand (2013) the majority of individuals with disabilities who are employed are officially
categorised as having “lower skilled” occupations such as basic labouring, cleaning,
manufacturing, and retail.
According to previous studies, most individuals with ID expressed a strong
motivation to be good employees and to remain in the paid workforce. Both the individuals
with ID and their families also far preferred integrated employment to sheltered workshops;
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therefore, job opportunities are valued highly (Migliore et al., 2008; Reid and Bray, 1997).
The central barrier these individuals face in the workforce is the fact that employers are
highly unlikely to reach out to hire employees with ID (Nolan, 2014; Reid and Bray, 1997).
Possible reasons for not hiring include culturally entrenched discriminatory attitudes:
preconceived low expectations of their abilities to perform job tasks (Hood et al., 1996;
Migliore et al., 2008); concerns for their interactional difficulties (Hendricks, 2010); and
anxieties about the cost of providing intensive training and ongoing support (Harnett et al.,
2011; Hood et al., 1996).
Despite these obstacles, there are many benefits in hiring individuals with ID. First,
individuals with ID are usually trustworthy and reliable. They show strict adherence to the
rules, have intense focus, and pay great attention to detail. Thus, there is likely to be an
increase in the hiring organisation’s productivity and consequently its profitability (Harnett
et al., 2011; Hillier et al., 2007; Howlin, Jordan, & Evans, 1995). Second, individuals with
ID are devoted, which means they are unlikely to quit their jobs. This allows employers to
retain quality employees, and avoid the investment of time and the cost associated with
recruiting, hiring, and training new employees (Harnett et al., 2011). Hiring individuals with
ID also fosters a sense of equity among the employees, which creates an inclusive
workplace. This in turn creates a positive, ethical public image for the organisation (Harnett
et al., 2011). Considering all the factors mentioned above, while it is undeniable that there
will be additional associated costs that organisations have to absorb, the benefits for both
employers and co-workers of hiring individuals with ID far outweigh the costs.
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Vocational Support for Individuals with Intellectual Disabilities
At present, increasing the employment rate of individuals with ID and their ability
to maintain jobs is a key goal for the government and society. Stats NZ (2017) has found
that 74.8% of individuals with disabilities received some or all of their income from the
government. In an analysis by the New Zealand Institute of Economic Research (2017), it
was concluded that improved employment for individuals with disabilities has great social
and economic outcomes. Improving the employment outcome of individuals with ID
requires taking into consideration their strengths, as well as providing them with appropriate
support. Vocational support encompasses job placement, the training of supervisors and
colleagues as job coaches, job training, modifying the workplace or the job tasks, and
providing long-term support (Hendricks, 2010; Rusch & Huges, 1989). Currently supports
for people with ID entering the work force fall into two categories: sheltered workshops and
supported employment.
Sheltered Workshops. Historically, vocational support for individuals with ID
was provided through sheltered workshops (Hood, Test, Spooner, & Steele, 1996).
Sheltered workshops were originally developed to provide work for veterans and individuals
who were blind, but later on extended to include individuals with ID (Olney & Kennedy,
2001). The concept of sheltered workshops is best understood as facility-based programmes
that have contracts with local businesses (normally manufacturing industries) to complete
projects. Individuals would be instructed and trained by supervisors to complete simple bulk
tasks such as assembling, packing, manufacturing and sewing. This took place in controlled,
atypical work conditions, often in geographically isolated, protected settings, over an
extended period of time (Cimera, Wehman, West, Burgess, 2012; Miglioire, 2010;
Organisation for Economic Co-Operation and Development, 2003). In New Zealand,
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Intellectually Handicapped Children (IHC) was one of the organisations that operated
sheltered workshops. Individuals with disabilities could live in the community, and work
with other individuals with disabilities doing simple, repetitive work. Although they were
not always paid in full, they received a disability benefit weekly, and sometimes a token
sum (IHC, 2016). Sheltered workshops provided individuals with ID an opportunity to
work. They provided prevocational training, which could serve as a foundation for
individuals to seek employment at a later stage. Sheltered workshops also often included
additional training such as self-care, living and social skills (The Exceptional Parent, 2017).
However, individuals who worked in sheltered workshops were paid at below minimum
wage doing labour-intensive tasks, and some saw this as exploitive in nature (Abbas, 2012).
They typically experienced periods of down time when no work was provided. They were
also likely to develop learned helplessness, dependence, and work behaviours that were not
accepted in competitive employment (Cimera et al., 2012; Migliore, Grossi, Mank, &
Rogan, 2008; Olney & Kennedy, 2001). Therefore, although the underlying premise of
sheltered workshops was to prepare individuals for competitive employment in the
community, studies suggest that individuals with ID who attended sheltered workshops
actually remained excluded from the labour market, and had fewer opportunities to gain
competitive employment compared to their non-sheltered workshop peers (Cimera et al.,
2012; Nolan, 2014; Pennington, Delano, & Scott, 2014; Targett, 2006; Wehman, Brooke, &
West, 2006; Wehman, Sale, & Parent, 1992).
Supported Employment. The supported employment (SE) model is a vocational
service focused on individuals who experience challenges securing a job in the community.
The process involves discovering the skills and preferences of these individuals, matching
them to jobs, providing intensive job training that targets the job tasks, and promoting job
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retention and development (Hendricks, 2010; Mank, Cioffi, & Yovanoff, 1998; Reid &
Bray, 1997). Several studies have suggested that the assistance provided by SE is essential
for job success for individuals with ID.
Howlin, Alcock, and Burkin (2005) did an eight-year follow-up study of
individuals with ASD and High Functioning Autism (HFA) who were clients of an SE
service (The National Austistic Society Prospects). The SE service involved work
preparation, matching the individuals to jobs appropriate to their intellectual ability, and
providing ongoing support in the workplace. The study found that approximately 68% of the
clients obtained permanent employment. The jobs were matched according to their
intellectual abilities. Of the 192 jobs, the majority of them involved administrative,
technical, or computing work. They had higher salaries compared to a closely matched
control group that was supported by generic disability employment services, and were able
to contribute to tax and claimed less benefits. The satisfaction level was high among both
the clients and the employers. However, the study also showed that the clients who found
employment tend to be those with higher IQs, academic achievements, and language skills.
The few clients with more severe verbal, cognitive, or social impairments who did find
employment were placed in relatively unskilled, less demanding positions.
In a study by Hillier et al. (2007), nine participants with ASD who were in a
vocational support programme were followed for a period of two years. The programme
included both job placement and job training. Specifically, once a job placement was found,
the postplacement services involved the job coach conducting a job-site evaluation and
developing a checklist of job tasks to be completed by the participant. The job coach
ensured that the participants understood their job tasks and provided training when
necessary. The job coach support ranged from 4 hours to 20 hours per week, over a period
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of 1 day to 6 months, until each participant could perform their job tasks independently. By
the time of the assessment, the participants’ employment level had increased by 78%, and
their income level had increased by 443%. The job retention rate was also high. The
limitation of this study is that only self-report measures were used, which could be biased in
a positive direction. Employer interviews and structured observation at the work place could
be used in future studies to provide a more accurate account of job task performance.
Nonetheless, the results from this study again establish that individuals with ID can benefit
from SE, and be successful in competitive employment.
Project SEARCH (Rutkowski, Datson, Van Kuiken, & Riehle, 2006) was a
noteworthy addition to SE. The participants were high school students with significant
disabilities. The project involved the participants spending an entire school day at the work
placement (a large hospital) for a full year, where they were provided training in a hospital
setting. The training included job skills, social skills, and independent living skills. Ongoing
assessments were also conducted, with ongoing support provided even after the job coach
had been faded out. Project SEARCH was valuable as it provided the students with real-life,
hands-on work experiences. In addition, it challenged the employers’ stereotyped views and
led them to gain new perspectives, as they saw individuals with ID making real
contributions in the organisation. While Project SEARCH was well-received by the
community and attracted interest nation-wide, the study did not evaluate its costeffectiveness, and the students’ long-term employment outcomes. In the most recent study
by Christensen and Richardson (2017), ten students who participated in Project SEARCH
who worked in up to four placements were assessed at the start and at the end of each
placement. The results showed that by the end of the project, over 60% of the students
transitioned into competitive employment successfully. The researchers argued that this
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level of effectiveness could not have been achieved with solely simulated-setting training or
occasional workplace visits. In terms of longitudinal outcomes, Christensen, Hetherington,
Datson, and Riehle (2015) conducted the first 5-year longitudinal analysis of Project
SEARCH, and found that the job retention rate decreased over time, with only 44% of the
students still employed 48 months after exiting the project.
There is no denying the successes achieved through SE. Specifically, the job
placement and on-the-job support aspects of supported employment improved the
employment outcome for individuals with ID (Hendricks, 2010; Schaller & Yang, 2005;
Smith, 1994). Nevertheless, there are areas of improvement that are clearly needed: the
individuals with ID who are employed through SE typically receive the minimum wage or
less, and work for fewer hours compared to their colleagues (Rusch & Braddock, 2004).
Another concern is that while SE was developed with the aim of including those with the
most severe disabilities in community workplaces, most studies have suggested that those
with the highest levels of ID are actually underrepresented among those who benefit from
supported employment (Mank et al., 1998). Other issues with SE include the moderate rate
of job retention. The ineffective fading of the job coach’s presence also creates dependency
on the job coach to complete job tasks among individuals with IDs. The long-term support
from the job coach is not only costly, but also prevents individuals with ID from being
viewed as full members of the organisation by their colleagues and employers, and thwarts
their integration into competitive employment (Nisbet & Hagner, 1988; Parson, Reid,
Green, & Browning, 2001; Rogan, Banks, & Howard, 2000). To address these issues, it is
critical to take a closer look at effective training procedures for individuals with ID in the
performance of job tasks, and at ways of maintaining those skills after the intervention is
withdrawn.
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Job Task Training for Individuals with Intellectual Disabilities
Applied Behaviour Analysis (ABA) is the science of applying the principles of
behaviour to improve socially significant behaviours. From as early as the 1970s, behaviour
techniques have been intensively and effectively employed to develop new skills, increase
independence, and reduce problem behaviours for individuals in various populations in
diverse settings. This includes individuals with ID, with regard to their experiences in the
workplace (Cooper, Heron, & Heward, 2014; Rusch & Hughes, 1989).
Over the past 20 years, there has been increased attention to the use of behaviour
techniques to train individuals with IDs in job tasks, so that they can gain competitive
employment. The difficulty in training individuals with ID is that they struggle to perform
job tasks consisting of multiple steps. They also find transitions difficult due to their
inflexibility with regard to change (Duran, 2001). Therefore, behaviour techniques may be
effective because of the more intensive training, precise and systematic instructions,
prompting hierarchy, frequent feedback on performance, and reinforcement (Hall, Ford,
Moss, & Dineen, 1986; Harger & Cooney, 2005; Mechling & Ortega-Hurndon, 2007).
Numerous studies have shown that despite the challenges, when given appropriate
training, individuals with ID can definitely learn to perform job tasks. Therefore, the
provision of appropriate training, and the knowledge of when and how withdraw to it, is
key. This literature review assesses different procedures for training individuals with ID in
the performance of job tasks. Table 1 displays a summary of studies included in this review.
Studies were included only if they were published in a peer reviewed psychological journal
between 1970 and 2017, and if the aim of the study was to use behavioural techniques to
improve the performance of job tasks for individuals with ID.

Table 1
Previous literature using Behaviour Techniques to train Individuals with ID the Performace of Job Tasks
Author
Setting
Participants
Job tasks
Chaining
Intervention
Results
Generalisation
Allen,
Retail
4 adolescents Wear a
N/A
Video
The
Wallace,
warehouse
with ASD
costume and (multiple
modelling
performance of
Renes,
(Job-site)
aged 16 – 25 entertain
target skills
job tasks
Bowen, and
years
customers
within an
improved for all
Burke (2010)
interval)
of the
participants
Allen, Burke, Factory
3 adolescents Wear a
N/A
Auditory
Produced job
Job-site and
Howard,
warehouse
with mild and costume and (multiple
prompts &
task
untrained
Wallace, and (simulated
moderate ID entertain
target skills video
performance
costume
Bowen
setting), and and ASD
customers
within an
modelling
above the
(2012)
retail store
aged 16 – 18
interval)
designated
(job-site)
years
criteria
Bennett
Apartment
3 individuals Sweep, wash Forward
Auditory
Improved job
(2010)
building,
with mild and the window,
prompts &
task
public
severe ID
collect trash,
feedback
performance
school, and aged between & stacking
food bank
38 – 69 years bread crates
(Job-site)
Burke,
School
6 young
Assist the
Forward
Texual
5 of 6
Andersen,
assembly in adults with
delivery of
prompts &
participants only
Bowen,
a large,
ASD
fire safety
feedback
reached criterion
Howard, and open area
education \
after the texual

Maintainance
1 month
•

•

3 months

•

•

Limitation
Simple job
tasks, may not
generalise.
Liberal IOA.

Single
presentation of
video models
Short phases

4-5 months

Antecedent and
consequent
guidance feedback
recorded with the
same code

1 month

The participants
are capable of
expressing and
receiving
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Allen (2010)

(Job-site)

Cavkaytar
(2012)

program

prompts were
introduced

language, may not
generalise

Education
hall
(simulated
setting) and
café
(Job-site)
Chandler,
Classroom
Schuster, and and school
Stevens
cafeteria
(1993)
(Job-site)

3 adults with
mild ID aged
18 – 22 years

Café waiter
job tasks

Forward

Least-to-most Effective for
prompting & training serving
feedback
skills for
individuals with
ID

Real customers Follow-up

Non-specific
prompt

4 students
with mild or
moderate ID

Filling a soda
machine,
using a
duplicating
machine and
photocopier

Forward

5-second
time delay

Different
equipments in
different
settings

•

Cihak,
Alberto,
Kessler, and
Taber (2004)

Classroom
(simulated
setting) and
school
administrati
ve office
(Job-site)

5 students
with
moderate ID
aged 17 – 19
years

Sending a fax Forward
and using the
copy machine

Combined
setting
training,
least-to-most
prompting

Combined
Novel setting
training more
efficient tham
simulated or
community-only
training

4 months

Cihak,

Grocery

4 students

Gather carts,

Computer-

All students

9 weeks

Forward

All students
learned the job
tasks while
making few
errors

More complex

11 months
follow-up for
2 students

•

The use of
external
reinforcement
Verbal prompt
difficult to
fade

Students had
prior
experiences
with the
community
setting
• No cost
analysis
The students
•
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Jessler, and
Alberto,
(2007)

Farris and
Stanoliffe
(2001)

store,
department
store, and
restaurant
(Job-site)
10 KFC
Restaurants
(Job-site)

with
moderate ID
aged 18 – 19
years
15
individuals
from open
employment
agencies with
ID

stock and
prepare food;
make rolls;
self-prep; and
cleaning
Job tasks at
Not
KFC
specified
restaurant

based
training
(visual and
auditory
prompts)
Co-worker
training:
prompting,
correcting, &
reinforcing

learned the job
tasks

tasks

Co-worker
training just as
effective as job
coach training

-

already have
extensive
community
experiences
6 months

•

•

•

Goh (2010)

Hood, Test,
Spooner, and
Steele (1996)

Thrift store
and
department
store
(Job-site)

3 adults with
mild ID

Job tasks
relevant to
the
participants’
employment

Total

Major
commerical
hotel
(Job-site)

2 individuals Laundry
with multiple attendant job
and severe ID tasks

Total

Video selfmodelling,
feedback, &
practice

Co-worker
support:
verbal
prompts,
modelling, &

Video selfmodelling alone
was not fully
suffcient until
combined with
practice and
feedback
Performance
transferred from
job coach
training to PC
support

-

4 weeks

•
•

-

8 weeks

•

No measure on
job task
performance
Hours of
training not
controlled
Employees not
randomly
assigned
Task difficulty
not controlled.
No component
analysis.

Changes made
to task analysis
due to the
demand of
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feedback

Maciag,
Schuster,
Collins, and
Cooper
(2000)

Community
vocational
centre

Mechling
and OrtegaHurndon
(2007)

University
setting
(simulated
setting)

Mitchell,
Schuster,
Collins, and
Gassaway
(2000)

Classrrom
bathroom in
middle
school
(Job-site)

Larson,

Vocational

10 adults
with
moderate and
severe ID
aged 29 – 57
years
3 young
adults with
moderate ID
aged 20 – 21
years

Construct
shipping
boxes

Forward

Simultaneous
prompting

Simultaneous
prompting is
effective for
training job
tasks

-

15 weeks

Forward

Video selfmodelling

Correct
performance
was high across
the three job
tasks

Job-site

4 months

3 students
with mild ID
aged 14 – 16
years

Watering a
plant;
delivering
mail; and
changing
paper towels
Cleaning a
bathroom
mirror, sink,
and toilet

Forward

Auditory
prompts

All of the
students learned
the job tasks

Faculty
bathroom

12 days

15

Alphabetical

N/A

Computer-

Computer-

-

-

daily
schedules and
supervisor
requirements
• May not
generalise to
different
shipping boxes
• High probe
error rate
No component
analysis

Verbalisation
required for
each step.
• No probe data
was taken
before the
generalisation
data
No measure of
•

DOES SIMULATED-SETTING TRAINING ENHANCE JOB-SITE TRAINING FOR INDIVIDUALS WITH INTELLECTUAL

14

DISABILITIES!
!
Juszczak,
and Engel
(2016)

skills
workshop

individuals
with mild to
moderate ID
aged 35 – 70
years

sorting

Lattimore,
Parsons, and
Redi (2006)

Classroom
(simulated
setting) and
publishing
company
(Job-site)

4 adults with
ASD aged 29
– 40 years

Prepare
envelopes;
prepare
packing
paper; and
empty trash
cans

(question
based
and answer training
style
dialogue of
instructional
statements)
Forward
Combined
settings
training,
most-to-least
prompting

assisted training
just as effective
as one-on-one
training

More rapid skill
acquisition tha
job-site only
training for 3
out of 4
participants

maintainance

-

Periodic
checks

•

•

•
Likins,
Salzberg,
Stowitschek,
Lignugaris,
and Curl
(1989)

Self-service
cafeteria at
a University
(Job-site)

3 women
with mild ID
aged 24 – 32
years

Salad
preparation

Forward

Co-worker
training,
modelling,
feedback,
coincidental
training, &
quality
control
checking

•

•

Coincidental
training
resulted in
improved
performance
More rapid
skill
acquistion
with quality
control

-

1 week

•
•

•

Instruction
time not
controlled for
Did not
compare
stimulation
training alone
No cost
analysis
One job task.
Not
indigenous coworkers
Cumulative
effect of
training
sequence
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Parsons,
Reid, Green,
Browning
(2001)

Classroom
(simulated
setting) and
publishing
company
office (Jobsite)
Riffel,
School
Wehmeyer,
cafeteria,
Turnbull,
local
Lattimore,
retirement
Davies,
home, &
Stock, and
local
Fisher (2005) restaurnat
(Job-site)
Simmons
Bathroom
and Flexer
and
(1992)
restaurant/
hotel
(Job-site)

Steed and
Lutzker
(1997)

3 adults with
severe ID
aged 30 – 73
years

Sending a fax N/A (the
and using the participants
copy machine were
already
employed
and trained
the job tasks
4 students
Prepartion of Forward
with mild and books and
severe ID
advertising
aged 16 – 20 materials for
years
mailing

Combined
settings
training,
least-to-most
prompting

Computerbased
training
(visual and
auditory
prompts)

Immediate
reduction in the
amount of
assistance
required of the
job coach at the
job-site
The students
required fewer
prompts from
the job coach to
perform the job
tasks

-

-

•

•

-

Once per
week

•
•

•
2 adults with
moderate and
severe ID
aged 27

Local senior An adult with
community severe ID
centre and
aged 40
day

Cleaning

Setting table;
dusting; and
vaccuming

Total task

Forward

Verbal &
Both
Least-to-most participants
prompting
learned to
perfom the job
tasks

-

Visual
prompts,
modelling, &
feedback

Novel job
tasks and
settings

The participants
learned the job
tasks

2 months

•

•

6 months

•
•

Cumulative
effect of
training
sequence
No cost
analysis
Instructor
styles vary.
The students
were working
on the tasks
previously
Liberal IOA
Verbal prompt
difficult to
fade
Experienced
trainer, not
generalisable
Only 1
participant
Requires
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Van
Larrhoven,
Van
LarrhovenMyers, and
Zurita (2007)

program
office
(Job-site)
Red Robin
and
Applebee’s
(Job-site)

2 adolescents Rolling,
with mild and sorting, and
moderate ID sanitising
silverware;
clocking in
and out;
portioning
recipes;
cleaning the
workplace
Van
No-kill
An adult with Cleaning;
Larrhoven,
animal
moderate ID mopping the
Johnson, Van shelter (Job- aged 17 years floor; and
Laarhovensite)
emptying the
Myers, and
garbage
Grider
(2009)
Wacker and
Work
5 adolescents Black valve
Berg (1983)
activity
with
assembly
program in moderate and
School
severe ID
setting

visual-object
matching skill
Total task

Video
modelling
and feedback

Significant
increase in the
performance of
job tasks

-

12 weeks

Forward

Video
modelling &
feedback

Immediate and
significant
increase in the
performance of
job tasks

-

10 weeks

Forward

Visual
prompts,
modelling,
verbal
feedback

All of the
students learned
the job tasks

Novel setting

4 weeks

•
•

Ascending
baseline
No component
analysis

Only 1
participant
• The participant
was
technologicaly
savvy, may not
generalise
Requires visualobject matching
skill
•
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Behaviour Chaining. Behaviour chaining is the foundation for teaching
individuals how to perform a task consisting of a sequence of discrete responses, also
known as a chained task. A task analysis is first conducted to break down a complex
chained task into smaller, achievable steps. There are three main methods of behaviour
chaining. In forward chaining, the steps of the tasks are trained in their natural sequence.
Reinforcement is delivered when the steps trained so far are performed correctly.
Conversely, in backward chaining, the final step of the task is taught first. Reinforcement is
also delivered when the steps trained so far are performed correctly. In total-task chaining,
every step of the task is trained from the beginning, and the trainer provides assistance using
prompts for steps that the individual cannot perform. Reinforcement is provided when every
step in the task sequence is performed correctly (Cooper, 2014). Past studies have been
inconclusive in terms of which method of chaining is most effective (Kazdin, 2001).
However, Miltenberger (2001) and Test, Spooner, Keul, and Grossi (1990) do suggest that
total-task chaining is appropriate when the task is not too long or complex, and the
individual can already perform some steps in the chain but needs to learn the correct
sequence.
Prompting and prompt fading. Prompts are antecedent stimuli provided before or
during the performance of a behaviour, and are used to initiate or correct a target response.
The prompts can be embedded in the stimulus; for example, exaggerating certain features of
the correct response (e.g. colour, size, or shape), or using position cues (placing the correct
response closer to the respondent) to make the correct response more likely. Response
prompts, which are another form of antencendents, operate directly on the response. This
could be via verbal prompts, modelling, gestures, or through physical prompts (Cooper et
al., 2014; Snell & Brown, 2006; Westling & Fox, 2000). The correct response is then
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transferred from the prompts to naturally existing stimuli via most-to-least prompting, leastto-most prompting, or a time delay procedure (Walery & Gast, 1984).
Most-to-least prompting procedure. Most-to-least prompting is the most
commonly used procedure for training participants’ behaviour chains in ABA. The trainer
begins by using the most intrusive level of prompts (e.g. physical prompts) to guide the
participant through the entire performance sequence, and then gradually fades the level of
prompts required (e.g. fading from physical prompts to modelling to verbal, and eventually
through naturally existing stimuli without prompts or graduated guidance). This reduces the
likelihood of the participant making errors, but has the risk of the participant becoming
prompt dependent (Cooper et al., 2014). A study by Lattimore, Parsons, and Reid (2006)
provides an example of most-to-least prompting. At the onset of the training, the trainer
physically prompted the participant through all the steps of the job task (i.e. placing his
hands on the participant’s hands, and guiding the participant through all the actions
necessary to complete the step). As the participant became more proficient, the trainer
reduced full physical prompts to partial physical prompts (e.g placing his hands on the
participant’s elbow, then guiding through some, not all the actions necessary to complete the
step), and eventually to shadowing (i.e. placing his hands approximately 9cm from the
participant’s arms to allow interruption when necessary).
Least-to-most prompting procedure. In contrast to most-to-least prompting, a
least-to-most prompting procedure allows the participants opportunities to perform the steps
independently. If the participants do not make the correct response within a set time limit,
the least intrusive level of prompts (e.g. gestural prompts) is applied. More intrusive levels
of prompts are applied if the less intrusive levels of prompts do not evoke the correct
response. The prompts applied continue to go up the hierarchy of intrusiveness, until the
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correct response is emitted (Cooper et al., 2014). Cavkaytar (2012) trained 3 adults with ID
in café waiter tasks such as taking orders, setting tables, serving customers, and cleaning.
During the training phase, with each instruction from the job coach (e.g. “It’s time to serve
the customer”), if the participants began to make an error or did not respond within 3
seconds, a non-specific prompt was given. If the participants continued to make an error or
did not respond to the non-specific prompt, a more intrusive prompt was given until the
participants performed all the steps of a job task correctly. Simmons and Flexer (2012)
trained two adults with ID in restroom cleaning tasks. When given the instruction by the job
coach (e.g. “It’s time to clean the restroom”), if the participant began to make an error or did
not respond, the job coach would first provide a verbal prompt (e.g. “get your supplies”). If
the participant continued to make an error or did not respond to the verbal prompt, the job
coach used a gestural prompt by pointing at the materials. If the participant required further
prompting, the job coach modelled performing the step and then allowed the participant an
opportunity to perform the same step, or the job coach physically guided the participant
through the step. In both studies, all the participants learned to perform the job tasks. The
performance was maintained at follow-up, and generalized to real customers in Cavkaytar’s
(2012) study, and to a novel restroom in Simmons and Flexer’s (2012) procedure. Together,
these studies serve as evidence that least-to-most prompting is effective for training
individuals with ID in job tasks. A possible limitation of least-to-most prompting is that it
does not minimise the likelihood of errors. If the participants continue to make errors
despite the prompts provided, the process could take a long time, and it could result in a
negative learning history (Mayer, Sulzer-Azaroff & Wallace, 2014).
Time delay procedure. Correct responses can also be transferred from prompts to
naturally existing stimuli via a time delay procedure. In this procedure, the prompt used is

DOES SIMULATED-SETTING TRAINING ENHANCE JOB-SITE TRAINING FOR

20

INDIVIDUALS WITH INTELLECTUAL DISABILITIES!
!
kept consistent, but a response interval between the presentation of the instruction and the
prompt is factored in. The goal is to reduce prompt dependency. Past studies have suggested
that time delay is more efficient for teaching chained tasks to individuals with ID, compared
with least-to-most prompting (McDonnell, 1987; Wolery, Ault, Gast, Doyle, & Griffin,
1990). Chandler, Schuster, and Stevens (1993) used a 5-second time delay procedure to
train 4 high school students with ID in the job tasks of filling a soda machine, using a
duplicating machine, and using a photocopier in a school cafeteria and a classroom
respectively. The results confirmed that the time delay was effective for training students
with ID in job tasks. However, at an 11-month follow-up, only 2 students had maintained
their performance. This could be due to lack of generalisation as the machines were replaced
during the school year; future studies should focus on this problem. The results of this study
should also be interpreted with caution, as the use of reinforcements unrelated to the tasks
(e.g. soda, and making a copy of desired material) during training in this study may have
confounded the effectiveness of the time delay. Also, a limitation suffered in the studies of
both Chandler et al. (1993) and Simmons and Flexer (2012) is the use of verbal prompts as
the first level of prompting. Although verbal prompts are least intrusive, past studies have
also suggested that they may be hardest to fade (Alberto & Troutman, 2003). Therefore, if
the studies were to be replicated, it may be beneficial to start with gestural prompts, and
only use verbal prompts when necessary.
In addition to how effectively the responses are transferred to the instruction alone,
another important aspect of behaviour chaining and prompting procedures is the ease of
implementation. In Cavkaytar’s (2012) study, the prompts used were non-specific, which
could have made a difference to the participants’ responses, and whether or not they
developed prompt-dependency. Simmons and Flexer (2012) found that while the least-to-
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most prompting procedure was well specified and sophisticated, it was relatively
complicated. The job coach was specialised and experienced in systematic training
strategies with individuals with severe ID. Therefore, the training procedure may not be in
the repertoire of other job coaches who lack the necessary formal training.
Visual prompts. Considering all the evidence regarding prompting and prompt
fading, it seems that most literature supports the use of least-to-most prompting procedures
and time delay procedures to achieve the correct response from the prompts to naturally
existing stimuli in the work environment. The literature review will now examine the
different types of prompts used in past studies to train individuals with ID in job tasks.
As previously mentioned, verbal prompts are difficult to fade. Therefore, the use of
less intrusive prompts may be more effective in increasing independent performance in
individuals with ID. Visual prompts show the individual each step of the task to be
performed, thus facilitating the acquisition of performance. The visual stimuli are usually
small enough to be transported, and can be used in a variety of settings (Wacker & Berg,
1983; Steed & Lutzker). Several studies have used visual prompts to teach individuals with
ID basic living skills (Thinesen & Bryan, 1981; Johnson & Cuvo, 1981; Martin, Frank,
James, Decker, & Trol, 1982; Wacker, Berg, Berrie, & Swatta, 1985).
Studies by both Steed and Lutzker (1997) and Wacker and Berg (1983) explored
the application of visual prompts in workplaces in place of prompts delivered by job
coaches. Steed and Lutzker’s (1997) study involved an adult with ID at a local senior
community centre and a day programme office. The job tasks trained were setting tables,
dusting, and vacuuming. Wacker and Berg (1983) studied 5 adolescents with ID in a school
setting; the job tasks trained were black valve and circuit board assembly. Both studies used
picture books. In Steed and Lutzker’s (1997) investigation, the picture book illustrated the
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steps of the task analysis. Wacker and Berg (1983) used a separate picture book for each
task, and the pictures illustrated the piece of material to be selected, and how the pieces
fitted together. The participants in both studies were able to learn all of the job tasks using
the visual prompts, and the performance was generalised to novel settings and job tasks. In
Steed and Lutzker’s (1997) study, however, when the visual prompts were removed to
assess whether the participant could perform the job task independently without the
prompts, the performance dropped to zero, and returned to post-training levels (above 87%)
only after the visual prompts were re-introduced. On the other hand, in Wacker and Berg’s
(1983) investigation, the performance of job tasks was maintained at high accuracy even
after the visual prompts were removed. It was possible that the wide variation in responses
was directly related to the kind of disability the individual had. The participant in Steed and
Lutzker’s (1997) study had severe ID, which could mean impairments in certain types of
information processing that resulted in him unable to cope without visual prompts. On the
other hand, the participants in Wacker and Berg’s (1983) study had moderate to severe ID.
They could have had quite different impairments, and could generalise from visual prompts
to other behaviours with much less trouble. It is worth noting that the findings of Steed and
Lutzker (1997) may not be generalisable as they only involved one participant.
Nevertheless, more research is clearly needed to determine whether performance can be
transferred to the instruction alone once the visual prompts are faded, or whether visual
prompts should serve as permanent prompts to maintain performance.
Textual prompts. While visual prompts are less intrusive than verbal prompts,
individuals with ID still need to be trained to use the visual prompts (Steed & Lutzker,
1997). The process requires visual object matching, which is not a skill possessed by all
individuals with ID. In fact, some individuals never acquire the skills to use visual prompts
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even after training (Spellman, DeBriere, Jarboe, Campbell, & Harris, 1978). However,
recent technological developments may offer alternative methods of prompting individuals
with ID without extensive job coach training being required.
The use of electronic devices to deliver textual cues could help break down
complex behavioural tasks into more manageable steps. They can also prompt individuals
with ID about what actions to perform, and when to perform them. In other words,
behaviour chaining is established. Job coaches can give individuals with ID step-by-step
task analysis, and response-by-response feedback (Allen, Burke, Howard, Wallace, &
Bowen, 2012; Burke et al, 2010). However, this prompting procedure is unlikely to be
effective for individuals who do not have picture-to-object matching skills or reading skills,
unless the device can read out the text.
Interestingly, there is a dearth of studies using textual prompts to train individuals
with ID in the performance of job tasks in employment settings. In a study by Burke et al.
(2010), six participants with ID were employed as assistants for a fire safety education
programme presenter. The procedure consisted of 63 scripted behaviours. Three of the
participants received behavioural skills training from the job coach, and were delivered the
63 textual prompts via an iPod only if they had not mastered the skills. The other three
participants received textual prompts only. The results revealed that for 5 out of 6
participants, textual prompts were necessary for them to reach the 80% mastery criterion.
This suggests that textual prompts alone are effective in training the performance of job
tasks in the workplace within a limited period of time. The limitation of this study is that the
participants were all relatively capable of expressing and receiving language; thus it remains
unclear whether the effectiveness of textual prompts can be generalised to individuals with
ID who have poor language skills.
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Auditory prompts. In view of the studies mentioned thus far, using visual prompts
and electronic devices to deliver textual prompts are both effective means of training
individuals with ID in the performance of job tasks, without being intrusive in employment
settings. The disadvantage of technologies that involve textual prompts, however, is that
their effectiveness is limited for those who cannot imitate or read (Allen et al., 2012).
Therefore, the technological delivery of pre-recorded auditory prompts is a promising
alternative for training individuals with ID in the performance of job tasks. Auditory
prompts included recorded instructions for the steps of a task analysis, which allow
individuals with ID to listen to the instructions as they perform job tasks (Riffel, Wejmeyer,
Turnbull, Lattimore, Davies, & Stock, 2005). This is essentially verbal prompts, but without
dependence on another person.
Studies by Allen, Burket, Howard, Wallace, and Bowen (2012), Bennett (2010),
and Mitchell Schuster, Collins, and Gassaway (2000) each involved 3 individuals with ID to
investigate the effectiveness of using auditory prompts to train performance of job tasks in a
variety of employment settings. Allen et al. (2012) replicated the study they did in 2010 in
which participants with ASD wore mascot costumes to entertain customers both in a
training setting and in an actual department store. However, in addition to the initial video
modelling via laptop computer, the participants also wore an FM transceiver with a
microphone and earphones to allow job coaches to deliver auditory prompts and feedback
about their performance. The two interventions were compared on an interrupted time series
withdrawal design. The results showed that the delivery of auditory prompts produced
performance of job tasks well above the designated criteria both during training and at the
job-site. This suggests that verbal prompts can be delivered via auditory technology,
meaning that the job coaches are not required to be physically present.
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This contradicted the earlier findings by Allen et al. (2010), but supported the
findings of Goh and Bambara (2013) in suggesting that video modelling alone was not
effective, and auditory prompts are necessary. However, it should be mentioned that the
participants were only presented with the video models once, when the recommendation for
video modelling is typically to present the video models 2 or 3 times (D’Ateno,
Mangiapanello, & Taylor, 2003). Also, research is needed to determine whether auditory
prompts alone without video modelling are effective in training individuals with ID in the
performance of job tasks, and whether the effectiveness extends to the performance of more
complex job tasks.
The findings of Allen et al. (2012) are complemented by the work of Bennett
(2010) and Mitchell et al. (2000). Bennett’s (2010) study took place at the participants’
places of employment (apartment building, public school, and food bank). The job tasks
included sweeping, washing windows, collecting trash, and stacking bread crates. Job
coaches delivered auditory prompts that consisted of guidance and correction using a twoway radio. The results revealed that auditory prompts substantially improved performance
on the job tasks for all participants. The improvements were maintained, and even improved
at the one month follow-up, despite the removal of the auditory prompts. This study
confirmed the effectiveness of auditory prompts. The reason for the observed improvement
at follow-up with the withdrawal of auditory prompts remains unknown. It could be due to
further practice, or it could be possible that continued feedback actually suppressed
performance. This is an area that calls for further investigation. One source of weakness in
the study is that guidance feedback was made both prior to and following the responses, and
recorded with the same code; thus it is ambiguous what function it served.
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The study by Mitchell et al. (2000) took place in a classroom setting and involved
three students with ID. The job tasks included cleaning a bathroom mirror, sink, and toilet.
Self-operated auditory prompts were employed, where each participant carried a small
battery-operated portable cassette player with headphones. They were also taught how to
use audiotapes, which contained the steps of the task analysis. The fading component of the
auditory prompts involved the steps of the task analysis being gradually omitted on the
audiotape as the participants reached criterion levels, until the participants could perform the
job tasks independently without any auditory prompts. The results demonstrated that all the
participants reached the required criteria for the performance of job tasks. The performance
of job tasks was also generalised to a different bathroom without auditory prompts.
However, it is worth noting that no pre-test in this bathroom setting was conducted;
therefore, the results should be viewed with caution. Another criticism of this study is that
the participants were required to verbalise each step, thus even if they physically performed
the steps in the job tasks correctly, it could still be recorded as an incorrect response. This is
less functional, and it is possible that students would have reached the required criteria
sooner if verbalisation had not been required.
Considering all the studies mentioned, auditory prompts have been established as
effective for training the performance of job tasks for individuals with ID. Auditory prompts
can be used with individuals with ID who do not have visual, reading, or imitation skills.
They also have the advantages of not being overly intrusive, and requiring minimal effort
from job coaches. Most importantly, auditory prompts allow job coaches to fade their
presence. This is something that has been found to be difficult in past studies that used
verbal prompts where the job coaches were physically present.
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Computer-based training. This review has mentioned the effectiveness of visual
and auditory prompts, as well as their limitations. A hand-held computer, which is one of
the latest technological devices, allows the delivery of both visual and auditory prompts,
which are two of the most commonly used prompts for training individuals with ID to
perform job tasks (Ferguson, Myles, & Hagiwara, 2005; Furniss et al., 2001). It also has the
advantage of being portable, thus applicable in most employment settings (Cihak, Kessler,
& Alberto, 2007).
Studies by Cihak et al. (2007) and Riffel et al. (2005) both used hand-held
computers to train students with ID in the performance of job tasks in a variety of settings
(grocery store, department store, restaurant, and retirement home). The job tasks included
cleaning, stocking, setting tables, and food preparation. The hand-held computers displayed
visual prompts of how to perform each step of the task analysis, as well as auditory prompts
that corresponded to the visual prompts. In Cihak et al.’s (2007) study, the job tasks
introduced increased in complexity (e.g. from 5 steps to 20 steps). Cihak et al. (2007) used
least-to-most prompting to teach the participants how to use the hand-held computer, while
in Riffel et al.’s (2005) study it was the teachers who were trained to operate the hand-held
computers before training the students to use them. The training was not specified, and the
teachers assisted the students with operating the hand-held computers when needed. In
addition to the visual and auditory prompts, least-to-most prompting (verbal, gestural, and
physical) was still used, and the dependent variable was the total number of instructor
prompts required to complete the job task. By the end of the study, all of the students in
Cihak et al.’s (2007) study learned to perform increasingly complex job tasks without
further training being required. Performance was maintained at 100% at 9 weeks follow-up.
Riffel et al.’s (2005) findings paralleled those of Cihak et al. (2007), and showed that with
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visual and auditory prompts, the students required fewer instructor prompts to perform the
job tasks. The performance of job tasks was maintained at follow-up, which occurred once
per week. The common limitation of both studies relates to the experiences of the
participants: in Cihak et al. (2007), the students had extensive community experience; while
in Riffel et al.’s (2005) investigation, the students had already been working on the job tasks
previously. This limits the generalisability of the results, as individuals with ID with no
previous experience may require more sessions to learn the job tasks. In addition, the
teachers working with the students in Riffel et al.’s (2005) study were not trained in
behaviour strategies such as prompting and reinforcement. Instruction styles varied widely
between teachers. If the study were to be replicated, it would be preferable if systematic
instruction and prompting procedures were controlled for.
A recent study by Larson, Juszczak, and Engel (2016) took a slightly different
approach. The job task selected was alphabetical sorting, a job task required to perform a
certain pay-earning workshop function. Computer-based visual and auditory prompts were
still used. However, instead of the visual and auditory prompts depicting each step of the
task analysis, a set of cartoon illustrations was used. Voice-over allowed the cartoon human
heads to train the job tasks in a question and answer-style dialogue in a sequential order,
which served as antecedent prompts (Bambara & Cole, 1997). Following the intervention
the participants were asked to perform the job task by alphabetising unordered sets of cards.
The purpose of the study was to compare the effectiveness of computer-based training and
one-on-one job coach training. The prompts given on the computer were identical to the
prompts given by the job coach in the one-on-one training condition. The results revealed
that computer-based training produced performance of job tasks in participants with ID
comparable to one-on-one job coach training.
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Considering all of these studies, it seems that computer-based training is an
effective alternative to job-coach training. While hand-held computers are potentially less
expensive than extended job coach training, modification of the products to suit the
individuals with ID and the job tasks is often required, which can still be costly. Whether
computer-based training is more cost-effective than job coach training is a question that
remains to be assessed in future research.
Training co-workers to provide support. As mentioned earlier, one major
concern with job task training for individuals with ID is the obtrusive nature of the job
coach, which may actually hinder the inclusion of individuals with ID into the workplace. If
job coaches fail to fade their presence, they can also create dependency on the job coaches
for success for individuals with ID. Co-workers are indigenous to the work place, and well
acquainted with the job tasks; therefore, an alternative to traditional job coach training is the
co-worker training and support model. In this model, selected co-workers are trained, before
the arrival of the new staff member with ID, to provide job task training or to support the
maintenance of performance of job tasks. This not only provides more natural support from
the workplace, but also addresses the importance of social support in the workplace, which
is a problem struggled with by a lot of individuals with ID (Farris & Stanoliffe, 2001; Hood,
Test, Sponnder, & Stelle, 1996; Rusch & Minch, 1988).
Studies by Farris and Stanoliffe (2001), Hood et al. (1996), and Likins, Salzberg,
Stowitschek, Lignugaris, and Curl (1989) all set out to investigate the effectiveness of coworker training and support. Farris and Stanoliffe’s (2001) study involved 19 staff working
in KFC restaurants being selected as participants who attended a 2-day co-worker training
course. After the training they each provided job task training for 10 participants with ID
who had been newly employed by KFC restaurants through open employment agencies.
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There was also a comparison group where 6 participants with ID received job task training
directly from job coaches. The employment outcomes (wages and employment hours) of the
2 groups were compared. The results suggest that the employment outcome of the
participants in the co-worker training group was comparable to the participants in the job
coach training group. Interestingly, those who were in the co-worker training group actually
needed less hours of support compared to the participants in the job coach training group.
While this study confirms that co-worker training is definitely a cost-effective alternative to
job coach training, there are several limitations worth noting. First of all, the participants
were not randomly assigned into the two groups. In fact, the participants in the job coach
training group were already working at KFC restaurants prior to the study. Their level of ID
and employment experiences may have strongly impacted the amount of training required,
and the employment outcomes. Second, it was possible that the co-worker training group
had more successful employment outcomes due to their involvement with open employment
agencies, which made it easier to find employment. Therefore, their performance of job
tasks would have been a more reliable measure of the effectiveness of the training procedure
than employment outcomes alone. Finally, the hours of training provided for participants in
each group were not controlled for or recorded, which prevents direct comparison.
In the same vein, in the study by Likins et al. (1989), two university students were
hired as co-workers at a self-service restaurant at their university. They received training on
coincidental training and quality control procedures prior to the intervention, before
teaching three participants with mild or moderate ID how to prepare a salad. Coincidental
training is a variation of incidental teaching where training opportunities arise from the
natural environment, except that in coincidental training additional planned opportunities
are inserted into the work schedule (Stowitschek, Czajkowski, Rule, Striefel, & Boswell,
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1985). In the case of this study, brief training was provided while the participants were
preparing the salads. Quality control arose when the co-workers taught the participants to
check the accuracy of their job task performance before receiving feedback from the coworkers. The results revealed that co-worker training using coincidental training procedures
improved the job task performance of all of the participants. Further, the additional training
in quality control resulted in more rapid skill acquisition than coincidental training alone.
However, the quality control aspect of the co-worker training was only implemented
following the coincidental training alone; therefore, the effectiveness of the coincidental
training with quality control may have been the result of the cumulative impact of the
training sequence. It is worth noting that the results of this study may not be generalisable
for several reasons. First of all, only one job task was trained; therefore it remains unknown
whether the effectiveness of the procedure would be generalised to other job skills, such as
preparing sandwiches. Second, the co-workers in this study were actually not indigenous coworkers of the restaurant, but were hired specifically for this study. It remains unknown
whether the results obtained would be substantially different if the study involved coworkers indigenous to the workplace. Future studies should aim to involve co-workers who
are more representative. Nevertheless, this study illustrates the place of coincidental training
in co-worker training.
In a study by Hood et al. (1996), a co-worker was also trained by the job coach.
The difference between this study and studies by Farris and Stanoliffe (2001) and Likins et
al. (1989) is that it was the job coach who trained the two participants with multiple and
severe disabilities job tasks at a commercial hotel. The role of the co-worker was to provide
on-going training for the participants to maintain their performance in these tasks. The
dependent variables were nine job tasks that were part of the daily routine of laundry
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attendants (including sorting table napkins, folding bath towels and pressing linen). The coworker’s responsibilities included setting up the tasks for maximum efficiency, facilitating
jobs tasks, providing feedback, assisting the trainees with personal care needs, resolving
interpersonal conflicts, and managing aversive behaviours. This study was comprehensive
as it not only measured the performance of job tasks in terms of accuracy (percent correct),
but also measured the production rate. The results show that the performance of job tasks by
the participants with ID was transferred from job coach training to PC support. More
importantly, with the assistance of a the co-worker, the participants with ID could complete
all of the job tasks to the hotel’s satisfaction. Although the production rate was variable, the
accuracy of their performance was maintained at 100% at 8 weeks follow-up. It has not yet
been established whether it is more effective for the co-worker to provide training directly
to the individuals with ID, or whether they should take on the on-going support role.
However, Rusch, Hughes, Johnson, and Minnich (1991) suggested that when the job task
training is provided by the job coach, performance is maintained for a longer period, as the
instructional skills needed to train job tasks often exceed the capabilities of most coworkers. Clearly, comparing co-worker training and support would be a fruitful area for
future research.
Training Settings.
The setting in which job training is conducted is important because it influences the
extent to which individuals acquire the knowledge and skills being trained, and how well the
job skills learned are generalised to different contexts, such as beyond the specific job tasks,
using different materials, in the presence of different personnel, or in different settings
(Tesluk, Farr, Mathieu, & Vance, 1995). The training setting also determines the amount of
resources that are likely to be involved; for example, the distance travelled, the time taken
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up during production hours, the work materials used, and the number of staff involved.
Therefore, analysing the differential effectiveness of different training settings, and
determining which job training setting should be used allows optimisation for costeffectiveness.
Job-site training. Studies by Allen et al. (2010), Bennett (2010), Burke et al.
(2010), Chandler et al. (1993), Cihak et al. (2007), Farris and Stanoliffe (2001), Goh and
Bambara (2013), Mitchell et al. (2000), Riffel et al. (2005), Simmons and Flexer (1992),
Steed and Lutzker (1997), and Van Larrhoven et al. (2007), presented in Table 1, involved
job-site training. This means that the job task training for individuals with ID was conducted
at the job-sites, which were the participants’ places of employment. A variety of job sites
have been used, including school settings (Bennett, 2010; Burke et al., 2010; Chandler et al.,
1993), community centres (Steed & Lutzker, 1997), cafeterias and restaurants (Chandler et
al., 1993; Cihak et al., 2007; Farris & Stanoliffe, 2001; Riffel et al., 2005; Van Larrhoven et
al., 2007), school/hotel bathrooms (Mitchell et al., 2000; Simmons & Flexer, 1992), retail
settings (Allen et al., 2010; Cihak et al., 2007; Goh & Bambara, 2013); and hotels
(Simmons & Flexer, 1992; Hood et al., 1996; Likins et al., 1989). There were also two
studies that were conducted in workshop settings. These are supervised residential or
community settings that have contracts with local businesses, and are set up for individuals
with ID to complete assembly-type work. Wacker and Berg’s (1983) study was conducted
in the work activity programme in a school setting, and Maciag et al. (2000) used a
vocational centre in the community.
Job-site training is known as the “place and train” approach, and has been
considered the gold standard for training the performance of job tasks in individuals with ID
(Hendricks, 2010; Lattimore et al., 2006). The training is typically conducted by a job
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coach, and the training continues until their performance of job tasks reaches the required
criteria (Hall et al., 1986). One advantage is that individuals can start work immediately, as
training commences (Parsons et al., 2001). Job-site training also offers naturally occurring
antecedents and consequences, which maximises the chances for success compared to
segregated settings. This is especially important, as individuals with ID may struggle to
generalise the skills learned to the actual job site (Inge, Dymon, & Wehman, 1996;
Lattimore et al., 2006).
However, job-site training is not without its shortcomings. Since the individuals
with ID are still being trained and cannot perform the job tasks independently, the job coach
or co-workers normally have to complete job tasks for them during the training period,
which defeats the purpose of employing individuals with ID (Hall et al., 1986; Lattimore et
al., 2006). Furthermore, since job tasks at job sites are usually more complicated,
adaptations are often required. Adaptions may include having the job coach or co-workers
complete a more difficult step, or finding alternative methods to perform the job tasks.
These adaptions could be an obstacle to the productivity of the organisation (Sowers &
Powers, 1989). As most individuals with ID are employed part-time, some researchers have
also suggested that the part-time nature of their work does not allow sufficient time for jobsite training (Conley, 2003; Flynn, Wacker, Berg, Green, & Hurd, 1991). The work
schedule at the job site is dependent on the demands of the organisation and staff
availability, which can vary from day-to-day. The fact that there may not be as many
instructional trials to provide training opportunities in the natural environment means the
presence of the job coach is normally required for an extended period of time. This can be
costly, and may interfere with employment duties (Hall et al., 1986; Mechling & OrtegaHurndon, 2007; Lattimore et al., 2006).
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Simulated-setting training. An alternative to job-site training is simulated-setting
training, where the job coach incorporates stimuli from the job-site in a classroom, and
rearranges the classroom to simulate the job site. Training then occurs in the classroom.
Probes are conducted at the job site to ensure that the performance of job tasks trained has
generalised. This is known as the “train and place” approach (Lattimore et al., 2006). As
presented in Table 1, studies by Allen et al. (2012), Goh and Bambara (2013), and Mechling
and Oreta-Hurndon (2007) have used simulated-setting training.
The benefit of simulated-setting training is that it allows for structured practice, and
provides opportunities for individuals to experience a wide range of stimuli in a controlled
setting. Job coaches can also use additional instructional trials to probe, prompt, reinforce,
and correct skills. This is not always possible at a job site, as time and resources are more
limited, and instructional trials to teach new tasks could interfere with the completion of
other duties, or the productivity of the workplace. For instance, in an actual work
environment, employees could not go over the same step repeatedly because there are other
steps to be conducted (Cihak, Alberto, Kessler, & Taber, 2004; Lattimore et al., 2006;
Nietupski, Hamre-Nietupski, Clancy, & Veerhusen, 1986). The intensive nature of the
simulated-setting training also means mastery criteria may be achieved in a shorter amount
of time, which could save on limited resources such as time, transportation, and the costs of
job coach support (Parson et al, 2001; Mechling & Ortega-Hurndon, 2007).
Simulated-setting training has been successful in teaching individuals with ID life
skills, such as ordering meals in restaurants, where the classroom consisted of a simulated
ordering counter and plastic menu (Pol et al., 1981), and public transportation skills by
manipulating the actions of a doll on a city block model (Neef, Iwata, & Page, 1978). These
studies demonstrate that when the simulated settings reflect the natural environment, the

DOES SIMULATED-SETTING TRAINING ENHANCE JOB-SITE TRAINING FOR

36

INDIVIDUALS WITH INTELLECTUAL DISABILITIES!
!
training can be effective. However, there is a paucity of research exploring the use of
simulated settings to train individuals with ID in the performance of job tasks.
Video modelling can be seen as a modelled prompt. However, it is also a method of
training individuals with ID in simulated settings. It involves the presentation of video
recordings containing a series of scripted behaviours and verbalisations to an individual, and
asking the individual to perform the same behaviours (Allen et al., 2010; Allen et al., 2012).
The theoretical foundation for this is Bandura’s (1969, 1977) social learning theory, which
proposes that learning occurs through the observation of the behaviours of others. It is a tool
that has been effective in teaching individuals with ID a wide variety of skills, as it uses
observational learning, which takes advantage of the responsiveness of individuals with ID
to visual cues. This is given that they have the skills necessary for observational learning,
including attending, imitating, and making auditory discriminations (Allen et al., 2010;
Allen et al., 2012; Taylor & DeQuinzio, 2012).
However, it is only in the last ten years that video modelling has been used to train
individuals with ID in the performance of job tasks in simulated settings. Of the studies
mentioned thus far, only three conducted job task training in simulated settings. The goals
of both of the studies by Allen et al. (2010, 2012) were to train participants with ID to
entertain customers in retail settings, while wearing a costume. Allen et al. (2010) used
video modelling to teach four participants with ASD how to entertain customers in a retail
setting, while wearing a mascot costume. Following the baseline condition, the participants
were taken into a room to watch the video models twice. In the video models, the target
skills such as waving, handshakes, and interacting with customers were demonstrated. A
minute-by-minute analysis was used to compare the behaviours of the participants both
before and after the presentation of the video. However, while in Allen et al.’s (2010) study
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both the training and the probes occurred at the retail warehouse, which was the actual jobsite, in Allen et al.’s (2012) study the job task training occurred at a factory warehouse. The
warehouse was arranged to simulate the aisle at the retail store, with shelves filled with
items for sale. Three to five volunteers were also recruited the play the roles of customers.
However, the simulated-setting training was not the focus of their study; it was arranged to
allow the participants extra time to be exposed to the costume, for safety and confidentiality
reasons.
Studies by Goh and Bambara (2013) and Mechling and Oreta-Hurndon (2007) also
used video modelling to train three participants with ID in the performance of job tasks in
simulated settings. The difference between these two studies and that of Allen et al. (2012)
is that they used video self-modelling. Video self-modelling is a relatively new strategy that
is yet to be explored for training job tasks in employment settings. Instead of observing
another individual performing the target skills in the video models, in video self-modelling,
the video models depict the participants themselves performing the target skills, achieved
through video editing (Dowrick. 1991). Building on the social learning theory mentioned
earlier, Bandura (1986) also suggested that the more resemblance the model has to the
observer, the more likely the behaviours will be imitated. Since in video self-modelling the
models are the observers themselves, according to this theory, it would have the greatest
effect.
The purpose of Mechling and Ortega-Hurndon’s (2007) study was to investigate
the effectiveness of using video modelling to train the performance of job tasks. The study
took place in a university setting, and the job tasks trained included watering a plant,
delivering mail, and changing paper towels. The difference between this study and other
studies that involved video modelling was that not only was it video self-modelling, but
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instead of the participants seeing themselves in the video models, the video models were
actually taken from the participant’s point of view. This is also referred to as point-of-view
video modelling. Also, instead of taking place at the participants’ places of employment, job
task training actually occurred in a small office on the second floor of the education building
at the university. Generalisation probes were then conducted at the actual job site, which
was located within three floors of the education building. In Goh and Bambara’s (2013)
study, participants with ID were trained in the performance of job tasks at their places of
employment (department stores and thrift stores), either with video self-modelling alone, or
enhanced with practice and feedback (behavioural skills training). Examples of the tasks
included using the paper shredder, photocopier, or a computer. The presentation of the video
models and the instructional sessions both occurred in a separate office, and correct
performance was deemed to have occurred when the participants chose the video model that
corresponded to the next step of the task analysis following the instruction. The results
obtained by Goh and Bambara (2013) suggest that video self-modelling alone was not
sufficient to increase job skills in all of the participants. Only one participant achieved 90%
of the steps, for one of the three job tasks. However, when video self-modelling was
combined with practice and feedback, job task performance increased for all of the
participants. It could be argued that this is essentially behavioural skills training, where the
training occurred in the video. In contrast, Mechling and Oreta-Hurndon (2007) found that
correct performance was high across the three participants across the three job tasks. The
performance of the job tasks was generalised to the actual job-site, and maintained at the 4month follow-up.
It is important to bear in mind the possible bias in the results. Goh and Bambara
(2013) found that some participants had more previous exposure to the job tasks, which may
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have impacted the results. Also, there was little control over the complexity of the job tasks
across the participants, some of which required more steps. In addition, in both studies,
video self-modelling was combined with other components (practice and feedback in Goh &
Bambara, 2013; gestural prompts in Mechling & Oreta-Hurndon, 2007). Without a
component analysis, it is not possible to determine the influence of video self-modelling on
the effectiveness of the training, or whether practice, feedback, or gestural prompts alone
could have led to independent performance of the job tasks. Nevertheless, these studies
contributed to the body of research on the effectiveness of video modelling, providing
preliminary evidence that video modelling can be effectively used to create simulated
settings where job task training can take place.
Despite all of the possible benefits, there are several concerns with conducting job
task training in simulated settings. First of all, in simulated-setting training, the job tasks are
usually modified to make them easier for individuals with ID, so it is difficult to compare
their effects with trainings conducted at job sites (Lattimore et al., 2006). Second, time spent
on simulated-setting training delays performance of the actual job at the job site (Parson et
al., 2001). Finally, without having ever performed the tasks at the job site with natural
stimuli, individuals with ID may still require additional training to adjust and generalise the
job tasks they were trained in using simulated settings to the natural environment (Cihak et
al., 2004).
Combined Settings Training. With the understanding that both the “train-andplace” and the “place-and-train” approaches each come with their own advantages and
disadvantages, it may be that a combination of both approaches is the answer to effectively
training individuals with ID disabilities in job tasks. For example, individuals could be
trained in the performance of job tasks while on the job, with further training provided in
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simulated settings on non-work days. This approach has many advantages compared to a
forced choice between one of the more traditional “train-and-place” or “place-and-train”
approaches. First of all, there would be no excessive delay in starting a job because the
simulated-setting training could be commenced simultaneously with job-site training.
Second, as some of the job training could be conducted at simulated settings, training time
would no longer be limited by the part-time nature of many such jobs. The additional job
training in simulated settings could also mean less training is required at the job site, which
saves valuable on-the-job time (Parson et al., 2001). Finally, the fact that job training is
conducted at more than one location could also result in better generalisation of the tasks
learned.
To date, the effectiveness of combined settings training for training individuals
with ID in the performance of job tasks has not received investigatory emphasis. Cihak et al.
(2004) conducted a study in which five students with moderate ID were trained in a set of
functional skills and job tasks in a simulated setting alone, a community setting alone, and a
combination of simulated setting and community setting on the same or on consecutive
days. The functional tasks included using a debit card to withdraw money from an automatic
teller machine and purchasing items with a debit card. The job tasks included sending a fax
and using the copy machine. The simulated-setting training occurred in one of the resource
classrooms at the school, and the community setting training occurred at a local grocery
store and the administrative office at the school. The students’ skill acquisition,
maintenance, and generalisation were assessed. The results revealed that while they
acquired the target skills in the fewest number of sessions in the community setting only
training, the combined settings training on the same day resulted in better generalisation.
Overall, this study strengthens the idea that training conducted in the natural environment is
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more effective than simulated-setting training. However, it also suggests that when natural
environment training and simulated settings training are combined, whether on the same or
on consecutive days, the skills are acquired and generalised more efficiently and effectively
compared to simulated settings or community settings alone. The criticism of this study is
that the students already had community experience; therefore, if the study were to be
replicated with participants with no previous community experience, more training may be
required. Also, since the focus of this study was on functional training in community
settings instead of training job tasks in employment settings specifically, job-site training
was only a small aspect of the study, and only two job tasks were trained. Therefore, it is not
appropriate to conclude that combined settings training is in fact better than simulatedsetting training or job-site training for training the performance of job tasks based on this
study.
A study by Parsons, Reid, Green, and Browning (2001) is another of the few
investigations to explore the combination of simulated settings and job-site settings for
training individuals with ID in the performance of job tasks. The job site where the
participants were employed was a publishing company, and the job tasks involved
preparation of books and advertising materials for mailing. Following baseline observations
of the performance of job tasks of participants with ID at the job site, simulated-setting
training was conducted on days the participants were not at work. Simulated-setting training
was conducted in a classroom that was part of an adult education programme. The job coach
who conducted the simulated-setting training was the same person who conducted the jobsite training, and the task materials used at the simulated setting were identical to the task
materials used at the job site. This study took a different approach to studies previously
mentioned, as instead of measuring the independent performance of job tasks directly, the
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dependent variable assessed the amount of assistance required from the job coach. The
study revealed that following the combined settings training, there was an immediate
reduction in the amount of assistance required from the job coach at the job site. In fact,
work productivity actually increased for two of the three participants. The limitation of this
study is that since both the job-site and simulated-setting training were applied to all three
participants, the relative contribution of each component to the reduction in job coach
assistance could not be determined. Nevertheless, this study laid the ground work for future
research to empirically validate the use of combined settings training for training individuals
with ID the performance of job tasks.
In a more recent study by Lattimore et al. (2006), four participants with severe ID
were trained in two job tasks each: one job task was trained at the job site only, and the
other job task was trained using a combination of a simulated setting and the job site. The
job site was a publishing company, where all the participants worked part-time, while the
simulated-setting training was conducted using a classroom at an adult education
programme building at a residential facility for individuals with ID. The job tasks trained
were new tasks requested by the manager of the company, which included preparing
envelopes and packing paper, and emptying trash cans. The job tasks that were trained at the
job site and the combined-setting training were counterbalanced across the four participants.
The job-site training occurred during the participants’ routine work hours, whereas the
simulated-setting training occurred on afternoons when the participants worked at the jobsite in the morning. The simulated-setting training was conducted by the same job coach
who conducted the job-site training. The adult education programme building also
incorporated task materials used at the job site, or task materials similar to the ones used at
the job site. The results revealed that for three out of the four participants, the job-site plus
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simulation setting training produced more rapid skill acquisition than job-site only training.
This study provides more support for the idea that job-site training is more effective when it
is supplemented with simulated-setting training.
One source of weakness in the study by Lattimore et al. (2006) is that the
instructional time in the simulated-setting training was not controlled for in the combined
settings training. Hence, the more rapid skill acquisition observed may simply be a result of
the participants receiving more instructional time in the combined settings training
compared to job-site training alone. Therefore, future research needs to control for the
instructional time in both the job-site training and the combined settings training, and
investigate whether combined settings training is still more effective. Another major
limitation is that although the study attempted to investigate the effectiveness of job-site
training alone, which was not explored by Parsons et al. (2001), the effectiveness of
simulated-setting training alone was not evaluated to allow comparison. This warrants
further research, especially in light of the success of other studies that used stimulatedsetting training to teach individuals with ID functional skills and job tasks (Cihak et al,
2004; Neef, Iwata, & Page, 1978; Pol et al., 1981).
Conclusion. Although there is insufficient research, the studies so far that have
employed combined settings training suggest that simulated-setting training appears to
enhance the effectiveness of job-site training. Participants who were trained using both
simulated-setting training and job-site training, compared to those who were trained at the
job site alone, learned the job tasks in a shorter amount of time, performed better, and the
skills were generalised more. There was also a reduction in training time needed at the job
site. The problem, however, is that the training setting was not paid enough attention to, and
more importantly, there have been no studies that controlled for the amount of training
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received in the three different settings. Therefore, it remains inconclusive whether combined
settings training is indeed better than either job-site training or simulated-settings alone.

Current research
This study was conceived in light of the need to find effective procedures to train
individuals with ID in the performance of job tasks, which would give them the opportunity
to be involved in competitive employment. Although a number of previous studies have
established the effectiveness of systematic instruction and different prompting procedures,
most studies have only focused on job-site training. Because of the limitations of the current
focus on job-site training, and the dearth of knowledge regarding the effectiveness of
combined settings training for training individuals with ID in the performance of job tasks,
the current study set out to address this gap in the literature. Specifically, the study aimed to
build on work by Lattimore et al. (2006) by comparing the efficiency and effectiveness of
simulated-setting training, job-site training, and a combination of simulated-setting training
and job-site training in teaching three individuals with ID to complete job tasks required as
part of a job in an office. Following baseline measurements, the tasks were randomly
assigned to either a simulated-setting training condition, a job-site training condition or a
combination of both simulated and job-site training conditions. Each person experienced
each training condition and each task was trained using each training condition. Upon
successful completion of training, follow-up probes were conducted to ensure that the
performance of job tasks was maintained after the intervention was withdrawn, and could be
generalised to another job-site.
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Method
Ethics
As the current study involved human participants, the supervisor/principal
investigator submitted an electronic application to the University of Auckland Human
Participants Ethics Committee (UAHPEC). This included the disclosure of all known
relevant information about the current study. The documents included the participant
information sheet, consent forms, and social validity questionnaire for the participants, the
organisation, and the participants’ welfare guardians. There was also a confidentiality
agreement for the third party data recorder. The ethics application was approved by the
UAHPEC on 18 June 2018 for three years (Reference Number 020583). The application for
ethics approval is presented in Appendix H.

Participants and Settings
The three participants (two males and one female) were individuals with mild and
moderate ID living at a residential facility. Sam (all participant names were changed
to pseudonyms) was 43 years old and had epilepsy, which caused him to have frequent
seizures. He had a good understanding of language, but sometimes needed the instructions
to be repeated. His language could be a little slurred and indistinct, and he used gestures to
aid his communication. Kristy was 36 years old and had epilepsy; she sometimes had
absence and partial seizures. Her memory was not good, and she often felt fatigued in the
afternoons. She had great verbal skills, but sometimes struggled with reasoning and
consequences. Daniel was 46 years old and had a hearing impairment. He wore hearing aids
in both ears, had high-riding kneecaps, and wore glasses. He also suffered from hay fever
and tinea.

Table 2
The Job Tasks selected for the Participants and the Training Setting
Participants

Job Task

Training Setting

Sam

1. Answering the Phone

Job-site training

2. Deliver the mail
3. Using the copy machine to copy an A4 document

Simulated-setting training

4. Using the scanner to scan an A4 document
5. Using the Laminator to laminate an A4 document

Combined settings training

6. Fill up the hand towel dispenser
Kristy

Daniel

!

1. Using the Laminator to laminate an A4 document

Job-site training

2. Answering the Phone

Simulated-setting training

3. Using the copy machine to copy an A4 document

Combined settings training

1. Using the copy machine to copy an A4 document

Job-site training

2. Using the Laminator to laminate an A4 document

Simulated-setting training

3. Answering the phone

Combined settings training
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Dependent Variables and Measurement
Sam was trained for six job tasks in total, while Kristy and Daniel were trained for
three job tasks each. The job tasks selected for each participant are presented in Table 2.
These tasks were nominated by the coordinator of the residential facility based on the work
requirements of the office, and were functional for an office receptionist job. A task analysis
was conducted by the trainer to analyse the target job tasks into discrete steps; this was
achieved by observing a person without ID completing the job tasks. The job tasks involved
comparable levels of motor responses. The task analyses are presented in Appendix A, and
ranged from 6 to 21 steps. Total task chaining was used, with least-to-most prompting. The
dependent variable was the percentage of steps involved in completing a job task performed
independently, or prompted by the trainer. An independent response was when the correct
response occurred purely in the presence of the antecedent stimulus (e.g. the instruction, the
phone ringing or another appropriate trigger). A prompted response was when any
supplementary stimuli were provided by the trainer to increase the chance of correct
responses, or to guide the participant through the correct response (Cooper et al., 2014).
Response Definition and Data collection. Trial-by-trial recording using pen and
paper and data sheets was used to record the number of task-analysed steps in the target job
tasks the participants performed independently (recorded as “+”) per probe, which was
when the participant required no prompt from the trainer to complete the step. This was then
converted into a percentage of the entire job task. Three probes were conducted per session.
Data were collected during the probe, and reported back to the participants at the end of
each probe. In addition to recording the number of steps the participant completed
independently, for each step of the job task that the participant did not complete
independently, the level of prompt each participant required to complete the step was also
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recorded. The prompts were verbal gestural prompts (recorded as “GP”), model prompts
(recorded as “MP”), or physical prompts (recorded as “PP”). For steps that required verbal
responses (e.g. saying, “mail for you.”) where gestural, model, or physical prompts were not
possible, verbal prompts were used (recorded as “VP”). For the baseline, withdrawal,
generalisation, and maintenance probes, where no prompts were provided, job task steps not
performed were recorded as “-”.
Interobserver agreement (IOA). IOA data were collected simultaneously by the
primary investigator and a second independent observer. The second independent observer
was not blinded to the purpose of the study. Interobserver agreement data were collected
during 67.5% of the probes. For each probe, the second independent observer stood
approximately 2 metres away from the participant and the trainer/primary investigator, but
in a location where he/she could still observe the participant clearly. The primary
investigator and the second independent observer independently recorded the number of
steps of the job task performed independently by the participant, and the level of prompt
required for each step. Agreement was defined as both observers reporting the same
observed value (a step as performed independently by the participant, not performed by the
participant, or recording the same level of prompt required) after measuring the same event.
The trial-by-trial interobserver agreement was calculated by dividing the number of
intervals with agreement by the number of intervals with agreement plus the number of
intervals with disagreements, and multiplying by 100 to obtain a percentage (Cooper et al.,
2014). The interobserver agreement ranged from 96.4% to 98.1%, with a mean of 97%. The
mean interobserver agreement for each participant was 96.5% for Sam, 96.4% for Kristy,
and 98.1% for Daniel.
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Materials
Answering the Phone. The phone used at the job-site was a Uniden DECT 6.0
expandable cordless phone in silver, with a small screen that displayed caller ID or caller
waiting. The phone had 19 buttons. The keypad consisted of 12 white buttons, with the
numbers zero to nine, *, and #, all written in black. The remaining buttons were black with
white writing, and consisted of buttons for the speaker, menu, voice message, and buttons to
talk, end, redial, or clear.
Copy machine and scanner. The copy machine and scanner used at the job site
was a Kyocera TASKalfa 3051ci Color Copier Printer Scanner. The machine had a top
feeder tray that required the paper to be placed face-up. The machine also contained a touch
screen, and a keypad with 34 buttons. The home button was in silver, the reset button was in
yellow, the stop button was in red, the start button was in green, and the power button was
clear, which lit up in green when the machine was on. The remaining buttons were black
with white writing, which consisted of the numbers zero to nine, system menu, counter,
status/job cancel, help, accessibility display, copy, send, fax, auto colour, full colour, black
and white, clear, quick no search, enter, energy saver, authentication/log out, and interrupt.
Laminator. The laminator used at the job site was a Fellowes Neptune 3 A3
laminator. It was coloured silver grey, and contained a hard switch at the back. There was a
power button at the front that turned blue when turned on, and a green light that flashed
when the laminator was heating up, and stopped flashing when the laminator had fully
heated.
The laminating pouches used were OfficeMax A4 80 micro laminating pouches
with a gloss finish. They were made from 67% premium PET plastic film and 33% glue.
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Delivering mail. The pigeon hole system at the job site was a Precision pigeon
hole in a silver grey colour, made from stainless steel. It contained 19 units, with a bigger
unit on the bottom level for larger files. The units were labelled House 1 to 8. There were
also labels above the units for the farmhouse (the entertainment centre at the residential
facility), the residential facility, the staff, payslips, and the red bag. Each unit contained mail
for corresponding subjects. The largest unit contained a red bag and the envelope.
The envelope was A4 in size, made from polypropylene material. It was
transparent, with a velcro closure.
Hand towel dispenser. The hand towel dispenser used at the job site was a Tork
Xpress multifold hand towel dispenser, made from white plastic. It was 444mm in height,
302mm in width, and 102mm in depth, with a towel capacity of 600. The dispenser was
lockable, with a keyhole at the side. The hand towels used were Tork H2 Advanced Xpress
Multifold Hand Towel model 148430 in white. Each pack contained 185 hand towels. The
hand towels were 24cm in length, and 21cm in width when unfolded; and 8cm in length,
and 21cm in width when folded.
Simulated-setting training. To simulate the steps required to complete each of the
job tasks, pictures of each step of the task analysis were taken. The pictures were taken from
a subjective point of view, as if the participants were completing the steps. The description
of each step was provided at the bottom of each picture. The pictures were 14cm by 9cm in
size.

Procedure
Baseline Probes. The baseline probes were conducted at the job site. During the
baseline phase, the participants were provided with the materials they required to complete
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the job task. They were verbally instructed by the trainer to complete the target task (with
the exception of the job task of answering the phone, in which the phone ringing served as
the discriminative stimulus). No additional instructions, prompts, or corrective feedback
were provided. If the participants did not initiate a response within 5 seconds, the trainer
would ask the participant if he/she was finished. The probe ended once the participant
confirmed that he/she had completed the task. If the participants continued to make no
response, the probe ended after 10 seconds. At the end of each probe, each participant was
thanked for his/her effort. The percentage of job tasks completed independently by the
participants were assessed. Three baseline probes were conducted per session, for at least
one session prior to the intervention.
Job Task Training. The participants were trained to perform the job tasks in three
different settings: job-site training, simulated-setting training, and combined settings
training. At the end of each session, irrespective of training, the participants were thanked
for their time and effort.
Job-site Training. Job-site training was conducted in the office of the residential
facility. This was a newly built office, and the director of the facility hoped that by training
the residents in job tasks, they could be employed as receptionists at the facility.
During the job task training, the participants were provided with the materials they
required to complete the task. They were verbally instructed by the trainer to complete the
target job task (with the exception of the task of answering the phone, in which the phone
ringing served as the discriminative stimulus).
In terms of the prompting sequence, for the steps that required verbal responses
(e.g. saying, “mail for you.”) where pictures were not possible, textual scripts were used
instead (e.g. “mail for you.”). If the participants did not initiate a response within 5 seconds,
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or began to make an error on any step, a least-to-most prompt hierarchy was implemented
until the task was completed, with a 5-second interval between each prompt level. The
least-to-most prompt hierarchy consisted of (a) gestural prompt (e.g. pointing to the green
button), (b) modelling and (d) hand-over-hand assistance explanation. For steps that
required verbal responses (e.g. saying, “mail for you.”) where gestural, model, or physical
prompts were not possible, verbal prompts were used (recorded as “VP”). Social
reinforcement was provided verbally following each step completed correctly (e.g. “good
job turning on the scanner”), and following the completion of the total task. After each trial,
the participants were provided with feedback regarding the steps performed correctly, as
well as the steps not initiated, or performed incorrectly and which thus required prompting.
Simulated-setting training. Simulated-setting training was conducted in the
meeting room in the same facility, which was set up to simulate the office. The room was
chosen due to its convenient location. The trainer who conducted the training was the same
person who conducted the training at the job site.
The participants were presented with an array of 5 to 8 pictures at once. The trainer
verbally described what each picture depicted before each trial, as some of the participants
had difficulties reading and attending. The correct response required the participant to place
the pictures of each step of the task analysis in sequence. The prompting sequence was
identical to that used in the job-task training.
Combined Settings Training. Combined settings training took place in the office
and the meeting room on alternating trials. The trainer who conducted the training was the
same person who conducted the training at the job site and in the simulated setting. The
prompting sequence was identical to that used in job-task training and simulated-setting
training.
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Post-Job Task Training Probes. Three post-job task training probes were
conducted per session, and mastery was reached once the participant performed the job task
at above 90% independence for two trials within one session.
Post-training probe. The withdrawal probes were conducted once the participant
had reached the mastery criterion for performing a job task. The probes were conducted at
the job site, in an identical manner to the baseline probes. The procedure was identical to the
baseline.
Generalisation. The generalisation probes were conducted for all of the job tasks
for Sam, and two of the job tasks for Daniel and were conducted once the participants had
met the criteria on post training probes. The participants were invited to work at a novel
office within the same residential facility, or at the other branch of the residential facility,
which was approximately 20 minutes away from the original office. The materials in the
novel office were identical to those in the original office. The purpose was to assess the
generalisation of the performance of job tasks in an untrained setting using untrained
materials. The probes were conducted in an identical manner to the baseline and withdrawal
probes. The participants were provided with the materials they required to complete the job
task. They were verbally instructed by the trainer to complete the target task (with the
exception of the job task of answering the phone, in which the phone ringing served as the
discriminative stimulus). No additional instructions, prompts, or corrective feedback were
provided. If the participants did not initiate a response within 5 seconds, the trainer would
ask the participant if he/she was finished. The probe ended once the participant confirmed
that he/she had completed the task. If the participant continued to make no response, the
probe ended after 10 seconds. Three generalisation probes were conducted per session, for
at least one session. This was conducted to determine whether the initial training setting
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affected the participant’s performance of job tasks over time. At the end of each session, the
participants were thanked for their time and effort.
Maintenance. The maintenance probes were conducted one month after the
participants had reached the mastery criterion. The purpose was to assess the maintenance
of the performance of job tasks. The probes were conducted in an identical manner to the
baseline and withdrawal probes. The participants were provided with the materials they
required to complete the job task. They were verbally instructed by the trainer to complete
the target task (with the exception of the job task of answering the phone, in which the
phone ringing served as the discriminative stimulus). No additional instructions, prompts,
or corrective feedback were provided. If the participant did not initiate a response within 5
seconds, the trainer would ask the participant if he/she was finished. The probe ended once
the participant confirmed that he/she had completed the task. If the participant continued to
make no response, the probe ended after 10 seconds. Three maintenance probes were
conducted. This was done to determine whether the initial training setting affected the
participant’s performance of job tasks over time. At the end of each session, the participants
were thanked for their time and effort.

Procedural Integrity
Procedural integrity data were collected simultaneously by a second independent
observer who was a postgraduate psychology student specialising in Applied Behaviour
Analysis. The second independent observer was not blinded to the purpose of the study.
Procedural integrity data was collected during 67.5% of the probes. For each probe, the
second independent observer stood approximately 2 metres away from the participant and
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the trainer/primary investigator, but in a location where he/she could still observe the
participant clearly.
Procedural integrity data ensured that the trainer presented the instruction correctly,
used the correct prompt hierarchy, responded within the set time, and provided corrective
feedback to the participant. Procedural integrity was calculated by dividing the number of
observed trainer behaviours by the number of planned trainer behaviours, and multiplying
by 100 to produce a percentage. The procedural integrity agreement ranged from 78% to
100%, with a mean of 97.4%. The mean procedural integrity for each participant was 97.2%
for the baseline phase, 98.2% for the intervention phase, 94.5% for the withdrawal phase,
and 100% for the generalisation phase.

Social Validity
A social validity questionnaire, which consisted of five question items, was
administered to the participants at the end of the investigation. The aim of this questionnaire
was to assess which training setting the participants preferred and found most effective at
increasing their performance of job tasks. The social validity questionnaire is provided in
Appendix G.

Experimental Design
This study used a small n multiple-probe design across participants and job tasks.
Following mastery the training was withdrawn, with maintenance and generalisation followup probes conducted to determine the relationship between the different training settings
and job task performance. This allowed the researcher to establish a functional relationship
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between the independent and dependent variables, if the effects of the intervention relative
to the baseline were replicated across the participants, job tasks, and time.
To compare the relative effects of the three different training settings, it was
proposed that the participants would be trained in six job tasks in total, and receive training
for two job tasks in each setting. However, as Participants 2 (Kristy) and 3 (Daniel)
withdrew from the study, they were trained for three job tasks in total, and each job task was
trained in a different setting. The job tasks selected for each participant, and the setting in
which each job task was trained, were counterbalanced across the three participants. For
Participant 1, two job tasks trained in each training setting were introduced in an interrupted
time-series design. This allowed experimental control to be demonstrated when following a
stable baseline response, immediate changes in level, or a trend in the performance of job
tasks was observed when the intervention was introduced. Experimental control was also
demonstrated when the performance of job tasks following the introduction of the
intervention was replicated across two job tasks within the same training setting.
At least three baseline probes were conducted prior to the intervention. Following
the baseline probes, the participants started receiving training on job tasks in all of the
training settings. For Sam, the second job task in each of the training settings continued at
baseline.
Once a participant reached the mastery criterion for performing a job task (two
trials of 90% independence within one session), the intervention was withdrawn and
withdrawal probes were conducted at the job site. Generalisation and maintenance probes
were conducted for all of the job tasks for Sam, and generalisation probes were conducted
for two of the job tasks for Daniel.
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Figure 1. Sam’s percentage of job task steps completed independently across job tasks and
settings.
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Figure 2. Kristy’s percentage of job task steps completed independently across job tasks and
settings.
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Figure 3. Daniel’s percentage of job task steps completed independently across job tasks
and settings.
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The effects of job-site, simulated-setting and combined setting training on the
participants’ independent job task performance are shown in Figure 1 for Sam, Figure 2 for
Kristy, and Figure 3 for Daniel. The results are presented in a way that answers the research
questions. As suggested by the figures, in all cases the intervention was effective, and
experimental control was demonstrated. The current study aimed to identify the training
setting that is most efficient and effective for training individuals with ID in job tasks. The
first part of the results section answers that question. The second and the third parts of the
results section focus on important considerations when intepreting the results. The final part
of the results section addresses the social validity of the current study.

Which intervention is most efficient and effective?
For two of the three participants (Sam and Kristy), job-site training resulted in the
least number of intervention sessions for the mastery criterion to be reached. For Sam, the
job tasks trained at the job site (answering the phone and delivering the mail) reached the
mastery criterion after six and three intervention sessions respectively. For Kristy, the job
task trained at the job site (using the laminator) was the only job task that reached mastery
before she withdrew from the research. The mastery criterion was reached after five
intervention sessions. In contrast, for the same two participants (Sam and Kristy), the job
tasks trained in the simulated setting never reached mastery. As for combined settings
training, for Sam, the job tasks trained in combined settings (using the laminator and the
hand towel dispenser) reached the mastery criterion after seven and five intervention
sessions respectively. Kristy withdrew from the study before mastery criterion was reached.
However, for Daniel, it made no difference which setting the job task was trained in; only
three intervention sessions were required to reach the mastery criterion for all three job tasks
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in all three training settings. To conclude, the job tasks trained at the job site resulted in
fewer interventions on average for the mastery criterion to be reached (M = 4.25). However,
the efficiency of combined settings training (M = 5) was comparable to job-site training.
Once the mastery criterion was reached and the intervention was withdrawn, for
Sam, the job tasks that were mastered at the job site (answering the phone and delivering the
mail) demonstrated independent performance with means of 88.67% and 97% respectively.
The job tasks that were mastered in the combined setting (using the laminator and filling up
the hand towel dispenser) demonstrated independent performance with means of 90.67%
and 100% respectively. For Kristy, the only job task that was mastered was trained at the
job site (using the laminator), which demonstrated 100% independence for three withdrawal
probes. For Daniel, the job task that was mastered at the job site (using the copy machine)
demonstrated independent performance with a mean of 90%. The job task that was mastered
in the simulated setting (using the laminator) demonstrated independent performance with a
mean of 96.5%. The job task that was trained in the combined settings (answering the
phone) demonstrated independent performance with a mean of 80.33%. Together, the
results suggest that after the intervention was withdrawn, the job tasks trained at the job site
had the highest independent performance (M = 92.17%). As the withdrawal probes for the
job tasks trained in the simulated-setting training were only conducted for one participant,
these were not used for comparison. The independent performance of the job tasks trained in
combined settings training was slightly lower than for job-site training (M = 87.8%).
In terms of generalisation to a novel environment, for Sam, the independent
performance of the job tasks trained at the job site (answering the phone and delivering the
mail) demonstrated means of 94.33% and 81% respectively. The job tasks that were
mastered in the combined setting (using the laminator and filling up the hand towel
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dispenser) actually improved for the generalisation probes, and both demonstrated
independent performance with means of 100%. For Daniel, the job task that was mastered at
the job site (using the copy machine) demonstrated independent performance with a mean of
90%. The job task that was trained in the combined settings (answering the phone)
demonstrated independent performance with a mean of 80.33%. It was interesting that
although the job tasks trained at the job site had higher independent performance after the
intervention was withdrawn, the job tasks trained in the combined settings generalised better
to novel settings (M = 94.33%) compared to job-site training (M = 88.44%).
Finally, for Sam, three maintenance probes were conducted one month following
the intervention. The independent performance of the job tasks trained at the job site
(answering the phone and delivering the mail) was maintained with means of 100% and
95.33% respectively. The independent performance of the job task trained in combined
settings (using the laminator and filling up the hand towel dispenser) were maintained with
means of 97.67% and 100% respectively. Together, a similar pattern to the generalisation
probes was observed. The independent performance of the job tasks trained using the
combined settings was maintained slightly better at the one-month follow-up (M = 98.83%)
compared to job-site training (M = 97.67%).

Is there evidence that job tasks may impact upon the results?
The three job tasks that were introduced to all three participants across the different
settings were answering the phone, using the copy machine, and using the laminator. Since
the job tasks trained were counterbalanced across the settings and the participants, the
differences in the performance of certain job tasks could be attributed to the difficulty of
those job tasks. This could impact the results.
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In terms of job task acquisition, for the job tasks that were mastered by the
participants, answering the phone took an average of 4.5 intervention sessions. Two of the
participants never mastered using the copy machine. Finally, using the laminator took an
average of 5 intervention sessions. In terms of job task performance after the intervention
was withdrawn, the independent performance of answering the phone demonstrated a mean
of 83.11% across two participants (Sam and Daniel), and using the laminator demonstrated
a mean of 95.92% across all three participants.
The data seem to suggest that most participants found answering the phone the
easiest. Two of the participants (Sam and Kristy) found using the copy machine the most
difficult, as this job task was not mastered whether it was trained at the job site or in
combined settings. The difference in difficulty across the job tasks may have led to greater
variability in the results. However, the job tasks trained were counterbalanced across the
settings and the participants. Furthermore, Sam was introduced to a second job task in an
interrupted time-series design, and the second job task introduced in simulated-setting
training also never reached mastery. This suggests that the different training settings are
mainly responsible for the differences observed.

Is there evidence that there might be person-specific differences?
There are some obvious person-specific differences that may have impacted upon
the results. In terms of job task acquisition, Sam reached the mastery criterion after an
average of 5.25 intervention sessions across four job tasks across settings. Kristy only
reached the mastery criterion for one job task after 5 intervention sessions before she
withdrew from the study. Daniel reached the mastery criterion for all three job tasks across
settings after just 3 intervention sessions. In terms of job task performance after the
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intervention was withdrawn and generalisation to a novel setting, Sam’s independent
performance of job tasks demonstrated means of 94.08% and 93.83% for withdrawal and
generalisation probes respectively. Daniel’s independent performance of job tasks
demonstrated means of 88.04% and 86.5% for withdrawal and generalisation probes
respectively.
Together, the results suggest that Kristy struggled the most with job task
acquisition. Daniel required the least number of intervention sessions for the mastery
criterion to be reached. However, once the mastery criterion was reached, Sam
demonstrated slightly higher independent performance on both the withdrawal and
generalisation probes. However, this does not impact on the conclusion of which training
setting was the most efficient and effective.

Social Validity
The results of the social validity questionnaires indicate that two of the three
participants thought job-site training was the best for training them in job-related tasks.
However, two of the three participants preferred combined settings training the most. All
three participants liked simulated-setting training the least, and they also all agreed that
simulated-setting training was least effective for training them in job tasks. Finally, when
asked if they had to be trained in a new job task, which intervention they would choose, the
answer was divided: one participant chose job-site training, another participant chose
combined settings training, while the last participant could not decide. However, the fact
that two of the participants withdrew from the study suggests that there may be some issues
regarding the social validity of the intervention that remain to be investigated.
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Discussion
The current study aimed to compare the efficiency and effectiveness of job-site
training, simulated-setting training, and a combination of simulated-setting and job-site
training for training individuals with ID in the performance of job tasks. The results suggest
that job-site training alone resulted in the fewest number of intervention sessions for the
participants to acquire the skills. Simulated-setting training alone had minimal effects on
independent performance. The most important finding that emerged from this study was that
the efficiency of combined settings training was comparable to job-site training alone.
Combined settings training also produced the most effective outcomes with regards to the
withdrawal of intervention, generalisation to a novel setting, maintenance at the one-month
follow-up, and being socially valid.
The results of this study suggest that job-site training was the most efficient setting
for training individuals with ID in the performance of job tasks, as it resulted in the least
number of training sessions for the participant to perform the job tasks independently. The
same effect was replicated across all three participants and three job tasks, which
demonstrated clear experimental control.
These findings are consistent with previous studies, which found job-site training
to be effective for training individuals with ID job tasks. Job sites used in past studies
include school settings (Bennett, 2010; Burke et al., 2010; Chandler et al., 1993),
community centres (Steed & Lutzker, 1997), cafeterias and restaurants (Chandler, et al.,
1993; Cihak et al., 2007; Farris and Stanoliffe, 2001; Riffel et al., 2005; Van Larrhoven et
al., 2007), janitorial settings (Mitchell et al., 2000; Simmons & Flexer, 1992), retail settings
(Allen et al., 2010; Cihak et al., 2007; Goh & Bambara, 2013), or hotels (Simmons &
Flexer, 1992; Hood et al., 1996; Likins et al., 1989). Job-site training was found to be
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effective for training individuals with ID in the performance of job tasks regardless of
whether the studies employed least-to-most prompting as in the current study (Simmons &
Flexer, 1992), time-delay prompting (Chandler et al., 1993), or simultaneous prompting
(Maciag et al., 2000); or used visual prompts (Steed & Lutzker, 1997; Wacker & Berg,
1983), texual prompts (Burke et al., 2010), auditory prompts (Bennett, 2010; Mitchell et al,
2010), computer-based prompts (Cihak et al., 2007; Riffel et al., 2005), or video modelling
(Allen et al., 2010; Goh & Bambara, 2013; Van Larrhoven et al., 2007; Van Larrhoven et
al., 2009). The effectiveness of job-site training for individuals with ID was also
demonstrated whether the job task training was delivered by trainers or co-workers (Farris
& Stanoliffe, 2001; Hood et al., 1996; Likins et al., 1989).
The success of job-site training is most likely due to the critical value of natural
prompts in the environment. This contrasts with simulated-setting training, which is more
less natural. Job-site training could be particularly suitable for individuals with ID due to
their difficulties with generalisation, which could include generalising the skills acquired in
non-work settings to actual job sites. Job-site training allows individuals with ID to rehearse
and acquire the skills where they need to be carried out (Inge, Dymond, & Wehmand,
1996). It is also beneficial for individuals with ID to access naturally occurring supports
within the work environment, as those supports are already available.
With the exception of Daniel, who mastered all three job tasks in all three training
settings within three intervention sessions, the current study found simulated-setting training
to be inefficient for training job tasks. Although for both other two participants independent
performance improved following the intervention, it never reached the mastery criterion.
The finding that simulated-setting training alone was insufficient for training individuals
with ID to perform job tasks does not support previous research. In a study by Cavkaytar
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(2012), participants were trained in café waiter skills in the education hall at the café. The
results revealed that it did not take many sessions for the mastery criterion to be reached,
and the skills were generalised to the actual café with real customers. However, it is
important to note that in Cavkaytar’s study the simulated-setting training was arranged to
look a lot more like the job site, with chairs and tables. The training method was interactive;
another waiter who did not participate in the research took the role of a customer. In
addition, the participants attended a two-hour presentation where their duties were
explained and examples were given, which could have had an effect on the improvement of
their skills.
In the same vein as Cavkaytar (2012), in a study by Allen et al (2012), the training
sessions were also conducted in simulated settings (factory and warehouse) before
transitioning to the job-site (a retail store). The results revealed that participants produced
performances above the mastery criterion both in the simulated setting and at the job site.
However, the success observed at the job site could be due to continued prompting, which
was not withdrawn at the job site. In addition, a lot more effort went into arranging the
warehouse for it to simulate the retail store, including shelves with items on sale, and
volunteers recruited as customers.
The simulated-setting training used by Mechling et al. (2007) took place in a small
office space at the university, similar to the current study. The participants were also
presented with pictures of each step of the task analysis, in which they had to select the
correct one in the sequence. The difference is that instead of physical pictures being
presented on the table as in the current study, the pictures used by Mechling et al. (2007)
were presented as PowerPoint slides on a laptop. Also, each picture was hyperlinked to a
digital video clip that displayed the step corresponding to the picture, which was in effect
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video modelling. The results revealed that the job tasks trained in the simulated setting were
generalised to the job site, which was the office three floors down. Although the methods
were comparable to that of the current study, the success of the simulated-setting training
used by Mechling et al. (2007) was probably due to several reasons. First was the physical
similarity of the simulated setting and the job site. The two offices were identical, but
located on different levels in the same building. Second, the participants were only
presented with three pictures at once, as opposed to 5 to 8 pictures in the current study. It
could be that more than three pictures was too much information to process, thus
overwhelming the participants in the current study. Third, the pictures were presented on a
laptop, which was wider, and therefore possibly easier to see and capture the details.
Finally, it is likely that the hyperlinked video clips made it more obvious what each picture
of the steps of the task analysis was depicting, and served as an additional intervention of
video modelling, contrasted to two-dimensional pictures alone.
Considering all of the previous evidence that found simulated-setting training to be
effective, it may be that simulated-setting training using only pictures is not a sufficiently
potent training approach by itself for individuals with ID. More interactive and 3dimensional arrangements may be needed for simulated-setting training to reflect the natural
environment. However, this also gives rise to concerns about the cost, resources, and time
required to arrange the simulated setting, which may be counterproductive.
For Daniel, the independent performance of the job task trained in the simulatedsetting actually increased during the withdrawal phase. Although the reason for this increase
is unknown, it could simply be the result of more practice on the job site. Alternatively, it is
possible that the job site provides more natural antecedents and consequences, which makes
one more likely to emit correct responses, and not commit repeated errors.
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Lattimore et al.’s (2006) research, on which the current study was built, suggests
that combined settings training resulted in more rapid skill acquisition compared to job-site
only training. However, this does not appear to be the case based on the findings of the
current study. In the current study, for one of the participants (Daniel), combined settings
training was just as efficient as job-site training. For another participant (Sam), combined
settings training took one to two more intervention sessions compared to job-site training for
the mastery criterion to be reached. However, it is important to bear in mind that the job
tasks randomly assigned to Sam for training in combined settings actually consisted of more
steps (14 steps and 21 steps) than the job tasks assigned at the job-site (6 steps and 11 steps).
Also, for Sam, the baseline of the job tasks assigned to be trained at the job site was higher
than the baseline of the job tasks assigned to be trained in the combined settings, which was
near 0%. Therefore, the reason that job tasks trained in combined settings training took
slightly more intervention sessions for the mastery criterion to be reached for Sam could
simply be due to the increased complexity of the tasks. Taking this into account, it would be
reasonable to conclude that the efficiency of combined settings training is comparable to
that of job-site training.
It is important to note, however, that for the participants in Lattimore et al.’s (2006)
investigation, simulation-setting training was conducted in addition to job-site training,
which occurred once or twice each weekday, including on afternoons when the participants
worked in the morning. Therefore, the more rapid skill acquisition may not have been a
result of simulated-setting training enhancing job-site training, but rather just a result of
participants receiving more training trials. If more training trials were provided at the job
site, the participants may have acquired the skills to perform the job tasks independently just
as quickly, or even more quickly. Thus, the current study assists in our understanding of the
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relative contribution of simulation training, as opposed to simply receiving more training
trials. Nevertheless, the results of the current study indicate that although combined settings
training was not more effective than job-site training, as suggested by Lattimore et al.
(2006), the efficiency and the effectiveness were comparable to that of job-site training for
two of the three participants.
A study by Parson et al. (2001) also found the combination of job-site and
simulated-setting training to be effective. The participants worked at a publishing company,
and received additional training in a classroom on non-work days. Immediate reduction in
the assistance required when performing job tasks on the job-site was observed following
the intervention. This corroborates the findings from the current study, which showed that
the participants were still able to perform their job tasks with high degrees of independence
following the withdrawal of the combined settings training. Further, the study revealed that
the combined settings training only took an average of 87 minutes to complete, which is
very close to the average of the current study (75 minutes). However, as all three
participants in Parson et al.’s (2001) study received combined settings training, without
comparison, it is not possible to conclude whether combined settings training is as efficient
and effective as job-site training.
It is encouraging to compare the findings of the current study to those of Cihak et
al. (2004), who used a similar simulated-setting training method. The participants were
presented with a picture album consisting of pictures of each step of the task analysis, and a
correct response required the participants to select the correct sequence. Consistent with the
current study, Cihak et al. (2004) also found on-site training resulted in the least number of
intervention sessions. Furthermore, the finding that combined settings training is effective in
terms of generalisation to a novel setting and maintenance is also confirmed.
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Overall, the current study does not reveal combined settings training to be more
efficient than job-site training, as suggested by previous studies. However, it does establish
combined settings training as an effective strategy for training individuals with ID to
perform job tasks, as the efficiency and the withdrawal, generalisation, and maintenance
outcomes are comparable to that of job-site training. This is most likely because combined
settings training can provide participants with naturally occurring antecedents and
consequences on the job site, as well as more controlled and structured practice in the
simulated setting.

Withdrawal
For all three participants, the effectiveness of job-site and combined settings
training was demonstrated by the maintenance of independent performance at above 80%
independence when the intervention was withdrawn. This sheds new light on the ability of
individuals with ID to perform job tasks independently, even after the intervention is
withdrawn. In many previous studies, the intervention was never withdrawn. For example,
in a study by Chandler (1993), the short-term probe sessions which were conducted 2 and 5
days following the intervention were still conducted in training conditions, in which timedelay prompts were provided. Similarly, in a study by Burke et al. (2010), the participants
still wore the performance cue system (iPods, which delivered textual prompts). Although
permanent prompting devices as used in these studies could be effective for prompting
individuals with ID job task performance, they could be complicated to operate or
distracting, and could even act as barriers to job task performance. They also cost money to
create and maintain. Therefore, withdrawing the participants’ reliance on prompts, as in the
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current study, is beneficial for task engagement, time management, and resource
management. It is also more natural and socially valid.
In the studies where the researchers did conduct withdrawal probes, mixed results
were obtained. In Steed and Lutzker’s (1997) study, the participant was trained to use a
picture book, which provided visual prompts to perform the job tasks. There was a
withdrawal phase in which the book was removed to determine whether the participant
could still perform the job task without the prompts. The results suggested that following the
removal of the book, performance dropped to 0%, which was below baseline performance.
In contrast, in a study by Bennett et al. (2010), when the intervention (an audio prompting
device) was withdrawn, the participants completed their job tasks with 71% to 100%
accuracy, which is only slightly lower than the current study. This means that the
intervention does not need to be re-introduced.
A possible explanation for the high levels of task performance observed in the
current study after the intervention was withdrawn could be the least-to-most prompting
procedure used (verbal, model, and physical prompts), which was less intrusive, and paired
the prompts with natural discriminative stimuli. The fact that the prompts were delivered
before the participants made mistakes promoted errorless performance. It also exposed the
participants to reinforcement associated with correct responses, and increased the likelihood
of correct responses in future trials (Collins, 2007). The goal of this prompting strategy was
to allow the prompts to be faded out eventually, and transfer the correct responses to the
presence of natural stimuli in the environment, so independent performances could occur.
Past studies tended to use visual, auditory, or other prosthetic prompts, which could be
harder to fade to enable individuals with ID to respond to more natural stimuli.
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Generalisation
Generalisation is the occurrence of correct responses under different, untrained
conditions (e.g. across settings, time and materials). Although the importance of the
generalisation of trained skills to different stimuli has been recognised, most empirical
literature has focused on the discrimination of training stimuli, and simply assumes
generalisation as a natural outcome of skill acquisition. However, generalisation is not a
process that will necessary occur once a skill has been mastered (Stokes & Baer, 1977).
Generalisation is especially difficult for individuals with ID.
In the current study, the independent performances of the job tasks trained at the
job site and in combined settings were generalised to novel settings with untrained materials
for two of the participants at above 80% independence for two participants across six job
tasks in total.
The generalisation level observed in this study is a lot higher than what was
observed in the study by Steed and Lutzker (1997), in which the participant was trained to
use a picture book that provided visual prompts to perform the job tasks at the job site.
Generalisation probes were conducted to see whether the use of the visual prompts
generalised to two untrained job tasks in novel settings. The results revealed that
generalisation only occurred after a booster session, which involved programming for
common stimuli in the setting. The author did suggest that the lack of generalisation could
be due to the lack of common stimuli between the training and the generalisation setting.
Also, the untrained tasks were more complex than the trained tasks.
However, there are other studies in which the performance of job tasks trained at a
job site generalised to novel settings, materials, and job tasks, supporting the findings of the
current study. In a study by Mitchell et al. (2000), the participants generalised cleaning
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performance trained in their classroom bathroom to an untrained faculty bathroom with
100% accuracy. Parallel to this finding, Cihak et al. (2007) found that the use of prompting
devices actually generalised to more complex job tasks without additional training. The
limitation of the generalisation probes used by Cihak et al. (2007) is that the complexity of
the job tasks were defined as increased numbers of motor steps rather than increased
cognitive complexity. Job tasks that have increased cognitive demands may produce
different results.
With regard to the success of generalisation of job task training in combined
settings training, a study by Cihak et al. (2004) compared community setting only training,
simulated-setting only training, and combined settings generalisation probes in novel offices
and stores. The results revealed that while job tasks trained in community settings only were
more efficient, the job tasks trained in combined settings produced the highest
generalisation effect. This is consistent with the findings from the current study, which
found job-site training to be slightly more efficient than combined settings training, but the
effectiveness of both training settings to be similar in terms of generalisation.
There are some possible reasons for the success of generalisation in the current
study. Firstly, the response control may have transferred from the job trainer to natural
maintaining contingencies at the job site. A lot of the job tasks selected in this study
produced tangible products (e.g. a printed A4 document, a laminated A4 document, a filled
hand towel dispenser), which could have served as natural reinforcements. For the job tasks
that did not produce tangible products (e.g. answering the phone and deliver the mail), since
the job tasks were interactive in nature, correct responses were naturally followed by social
reinforcement from colleagues and clients. Therefore, it was possible that these natural
contingencies took control of the participants’ performances, which resulted in better
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generalisation as long as these natural contingencies were still in place (Ayllon & Azrin,
1968).
Second, the extend to which training procedures were controlled was relatively
loose. The job trainer varied the instructions (e.g. “Could you please print one copy of this
document for me?” or “I need two copies of this document.”) and the social reinforcement
provided (e.g. “good job turning on the scanner,” or “I really liked the way you answered
that call,”). Training loosely maximised the sampling of relevant dimensions, which could
allow transfer to other settings.
Last but not least, for combined settings training, since the job tasks were trained in
more than one setting, it could be described as training multiple exemplars. By training in a
greater diversity of stimuli (settings), induction could be formed: correct responses were
generalised to untrained stimulus conditions (Stokes & Baer, 1977). The effect of training
sufficient exemplars on generalisation has been demonstrated in previous studies. In a study
by Griffiths and Craighead (1972), where token economy and social reinforcement were
used to teach a participant correct articulation, training in an extra-therapy environmental
setting (the residential cottage) in addition to the original speech therapy room resulted in
the generalisation of the correct response to a third untrained classroom. Similarly, in a
study by Allen (1973) where differential attention procedure was used to modify a
participant’s bizarre verbalisation, generalisation to an untrained camp setting was observed
following additional training in a second setting. The generalisation was further enhanced
following training in a third setting.
Considering all of this, it seems that there were many intervention techniques
informally programmed into the current study that promoted generalisation. Incorporating a
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specific plan for generalisation rather than relying on the traditional “train and hope”
strategy may be necessary for generalisation to occur (Stokes & Baer, 1977).

Maintenance
Maintenance is when an individual persists with the correct responses over time
after the intervention has been reduced or eliminated (Baer, Wolf, & Risley, 1968; Cooper
et al., 2014; Freeland & Noell, 2002). To be socially significant, a desired behaviour change
should be able to endure over time with little or no additional intervention (Cooper et al.,
2014; Freeland & Noell, 2002). This is also a fundamental element of successful training, as
employers are seeking enduring and consistent job performance from their employees.
However, maintenance is a concern that is often not assessed in training for individuals with
ID. In the current study, the improvements in independent job task performance following
the job-site and combined settings training was maintained at one month following the
withdrawal of the intervention.
Past research has produced varied results regarding the maintenance of job task
performance trained at job sites. In a study by Chandler (1993), the job task performances at
the maintenance probes were variable (67% to 100%). A possible explanation for this
observed difference is that the maintenance probes were conducted 8 to 11 months
following the intervention, which was a lot longer than the current study. Also, in
Chandler’s (1993) study, the equipment (duplicating and copy machines) the students were
trained to use was replaced during the school year by equipment that lacked many features
of the equipment they were originally trained with. Therefore, the low performance could be
due to struggles with generalisation rather than maintenance. The lack of common features
on the equipment confounded any conclusions that could be drawn. The low maintenance of

DOES SIMULATED-SETTING TRAINING ENHANCE JOB-SITE TRAINING FOR

78

INDIVIDUALS WITH INTELLECTUAL DISABILITIES!
!
job task performance found by Chandler (1993) was supported by Mitchell et al. (2000),
where all of the students showed declines in job task performance during maintenance
probes. However, this could be due to the researchers requiring verbalisation of the steps for
the response to be recorded as correct. Therefore, the students could have performed the
steps correctly physically, but failed to verbalise, which resulted in low maintenance probe
results. In Allen et al.’s (2010) study, at the one-month follow-up where the video models
were withdrawn, only half of the participants were able to perform the job tasks at the
criterion level, while the others were below the criterion. In a study by Simmons and Flexer
(1992), although task performance was maintained at two months following the
intervention, the maintenance probes were conducted under training conditions, in which the
participants received least-to-most prompting. This confounded the study as the high
percentage of correct performances observed in the follow-up phase may not have been a
result of the performance being maintained from the training received previously, but rather
a result of receiving more training. The maintenance of job task performance trained at the
job site, as found in the current study, was also demonstrated by Van Laarhoven et al.
(2007). Their maintenance probes were conducted in an identical manner to the baseline
probes, 12 weeks following the intervention, and job task performance was maintained for
all participants. Similarly, in Cihak et al.’s (2007) study, task performance was also
maintained at 100% at the 9 week follow-up.
As for the maintenance outcomes for job tasks trained in combined settings
training, with the exception of the study by Lattimore et al. (2006), maintenance probes
were not conducted. In Lattimore et al.’s (2006) study, once the participants reached
mastery during the intervention phase, they began performing the job tasks as part of their
regular job routine. Periodic checks were conducted to ensure that the job task performance
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was maintained. The results revealed that the independent performance of job tasks trained
at both the job site only and in combined settings were maintained above the mastery
criterion at an average of 88%. This is in agreement with the current investigation, which
found the independent performance of job tasks trained in both job-site and combined
settings was maintained at above 80% one month following the intervention.
The high levels of maintenance for independent performance of job tasks trained at
the job site and in combined settings observed in the current study could be due to the
delayed intermittent schedules of reinforcement in the natural environment. In the natural
environment of the job-site, the reinforcers were sometimes delayed, as the printer could get
jammed, or the laminator could take a while to heat up. This contrasted with simulatedsetting training, which was conducted under very controlled conditions, and where the
correct response for every step was provided with the same, immediate reinforcement. Past
research has shown that the thinner the reinforcement schedule used in the intervention, the
longer the response maintenance. This is because the contingencies of reinforcement are
made indiscriminable. Furthermore, the intermittent use of noncontingent and delayed
reinforcers at the job site where the maintenance probes are conducted could also have
increased the durability of the intervention gains (Freeland & Noell, 2002; Koegel &
Reincover, 1977).

Limitations
Notwithstanding the contributions of this study to the current literature, it is
important to acknowledge the potential limitations when interpreting the results. First of all,
during baseline, single opportunity probes were used. These may have underestimated the
participants’ performances, as they may have been able to complete more steps if the errors
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made on certain steps had been remediated by the trainer, allowing the performance of all
possible steps (Snell & Brown, 2006). A multiple opportunity probe was not used because if
the participants did not respond or made an error, the trainer would have had to complete the
step. This could potentially serve as a modelling prompt, which would confound the data
(Farlow, Lloyd, & Snell, 1991) Therefore, if a multiple opportunity probe had been used
instead, the baseline may have reflected different performances.
Second, the participants in this study were already employed at the office at the
residential facility. They appeared comfortable with the environment and the task materials.
It is possible that participants without previous exposure to the employment settings may
require more training to acquire, generalise, and maintain the performance of job tasks.
Third, the study only involved three participants with ID; therefore, there are
questions regarding the generalisability of the results to other individuals with ID. As with
most single-subject studies, external validity cannot be established until more studies have
replicated the results (Horner et al., 2005; Kratochwill et al., 2010).
The study was also limited by the fact that all of the participants in the study were
working the same type of part-time job in the same employment setting. Although the study
involved six job tasks, which is more than what had usually been investigated in previous
studies, it is likely that to obtain and maintain competitive employment, individuals will
require the ability to perform more than six job tasks (Mechling et al., 2007). The tasks
selected for this study were relatively short, and did not require decision-making skills. The
steps were defined by the number of motor responses required; therefore, job tasks that are
more demanding cognitively may produce different results (Cihak et al., 2007). It remains
unknown whether the combined settings training would be effective for training individuals
with ID in other job tasks for full-time jobs, in different employment settings. It is possible
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that some job tasks are less adaptable to being trained in simulated settings than others.
Since the withdrawal probes were only conducted at the job-site, which was the office of the
residential facility, it also remains unknown whether the job tasks trained would generalise
to other employment settings.
A limitation of the study that was also shared by most previous studies was that the
participants were required to perform the steps in the task analysis in a predetermined
sequence for the performance to be recorded as correct. This meant that the participants may
have performed the steps correctly, but not in the predetermined sequence, which resulted in
more trials until the mastery criterion was reached. Training job tasks by emphasising
functional task analysis, instead of specific task analysis, however, is extremely difficult in
experiments as the trainers have to rely on a specific task analysis to deliver the prompting
procedure (Goh & Bambara, 2013; Maciag et al., 2000).
Another thing to note is that while the steps within job tasks remained consistent
throughout the study, natural employment settings are likely to be less controlled, and
spontaneous changes are often required due to unanticipated issues arising. Research has
shown that one of the reasons individuals with ID struggle to maintain competitive
employment is their inability to adjust their behaviour based on environmental demands
(Berg, Wacker, & Flynn, 1990; Hood et al., 1996).
It is also important to acknowledge that the trainers and the secondary independent
observers were not blinded to the purpose of the study; therefore, they may have introduced
some bias in terms of prompting and data recording that affected the results. However, the
high IOA and procedural integrity, both at above 97%, makes this unlikely.
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Due to the time constraints of the study, the follow-up sessions were only covered
up to one month post-intervention. Therefore, it is unknown whether the participants’
performance of job tasks will be maintained after a few months, or even years.
Since the study was focused on improving the performance of job tasks by
individuals with ID, it was unfortunate that social behaviours, which form another important
aspect of participating in competitive employment, were not explored. Research has shown
that when individuals with ID encounter difficulties at the workplace, it is not always due to
their inability to perform job tasks, but their failure to respond in socially appropriate ways.
This includes socialising with co-workers and employers, establishing relationship
boundaries, respecting the opinions of others, and building support networks (Hillier et al.,
2007). It remains unknown whether the combined settings training would be effective for
training individuals with ID with regard to social behaviours.

Future Research
This study has laid the ground work for future research. The study should be
replicated with more individuals with ID across different jobs in different employment
settings, to investigate whether combined settings training can be applied effectively to train
other job tasks. As the participants in this study were all involved in part-time work, it
would also be useful to investigate whether combined settings training could be extended to
train individuals with ID in the performance of job tasks as part of full-time employment
opportunities.
In this study, combined settings training only consisted of simulated-setting
training and job-site training on alternating trials. However, it would be interesting for
future research to explore different arrangements of simulated-setting training and job-site
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training (e.g. on the same day or consecutive days), and determine which type of scheduling
maximises performance. For example, the study by Cihak et al. (2004) found that a
combination of simulated-setting training and community setting training scheduled on the
same day was more effective than a combination of simulated-setting training and
community setting training scheduled on consecutive days.
This study used basic picture sequences to simulate the job tasks as this is a
straightforward and cost-effective method for organisations to deliver training for job tasks
to individuals with ID in simulated settings. However, future research could explore the use
of visual multimedia approach such as PowerPoints or videos, and investigate whether the
effectiveness of simulated-setting training is enhanced by technologies.
While the maintenance of the participants’ performance of job tasks was assessed
one month post-intervention, a further study could assess maintenance over an extended
period of time to investigate which training setting is not only effective, but also has longterm durability. Alternatively, a paid co-worker could be trained to provide long-term
ongoing support to maintain participants’ work accuracy and productivity.
For ease of training, the current study only trained individuals with ID job tasks
that involved standard procedures, and did not require decision-making skills. However,
future studies could include scenarios that involve changes (e.g. the staff members are not
available to take the phone call, the team members are not at home), which would more
closely replicate situations that could arise in the natural work environment.
As mentioned previously, while the current study focused on training individuals
with ID job tasks, in a real work environment, social behaviours are just as important as the
ability to perform job tasks. Therefore, future research could also explore strategies to
increase the social integration of individuals with ID with their employers and co-workers.
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This could include the ability to read social cues, predict the consequences of their actions
on the opinion of others, understand social boundaries, and build social support networks
(Hillier et al., 2007). Having good socialisation skills could improve the opportunities for
individuals with ID to find jobs, and enhance their integration in the work place.
While in this study the job task training was conducted by a RBT who was
specialised and experienced in working with individuals with ID, a natural progression of
this study would be to replicate the study, but hand the job task training over to natural
support instructors at the workplace, such as co-workers. As mentioned in the literature
review, past studies have found co-worker training models to be effective; however, they
were mostly implemented by co-workers in workplaces that were familiar with employing
individuals with ID (Farris & Standcliffe, 2001). Also, in all of the co-worker training
models, the training occurred at the job site (Farris & Standcliffe, 2001; Hood et al., 1996;
Likins et al., 1989). Therefore, it would be intriguing to see whether co-workers who had no
previous experience working with individuals with ID could be trained to conduct job-site
training and combined settings training. Past research has also shown that self-instructional
techniques are effective in prompting independent task completion (Mechling et al., 2007).
These are textual, visual, and symbol cues designed to guide individuals to initiate and
complete a task sequence on their own (Cooper et al., 2014; Steed & Lutzker, 1997). Future
research could also investigate whether self-instructional techniques could be extended to
the completion of job tasks. This would mean the performance of job tasks in the absence of
job trainers, employers, and co-workers. This level of independence would increase the
opportunities of individuals with ID for gaining competitive employment.
Also, all three participants in this study had mild ID, with relatively good
expressive and receptive communication skills. Additional studies should be undertaken to
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investigate whether job-site training and combined settings training are equally effective for
training job tasks for individuals with more severe ID and fewer communication skills.
Besides office administration, it would also be interesting to evaluate whether job-site
training and combined settings training could be applied effectively to train job tasks in
other settings such as café and restaurant waiters, kitchen staff, and retail customer service.
To expand the current findings, the study should be repeated in a case-controlled
manner, in which participants with ID in workplaces who received job-site training and
combined settings training and those who did not receive training are compared. This would
allow firm conclusions to be drawn on whether it was possible for participants to learn job
tasks on their own as a result of maturation, modelling opportunities from their colleagues,
and natural prompts in the environment; or whether intensive job task training is indeed
necessary. Also, large randomised controlled trials would provide more definitive evidence
on the effectiveness of job-site training and combined settings training for training
individuals with ID to perform job tasks.
Finally, while this study has established that both job-site training and combined
settings training are efficient and effective for training individuals with ID to perform job
tasks, with good feedback received from the participants, the participants in this study were
already employed by the office at the residential facility. Future research could obtain
ratings of job task performance from potential employers. Most importantly, further
research is required to determine whether training individuals with ID to perform job tasks
using job-site training and combined settings training actually leads to more employment
opportunities and successful employment in the long run.
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Implications
This study was one of the first attempts to investigate the efficiency and
effectiveness of combined settings training with job-site alone and simulated-setting alone
training to train individuals with ID to perform job tasks. Some initial evidence is provided
suggesting that although simulated-setting training has limited effectiveness, it has the
potential to promote the acquisition of job skills when combined with job-site training. Also,
the results of this study indicate that through combined settings training, the participants
acquired the necessary skills in relatively short amounts of time. Each session was only 15
minutes. Averaged across the three job tasks that were mastered in the combined settings
training, a total of slightly over an hour (75 minutes) was required for the participants to
reach the mastery criterion. This suggests that combined settings training participants
require little time and minimal effort from the trainer. This has important practical
implications, as it suggests organisations do not have to provide all of the job task training at
the job site, therefore investing heavily in time, money, transportation, and other resources
to train individuals with ID job tasks. Instead, combined settings training presents a
relatively quick means of training individuals with ID to perform job tasks, which would be
a small investment in a long-term solution of successful employment and organisational
productivity. The information from this study could be used to develop interventions that
train individuals with ID to perform job tasks at the job site, as well as away from the job
site.
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Conclusion
While job-site training is the most efficient method for training individuals with
intellectual disabilities to perform job tasks, as confirmed by the findings of the current
study, this is not always practical in real work environments. The current study reveals that
a combination of job-site training and simulated-setting training is a viable alternative, as it
indicates that the efficiency of the combined approach is comparable to that of job-site
training alone. Combined settings training resulted in high levels of independent
performance even after the intervention was withdrawn. It was also the most effective
intervention for the generalisation of independent job task performance to novel settings
with untrained materials, and the maintenance of performance across time. These are two
areas of concern for individuals with ID, which are not often addressed in the literature.
The findings of this study contribute to the current literature, as there is relatively
limited empirical research on the effect of simulated settings for training individuals with ID
to perform job tasks, and even fewer studies that have examined the efficiency and
effectiveness of combined settings training. Most studies have found job-site training to be
effective. The studies that did involve combined settings training also found it to be
effective; however, they did not control for the number of intervention sessions received by
the participants. Thus far, no other study has evaluated the efficiency and effectiveness of
simulated-setting training alone compared to both job-site training and combined setting
training. This study indicated that simulated-setting training alone was insufficient for
training individuals with ID to perform job tasks. However, this study also suggests that job
tasks do not need to be trained solely at the job site for the participants to acquire the skills.
This has important implications: given the importance of initial job performance for the
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success of long-term employment, it would be beneficial for individuals with ID to require
minimal assistance at the job-site.
Most importantly, this study clearly suggests that individuals with intellectual
disabilities can be trained to perform job tasks independently, when provided with the
appropriate support. In fact, the coordinator from the residential facility Sam worked at
mentioned anecdotally that Sam enjoyed the job training so much that he asked if he could
also start working at the other office of the residential facility. He had since passed the
interview and started employment as an office receptionist at the other office. Sam also
mentioned anecdotally that his father was incredibly proud of all of the responsibilities at
work that he had taken on, and that his new employer was pleased with the job skills he
possesses.
In essence, combined settings training is a viable approach for training individuals
with ID to perform job tasks. In light of the continued absence of individuals with ID in the
workforce, and the success demonstrated when they are provided with the appropriate
training, it is the responsibility of professionals and society as a whole to implement
effective training methods to promote successful employment of individuals with ID. It
should all be about enhancing their abilities, rather than highlighting their disabilities.

DOES SIMULATED-SETTING TRAINING ENHANCE JOB-SITE TRAINING FOR

89

INDIVIDUALS WITH INTELLECTUAL DISABILITIES!
!
Appendix A: Participant Information Sheet
PARTICIPANT INFORMATION SHEET (Organisation)
Project title: Why choose between “train-and-place” and “place-and-train” when you can
do both? Using simulation training to enhance job-site training for individuals with
intellectual and developmental disabilities.

Name of Principal Investigator: Dr. Katrina Phillips
Name of Student researcher: Michelle Holtzhausen

Researcher introduction
My name is Michelle Holtzhausen, and I am a Master student from the University of
Auckland Applied Behaviour Analysis (ABA) Programme. The Principal Investigator of
this project is Dr. Katrina Phillips, who is the psychologist and Board Certified Behaviour
Analyst.

Project description and invitation
This project is interested in which training methods are the best for teaching job tasks to
people with an intellectual disability. The person has been selected by the Rescare
coordinator for the possible participation in for this project because it was believed that the
person could benefit from learning admin related job tasks, which would help the person
further their work opportunities.

We are asking for your consent to identify and recruit people with intellectual disability who
currently complete admin type roles in your organisation. This consent is completely
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voluntary and you can withdraw consent up until the 30th November, 2018 without giving us
a reason. If you decide to withdraw consent during the research, the data collected up to that
point will still be available for the researchers to use, given that the participants have agreed.
If the participants disagree, all data will be withdrawn. If you do consent to us recruiting
from your organisation, we seek your assurance as the CEO of Rescare that participation or
non-participation will have no effect on the participants relationship or employment with
Rescare. We will be asking both the person, and if relevant, their welfare guardian to
consent to the persons participation in this study. Both must consent for the person to
participate. We also ask for you to provide a room for the research activity over an extended
period, and distribute and collect a questionnaire.

Project Procedures
During this project, the person will be trained in job skills required for an office receptionist.
We will use three different ways of training the person: simulated-setting only, job-site only,
and a combination of simulated-setting and job site.

The simulated setting intervention will take place in a spare room within Rescare that is
rearranged to simulate the office at Rescare. The training method will involve being
verbally instructed by the trainer to complete the target task. A written description of the
steps required to complete the job task will also be provided. If the person does not initiate a
response or begins to make an error, they will be assisted to do the correct behaviour. The
person will be provided feedback on how they went with the task. The job-site intervention
uses the same methods as the simulated, but will take place at the office at Rescare. Finally,
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we will use a combination intervention. This intervention will involve the same training
methods, but will alternate between the two locations.

We will come and train the person using these methods to do skills that the person needs for
a job as an office receptionist. The sessions will take around about 3 hours a week and will
be done at a time that suits the person and yourself. We also want to see if the skills we
teach the person will carry on after the training has finished, therefore we will come back
and see the person at 1, 2, 4, and 12 weeks after the training has been completed. The
project will take no more than 9 months. No travel will be required as the project will take
place where the person lives/works.

Benefits and Risks
This project will give the person an opportunity to up-skill and learn how to do tasks in the
office, which will hopefully make it easier to get a job in the future. We do not believe that
there are any risks to participating, but if at any time the person feels stressed by the training
the person can ask us to stop and we will do immediately.

Data storage and use
When we are training the person we will be watching how the person does the tasks and
taking data on how the person is improving. We will also ask the person to complete a
questionnaire at the end of the training, to tell us what the person liked and disliked about
the training.
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The data and questionnaires, will be used in a Masters thesis, and may be used for
conference presentations and/or research publications. We will store the person’s data in a
secure cabinet at the University of Auckland, with the final data stored on a password
protected University of Auckland computer, backed up by a server for at least 6 years, at
which point the data will be destroyed.

Although we will know both the person and the organisations that are participating, we will
remove any identifying information from the data collected. This means we will not use the
person’s name or your organisations name in any publication or presentation to protect your
confidentiality.

Contact Details
Researcher: Michelle Holthausen, mlin124@aucklanduni.ac.nz c/- 09 373-7599 extn 84468
Supervisor: Dr. Katrina Phillips, kj.phillips@auckland.ac.nz, 09 373-7599 extn 84468
Head of School: Professor. Suzanne Purdy, sc.purdy@auckland.ac.nz, +6499232073

For any queries regarding ethical concerns the person may contact the Chair, The University
of Auckland Human Participants Ethics Committee, The University of Auckland, Research
Office, Private Bag 92019, Auckland 1142. Telephone 09 373-7599 ext. 83711; roethics@auckland.ac.nz

APPROVED BY THE UNIVERSITY OF AUCKLAND HUMAN PARTICIPANTS
ETHICS COMMITTEE ON X-X-XXXX FOR (3) YEARS REFERENCE NUMBER
XXXX.
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PARTICIPANT INFORMATION SHEET (Participant)

Project title: Why choose between “train-and-place” and “place-and-train” when you can
do both? Using simulation training to enhance job-site training for individuals with
intellectual and developmental disabilities.

Name of Principal Investigator: Dr. Katrina Phillips
Name of Student researcher: Michelle Holtzhausen

Researcher introduction
My name is Michelle Holtzhausen, and I am a Master student from the University of
Auckland Applied Behaviour Analysis (ABA) Programme. The Principal Investigator of
this project is Dr. Katrina Phillips, who is the psychologist and Board Certified Behaviour
Analyst.

Project description and invitation
This project is interested in which training methods are the best for teaching job tasks. You
have been selected by the Rescare coordinator for the possible participation in this project
because it was believed that you could benefit from learning admin related job tasks, which
would help you further your work opportunities.

Participation is completely voluntary. The CEO of Rescare has given assurance that
participating, or not participating will not affect your current job or the relationships you
have with Rescare, its management, and staff. Even if you agree to do the study, you can
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withdraw from the research up until the 30th November, 2018 without giving us a reason.
Withdrawal from this project will not affect your current job or the relationships you have
with Rescare, its management, and staff.

Project Procedures
During this project, you will be trained in job skills required for an office receptionist. We
will use three different ways of training you: simulated-setting only, job-site only, and a
combination of simulated-setting and job site.

The simulated setting intervention will take place in a spare room within Rescare that is
rearranged to simulate the office at Rescare. The training method will involve being
verbally instructed by the trainer to complete the target task. A written description of the
steps required to complete the job task will also be provided. If the person does not initiate a
response or begins to make an error, they will be assisted to do the correct behaviour. The
person will be provided feedback on how they went with the task. The job-site intervention
uses the same methods as the simulated, but will take place at the office at Rescare. Finally,
we will use a combination intervention. This intervention will involve the same training
methods, but will alternate between the two locations.

We will come and train you using these methods to do skills that you need for a job as an
office receptionist. The sessions will take around about 3 hours a week and will be done at a
time that suits you and your workplace. We also want to see if the skills we teach you will
carry on after the training has finished, therefore we will come back and see you at 1, 2, 4,
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and 12 weeks after the training has been completed. The project will take no more than 9
months. No travel will be required as the project will take place where you live/work.

Benefits and Risks
This project will give you an opportunity to up-skill and learn how to do tasks in the office,
which will hopefully make it easier to get a job in the future. We do not believe that there
are any risks to participating, but if at any time you do feel stressed by the training you can
ask us to stop and we will do immediately.

Data storage and use
When we are training you we will be watching how you do the tasks and taking data on how
you are improving. We will also ask you to complete a questionnaire at the end of the
trainings, to tell us what you liked and disliked about the trainings.

The data and questionnaires, will be used in a Masters thesis, and may be used for
conference presentations and/or research publications. We will store the person’s data in a
secure cabinet at the University of Auckland, with the final data stored on a password
protected University of Auckland computer, backed up by a server for at least 6 years, at
which point the data will be destroyed.

Although we will know that you are taking part in this research, we will remove any
identifying information from the data collected and will not use your name in any
publication or presentation, to ensure your information remains confidential.
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Contact Details
Researcher: Michelle Holthausen, mlin124@aucklanduni.ac.nz c/- 09 373-7599 extn 84468
Supervisor: Dr. Katrina Phillips, kj.phillips@auckland.ac.nz, 09 373-7599 extn 84468
Head of School: Professor. Suzanne Purdy, sc.purdy@auckland.ac.nz, +6499232073

For any queries regarding ethical concerns you may contact the Chair, The University of
Auckland Human Participants Ethics Committee, The University of Auckland, Research
Office, Private Bag 92019, Auckland 1142. Telephone 09 373-7599 ext. 83711; roethics@auckland.ac.nz

APPROVED BY THE UNIVERSITY OF AUCKLAND HUMAN PARTICIPANTS
ETHICS COMMITTEE ON X-X-XXXX FOR (3) YEARS REFERENCE NUMBER
XXXX.
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PARTICIPANT INFORMATION SHEET (Welfare Guardian)

Project title: Why choose between “train-and-place” and “place-and-train” when you can
do both? Using simulation training to enhance job-site training for individuals with
intellectual and developmental disabilities.

Name of Principal Investigator: Dr. Katrina Phillips
Name of Student researcher: Michelle Holtzhausen

Researcher introduction
My name is Michelle Holtzhausen, and I am a Master student from the University of
Auckland Applied Behaviour Analysis (ABA) Programme. The Principal Investigator of
this project is Dr. Katrina Phillips, who is the psychologist and Board Certified Behaviour
Analyst.

Project description and invitation
This project is interested in which training methods are the best for teaching job tasks. Your
family member has been selected by the Rescare coordinator for the possible participation in
this project because it was believed that they could benefit from learning admin related job
tasks, which may help them with future work opportunities.

Participation is completely voluntary. The CEO of Rescare has given assurance that
participating, or not participating will not affect the person’s current job or the relationships
your family member and yourself have with Rescare, its management, and staff. Even if you
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and your family member agree to do the study, you can withdraw from the research up until
the 30th November, 2018 without giving us a reason. Withdrawal from this project will not
affect the person’s current job or the relationships you and your family member have with
Rescare, its management, and staff. Both you and your family member must agree to them
participating in this research.

Project Procedures
During this project, you family member will be trained in job skills required for an office
receptionist. We will use three different ways of training the person: simulated-setting only,
job-site only, and a combination of simulated-setting and job site.

The simulated setting intervention will take place in a spare room within Rescare that is
rearranged to simulate the office at Rescare. The training method will involve being
verbally instructed by the trainer to complete the target task. A written description of the
steps required to complete the job task will also be provided. If you family member does not
initiate a response or begins to make an error, they will be assisted to do the correct
behaviour. Your family member will be provided feedback on how they went with the task.
The job-site intervention uses the same methods as the simulated, but will take place at the
office at Rescare. Finally, we will use a combination intervention. This intervention will
involve the same training methods, but will alternate between the two locations.

We will come and teach your family member using these methods to do skills that they need
for a job as an office receptionist. The sessions will take around about 3 hours a week and
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will be done at a time that suits your family member. We also want to see if the skills we
teach them will carry on after the training has finished, therefore we will come back and see
them at 1, 2, 4, and 12 weeks after the training has been completed. The project will take no
more than 9 months. No travel will be required as the project will take place where your
family member lives/works.

Benefits and Risks
This project will give your family member an opportunity to up-skill and learn how to do
tasks in the office, which will hopefully make it easier to get a job in the future. We do not
believe that there are any risks to participating, but if at any time they feel stressed by the
training they can ask us to stop and we will do immediately.

Data storage and use
When we are training your family member we will be watching how they do the tasks and
taking data on how they are improving. We will also ask your family member to complete a
questionnaire at the end of the trainings, to tell us what they liked and disliked about the
trainings.

The data and questionnaires, will be used in a Masters thesis, and may be used for
conference presentations and/or research publications. We will store the person’s data in a
secure cabinet at the University of Auckland, with the final data stored on a password
protected University of Auckland computer, backed up by a server for at least 6 years, at
which point the data will be destroyed.
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Although we will know your and your family members identity, we will remove any
identifying information from the data collected and will not use your or your family
member’s names in any publication or presentation. Thus allowing us to maintain your and
their confidentiality.

Contact Details
Researcher: Michelle Holthausen, mlin124@aucklanduni.ac.nz c/- 09 373-7599 extn 84468
Supervisor: Dr. Katrina Phillips, kj.phillips@auckland.ac.nz, 09 373-7599 extn 84468
Head of School: Professor. Suzanne Purdy, sc.purdy@auckland.ac.nz, +6499232073

For any queries regarding ethical concerns the person may contact the Chair, The University
of Auckland Human Participants Ethics Committee, The University of Auckland, Research
Office, Private Bag 92019, Auckland 1142. Telephone 09 373-7599 ext. 83711; roethics@auckland.ac.nz

APPROVED BY THE UNIVERSITY OF AUCKLAND HUMAN PARTICIPANTS
ETHICS COMMITTEE ON X-X-XXXX FOR (3) YEARS REFERENCE NUMBER
XXXX.
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Appendix B: Consent Form
Consent form
(Organisation)
This form will be held for six years
Project title: Why choose between “train-and-place” and “place-and-train” when you can
do both? Using simulation training to enhance job-site training for individuals with
intellectual and developmental disabilities.
Name of Principal Investigator: Dr. Katrina Phillips
Name of Student researcher: Michelle Holtzhausen
I have read the Participant Information Sheet, have understood the nature of the research. I
have had the opportunity to ask questions and have had them answered to my satisfaction.
I understand that by signing below I agree that:
•

I am agreeing to the identifying and recruiting participants who participate in
admin/office roles in our organization for the research.

•

I understand that although the researcher will know who the organisation is, they will
maintain our confidentiality in any data collected, publication or presentations.

•

I give my assurance that participation or non-participation will have no effect on the
participants current or future employment or relationship with the organisation.

•

I understand that I am free to withdraw consent at any time up until the 30th of
November, 2018 and I do not have to give a reason. If I decide to withdraw consent
during the research, the data collected up to that point will still be available for the
researchers to use, given that the participants have agreed. If the participants disagree,
all data will be withdrawn.
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•

I understand that the final data will be stored on a password protected University of
Auckland computer, backed up by a server for 6 years , after which they will be
destroyed.

•

I understand that I need to provide a room for the research activity over an extended
period.

•

I understand that I need to distribute and collect a questionnaire.

I wish to receive a summary of findings, which can be emailed to me at this email
address: ________________________
Name: _________________________________
Position __________________________________________
Signature: _______________________ Date: ___________

Approved by the University of Auckland Human Participants Ethics Committee on 18th of
June 2018 for three years, Reference Number 020583
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Consent form
(Participant)
This form will be held for six years
Project title: Why choose between “train-and-place” and “place-and-train” when you can
do both? Using simulation training to enhance job-site training for individuals with
intellectual and developmental disabilities.
Name of Principal Investigator: Dr. Katrina Phillips
Name of Student researcher: Michelle Holtzhausen
I have read the Participant Information Sheet, have understood what the research is about
and why I have been selected. I have had the opportunity to ask questions and have had
them answered until I fully understand.
I understand that by signing below I agree that:
•

I am agreeing to taking part in this research. However, if I have a welfare guardian, they
too must agree.

•

I understand that although the researcher will know who I am, they will not use my
names in any data collected, publication or presentations.

•

I understand that my relationship with, and the service I receive from, Rescare will not
be changed by me not agreeing or agreeing to participate. I understand that participation
will not affect my job now or in the future.

•

I understand that I am free to stop participation at any time up until the 30th of
November, 2018 and I do not have to give a reason.

•

I understand that the final data will be stored on a password protected University of
Auckland computer, backed up by a server for 6 years , after which they will be
destroyed.
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I wish to receive a summary of findings, which can be emailed to me at this email
address: ________________________

Name: _________________________________
I am the legal welfare guardian for __________________________________________
Signature: _______________________ Date: ___________

Approved by the University of Auckland Human Participants Ethics Committee on 18th of
June 2018 for three years, Reference Number 020583
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Consent form
(Welfare Guardian)
This form will be held for six years
Project title: Why choose between “train-and-place” and “place-and-train” when you can
do both? Using simulation training to enhance job-site training for individuals with
intellectual and developmental disabilities.
Name of Principal Investigator: Dr. Katrina Phillips
Name of Student researcher: Michelle Holtzhausen
I have read the Participant Information Sheet, have understood the nature of the research
and why my family member has been selected. I have had the opportunity to ask questions
and have had them answered to my satisfaction.
I understand that by signing below I agree that:
•

I am agreeing to my family member taking part in this research. However, they will only
take part if they too consent.

•

I understand that although the researcher will know who I am and who my family
member is, they will maintain our confidentiality in any data collected, publication or
presentations.

•

I understand that the CEO has given assurance that participation or non-participation
will not have/will have no effect on my current or future employment or relationship
with the organisation.

•

I understand that I am free to withdraw consent at any time up until the 30th of
November, 2018 and I do not have to give a reason.
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•

I understand that the final data will be stored on a password protected University of
Auckland computer, backed up by a server for 6 years , after which they will be
destroyed.

I wish to receive a summary of findings, which can be emailed to me at this email
address: ________________________

Name: _________________________________
I am the legal welfare guardian for __________________________________________
Signature: _______________________ Date: ___________

Approved by the University of Auckland Human Participants Ethics Committee on 18th of
June 2018 for three years, Reference Number 020583
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Appendix C: Confidentiality Agreement
Confidentiality Agreement (Third Party Data Recorders)
Project title: Why choose between “train-and-place” and “place-and-train” when you can
do both? Using simulation training to enhance job-site training for individuals with
intellectual and developmental disabilities.

Researchers: Michelle Holthausen and Dr Katrina Phillips
Data Recorder:
I agree to record data for the above research project
I understand that all the material I will be asked to record is confidential and must not be
disclosed to, or discussed with, anyone other than the researcher and her supervisors.
I will not keep any copies of the information nor allow third parties access to information.
Signature: _____________________________________ Date:
Print name:
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Appendix D: Task Analysis of Job Tasks
Functional Skill

Number of

Steps of Task Analysis

Steps
Answering the phone

6

1. Press the ‘Talk’ button
2. Say, “Hello Rescare, _ speaking.”
3. Say, “Hold on a second, I will get him/her for
you.”
4. Find the corresponding staff
5. Ask, “Are you free to take the phone?”
6. Hand the phone over

Deliver the mails

11

1. Get the envelope from the pigeon hole
2. Get the mail from the pigeon hole
3. Put the mail in the envelope
4. Close the envelope
5. Walk to the corresponding house
6. Knock on the door/Ring the door bell
7. Find the house team leader
8. Say to the team leader, “Mail for you.”
9. Hand over the mail
10. Walk back to the office
11. Return the envelope to the pigeon hole

Copy Machine

10

1. Insert the paper in the top tray
2. Press ‘Start’ (green button)
3. Wait for the green light to come on

DOES SIMULATED-SETTING TRAINING ENHANCE JOB-SITE TRAINING FOR 109
INDIVIDUALS WITH INTELLECTUAL DISABILITIES!
!
4. Select ‘Copy’
5. Select ‘1 – sided >> 1 - sided’
6. Select ‘2 – sided >> 2 – sided’
7. Select the number of copies on the key board
8. Press ‘Start’ (green button)
9. Take the copy out of the bottom tray
10. Take the original out of the top tray
Scanner

9

1. Insert the paper in the top tray
2. Press ‘Start’ (green button)
3. Wait for the green light to come on
4. Select ‘Send’
5. Select ‘Address Book’
6. Select corresponding person
7. Select ‘OK’
8. Press ‘Start’ (green button)
9. Take the original out of the top tray

Laminator

14

1. Plug in the power cord
2. Turn the power on
3. Turn on the laminator
4. Press blue button
5. Wait for the green light to stop flashing
6. Take a pouch out
7. Open the pouch
8. Insert paper into the pouch
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9. Making sure it is square
10. Insert into the laminator
11. Wait before pulling out from the other side
12. Turn off the laminator
13. Turn the power off
14. Unplug the power cord
Fill up hand towel

21

1. Open the draw
2. Grab the hand towel key
3. Insert the key into the keyhole
4. Open the hand towel container
5. Grab the store room key
6. Insert the key into the store room lock
7. Push open the store room door
8. Turn the light on
9. Grab a pack of the hand towel
10. Turn the light off
11. Close the store room door
12. Take the key out
13. Put store room key back into the draw
14. Unwrap the hand towel
15. Fill the hand towel up to the line
16. Make sure the hand towel is straight
17. Close the hand towel container
18. Take the key out
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19. Put the key back into the draw
20. Close the draw
21. Throw away hand towel wrapping in the bin
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Appendix E: Example of Data Recording Sheets
Job Task
Date
Initials
Phase
Setting
1.
2.
3.
4.
5.
6.
7.
8.
9.
10.
Percentage (%)
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Appendix F: Procedural Integrity Data Sheet
Observer:
Date:
The trainer provides the participants with the materials they require to complete the
job task.
The trainer verbally instructs the participants to complete the target job task.
If the participant does not initiate a response within 10 seconds, or begins to make an
error on any step, the trainer implements a least-to-most prompt hierarchy will be
implemented until the task is completed, with a 10-second interval between each
prompt level.
The trainer provides social reinforcement vocally following each step completed
correctly.
The trainer provides social reinforcement following the completion of the total task.
The trainer records the percentage of job task completed independently by the
participant.
The trainer provides supportive feedback regarding the steps performed correctly after
each probe, as well as the steps not initiated, or performed incorrectly thus required
prompting.
The trainer conducts three probes per session.
The trainer thanks the participant for his/her time and effort at the end of each session.
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Appendix G: Social Validity Questionnaire

1. Which intervention did you like the most?
______Simulated-setting training
______Job-site training
______Combination training
2.

Which intervention did you like the least?
______Simulated-setting training
______Job-site training
______Combination training

3. Which intervention do you think was the best at teaching you new jobs?
______Simulated-setting training
______Job-site training
______Combination training
4. Which intervention do you think was the worst at teaching you new jobs?
______Simulated-setting training
______Job-site training
______Combination training

5. If you had to learn to do a new job, which intervention would you choose?
______Simulated-setting training
______Job-site training
______Combination training
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Appendix H: Application for Ethics Approval

Research Office
Post–Award Support Services

The University of Auckland Private Bag 92019 Auckland, New Zealand
Level 10, 49 Symonds Street Telephone: 64 9 373 7599 Extension: 83711 Facsimile: 64 9 373 7432 roethics@auckland.ac.nz

UNIVERSITY OF AUCKLAND HUMAN PARTICIPANTS ETHICS
COMMITTEE (UAHPEC)
18-Jun-2018
MEMORANDUM TO:
Dr Katrina Phillips Psychology
Re: Application for Ethics Approval (Our Ref. 020583): Approved
with comment
The Committee considered your application for ethics approval for your
study entitled Why choose between "train-and-place" or "placeand-train" when you can do both? Using Simulation training to
enhance job-site training of individuals.
Ethics approval was given for a period of three years with the following
comment(s):
1. All CFs: Please add the UAHPEC approval wording at the end of the
text on the last page “Approved by the University of Auckland Human
Participants Ethics Committee on ...... for three years, Reference Number
............” 2. Consent form Participant/guardian – please ensure that the
assurance bullet point reads: I understand that the CEO has given
assurance that participation or non-participation will not have will have
no effect on the my current or future employment or relationship with
the organisation.
The expiry date for this approval is 18-Jun-2021.
If the project changes significantly you are required to resubmit a new
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application to UAHPEC for further consideration.
If you have obtained funding other than from UniServices, send a copy
of this approval letter to the Activations team in the Research Office, at
ro-awards@auckland.ac.nz. For UniServices contracts, send a copy of the
approval letter to the Contract Manager, UniServices.
The Chair and the members of UAHPEC would be happy to discuss
general matters relating to ethics approvals if you wish to do so. Contact
should be made through the UAHPEC Ethics Administrators at roethics@auckland.ac.nz in the first instance.
Please quote Protocol number 020583 on all communication with the
UAHPEC regarding this application.
(This is a computer generated letter. No signature required.)
UAHPEC Administrators University of Auckland Human Participants Ethics
Committee
c.c. Head of Department / School, Psychology Mrs Michelle Holtzhausen
Additional information:
1.

Do not forget to fill in the 'approval wording' on the Participant
Information Sheets, Consent Forms and/or advertisements, giving
the dates of approval and the reference number. This needs to be
completed, before you use them or send them out to your
participants.

2.

At the end of three years, or if the study is completed before the
expiry, you are requested to advise the Committee of its
completion.

3.

Should you require an extension or need to make any changes to
the project, please complete the online Amendment Request form
associated with this approval number giving full details along with
revised documentation. If requested before the current approval
expires, an extension may be granted for a further three years,
after which time you must submit a new application.
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