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CHAPTER I 

INTRODUCTION 

Statement of the Problem 

Among the growing social welfare interests of people 

is the Increasing concern with the problem of the mentally 

retarded. Educators particularly have become increasingly 

aware of the necessity of providing suitable programs for 

the education and training of the retarded. This concern 

has led to the development of more special education classes 

for the mentally retarded in some of the smaller school 

systems as well as most of the larger ones. 

An integral part of the eduoation program for the 

eduoable mental retardate is preparation for the role of 

productive worker in our society (3, 11, 15). The primary 

importance of this area was emphasized by Kirk (11, p. 113^ 

who stated that "the ultimate purpose of educating mentally 

retarded children is to help them adjust to the community 

at the adult level as social participants and wage earners.w 

Paralleling the growth of educational facilities in 

the schools has been specific training for occupations. 

Public Law 113, passed by the United State.ii Congress in 19*4-3, 

added the mentally retarded to the groups eligible for 

training under the Civilian Vocational Rehabilitation 

Program (11)f 
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The objective of vocational training for the retarded 

is thus well-established, but the steps to the goal are not 

simply educational tasks and the schools and vocational 

training programs are not the only groups needed for the 

successful implementation of a vocational training and place-

ment program. Employers must be willing to accept and employ 

the retarded. Several researchers have shown that employer 

acceptability is a crucial factor in Job-training and placing 

of retardates (2,4, 9, 14, 16, 20, 21). 

Cohen (4, p. 706) found that the "identification and 

investigation of those community factors which relate to the 

success and permanency of the retardate's placement have not 

yet proceeded at the same rate as training program develop-

ment. " Cohen felt that one placement problem was that 

retarded individuals were probably viewed as members of a 

"minority" group and were thus subject to discrimination. 

Baker (2) reflected this problem in his analysis of 

vocational placement and stated that "the amputee, cardiac, 

or T. B. individual usually has the respeot within the com-

munity . . . but such is not the case with the mentally 

retarded clients. He, although an adult, often acts like a 

child and is so regarded . . ." (2, p. 580). 

The fact that adequate means of overcoming employers' 

unfavorable attitudes toward the retardate are as yet non-

existent was brought out by Rogers, who stated that "employer 

prejudice toward all handicapped, but particularly toward 



the retarded, certainly Is a major obstacle to employment. 

Ways and means of overcoming employer prejudice toward 

retardates, for the most part, are yet to be developed" 

(16, p. 577). 

Purpose of the Study 

It was the purpose of this study to investigate some 

of the factors related to employers' attitudes toward the 

hiring of a mentally retarded individual. More specifically, 

an attempt was made to answer the question, "Why do employers 

hold favorable or unfavorable attitudes toward the hiring of 

the retarded?" 

Theoretical Background 

Discussion of Attitude Theory 

An "attitude" is generally thought of as reflecting the 

way a person feels about a particular object. More specifi-

cally, an attitude shows "the degree of positive or negative 

affect associated with some psychological object" (5). Al-

though most discussions of attitude incorporate this concept 

of affect or feeling, (7. 8, 12, 13, 17. 18) some authors 

feel that this definition la insufficient. 

Krech (13) emphasized the importance of affect, but 

went a few steps further. He distinguished an attitude from 

a belief by stating that all attitudes Incorporate relevant 

beliefs, but not all beliefs are part of an attitude structure. 



He described a "belief" as "an enduring organization of 

perceptions and cognitions" concerning an attitude object and 

defined "attitude" as "an enduring organization of motiva-

tional and emotional, as well as perceptual and cognitive, 

processes." A belief then, was considered as emotionally 

neutral and was defined as the cognitive component of an 

attitude. Krech not only dealt with the concept of affect, 

but included in his concept of attitude the structural com-

ponents of cognition, motivation, and "endurance". 

Rosenberg and Hovland (1?) viewed attitudes in much 

the same manner as Krech. They viewed attitudes in a struc-

tural manner and placed affect and cognition, along with 

behavior as three major types of response to the stimulus 

{attitude object). They emphasized that these responses were 

intervening variables referred by the presence of the measur-

able dependent variables. The diagram below shows their 

representation of the components of attitude structure (17, 

P. 3). 

Measurable Independent Intervening Measurable Dependent 
Variables Variables Variables 

Sympathetic Nervous 
APFECT - - - - responses 

Verbal Statement* 

STIMULI—ATTITUDES—COGNITION Perceptual Response® 
Verbal Statements 

BEHAVIOR - - - Overt Actions 
Verbal Statements 



The inclusion of "behavior" as an intervening variable 

was appropriate since it referred to action tendency, or how 

a person will act in a given situation in response to an 

attitude object. Behavior, affect, and cognition were thus 

seen as the three components of attitude. 

Several investigators have elaborated on the cognitive 

aspect of attitude structure. Most of these studies followed 

the ideas presented by Tolnsan in his theory of purposive 

behavior. His theory (10) views behavior as goal-directed 

and cognitive. He stated that a person coses to view objects 

In his environment as a means toward a goal. Objects acquire 

value in proportion to the expectation that they lead to 

gratification and away from deprivation. 

In a revision of his earlier work, Krech (12) applied 

these concepts to the area of the study of attitudes. He 

explained that a person, in trying to satisfy his wants, 

develops favorable attitudes toward those objects that are 

perceived as means of accomplishing this, and unfavorable 

attitudes toward those that are perceived as leading away 

from need satisfaction. 

As early as 19^8 Woodruff (22) explored the relation-

ship between values and attitudes. Woodruff measured the 

relationship between his subjects' attitudes and the perceived 

effect the attitude object had on the subjects1 highest 

values. He hypothesized that "one's attitude tow»r4 an 

object or condition In a specif lo situation 8<MKBC to be a 

function of the way one conceives that fvow the stand-
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point of its effect on one's most oherished values" (22, p. 

657). 

In a study similar to Woodruff's, Smith (18) found 

that the mention of the values of "liberty" and "economic 

security" in an interview had a bearing on attitude position 

as measured by a previous questionnaire. Fishbein (7, 8), 

following the cognitive approach to the study of attitude, 

felt that a person's attitude toward an object was a function 

of his beliefs concerning the probability that the object is 

related to other objects, values or goals; and the evaluative 

aspects of these beliefs. 

The factors of affect, cognition, and values were 

formulated into a theory of attitude struoture by Rosenberg 

(17» 18). He felt that an individual's attitude was related 

to his perception of an object's blocking or facilitating 

his goals. Rosenberg refined Smith's work by adding a quan-

tification procedure and thus obtained a means of scoring 

"value intensity" and degree to whioh the values of the 

subject were perceived to be affected by the attitude object 

("instrumental value"). He also was able to use a wide 

range of values Instead of just the highly rated values that 

Woodruff used. He was able t*> predict attitude toward allow-

ing members of the Communist Party to address the public by 

using two characteristics of a person's beliefs; 1) the 

relative importance of thirty-five values ("value-intensity") 

and 2) the peroqlved "Instrumentality" of the attitude object 



(whether the object was felt to help or interfere with the 

subject's goals). He used both goals that represented 

general values and values that were specifically relevant 

to each individual. These specific, or "salient" values were 

taken from the subject's responses to an open-ended question 

concerning the issue. 

In general, a cognitive approach to attitude structure 

seems to partially answer the question of "why" people hold 

the attitudes they do. Studies indicate that if the attitude 

object is perceived as interfering with the attainment of 

important goals or values (or helping attain negative goals), 

the attitude toward the object will be unfavorable. Conver-

sely, if the attitude object is perceived as helping the 

attainment of important goals or values (or blocking nega-

tively valued goals), the attitude object will be viewed 

favorably. 

It is conceivable then, to apply this theory of attitude 

structure to the investigation of employers1 attitudes toward 

the hiring of the mentally retarded. If a person*s attitude 

can be predicted by his perception of the attitude object as 

interfering with or helping the achievement of his goals, 

then employers with favorable attitudes toward employing the 

retarded should view the hiring of these individuals as 

facilitating goals important to them. Those with unfavorable 

attitudes should view the hiring of th« retarded as blocking 

the goals Important to them. It should also bo po#«ible to 
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discover some of the specific or "sallent" values that are 

Important to employers, and may be perceived as blooked or 

facilitated by the hiring of a mentally retarded person. 

Hypotheses and Definition of Terms 

This study was an attempt to apply Rosenberg's theory 

of attitude structure in the investigation of employers' 

attitudes toward the hiring of mentally retarded persons. 

The following hypotheses were tested: 

Hypothesis I. The attitude toward hiring a mentally 

retarded individual is associated with what the individual 

believes to be the attitude object's "instrumental value" in 

facilitating or blocking the achievement of his goals. When 

the hiring of a retarded Individual is seen as a means of 

achieving important goals, the attitude will be favorable. 

When the hiring of a retarded Individual Is seen as a means 

of blooking important goals, the attitude will be unfavor-

able. 

"Attitude toward hiring a mentally retarded individual" 

Is operationally defined as the attitude (favorable, neutral, 

or unfavorable) checked by the subject on the questionnaire 

(reproduced in Appendix A) . The attitude object is the 

"hiring of a mentally retarded person (for a suitable Job)". 

"Instrumental Value" is the perceived blooking or facilita-

ting of goals by hiring a retarded individual. This is opera-

tionally defined as the placing of twenty-six value* or goals 



on a seven-point scale according to standardized directions, 

(the directions, "values" and method of procedure are 

reproduced In Appendix). 

The theoretical basis for Hypothesis I Is taken directly 

from Rosenberg's theory of attitude structure (18). 

Hypothesis II. The attitude toward hiring a mentally 

retarded individual is more associated with what the indivi-

dual believes to be the attitude object's "Instrumental value" 

In facilitating or blocking the achievement of the obtained 

"Salient" values or goals, than the achievement of the non-

salient values or goals. 

The "Salient" values are those that were obtained in 

the pre-test of this study by asking subjects to expound on 

their reasons for feeling the way they did about hiring a 

retarded person. The"non-sallent" values are those taken 

from Rosenberg's study (18) which are felt to be representa-

tive of more general goals or values. Rosenberg found In his 

research that either the salient values or non-salient values 

alone afforded prediction to attitude position, but that 

salient values were found to have greater predictive reliability, 

Hypothesis III. Employers will tend to hold the same 

attitude toward the hiring of persons of other "deviant" groups 

as they hold toward the hiring of the mentally retarded. 

Other "deviant" groups were defined as the sub-groups In 

our culture to which a "label" has been attached and which are 
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often perceived as being different from other average, "norma1" 

persons (who have no outward distinguishing characteristics 

and have not been "labeled" by a government or social welfare 

agency). For the purposes of this study four groups other 

than the mentally retarded were chosen: the mentally ill 

('persons receiving psychiatric care"), persons who were 

previously in prison, persons of a minority race, and the 

physioally handicapped. 

The attitude toward hiring persons of these "deviant" 

groups is operationally defined as the attitude (favorable, 

neutral, or unfavorable) checked on the attitude question-

naire. 

The theoretical basis for Hypothesis III is the state-

ment by Krech (12) that "few attitudes exist in a state of 

complete isolation. Most of them form dusters with other 

attitudes • . • " Ferguson (6) used factor analysis to 

determine the smallest number of primary attitude clusters 

that would account for the attitude toward ten objects. He 

found three primary attitude clusters: "religionism", 

"humanitarianism", and "nationalism". Adorno (1) stated in 

his famous study concerning ethnocentrism that "the political, 

economic, and social convictions of an individual often form 

a broad and coherent pattern . . . and this pattern Is an 

expression of deep-lying trends in his personality," 
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CHAPTER II 

RELATED HiSSKARCH 

Kany studies have dealt with the topic of preparation 

of the retardate for employment. As was stated in the Intro-

duction, the objective of training the mentally retarded for 

occupations is well established. Specific curriculum outlines 

have been planned in order to facilitate the acceptability of 

the retardate In the working community (2). Baker (1) in 

discussing the role of the vocational counselor felt that 

realistic preparation of the retardate would be of great value 

In helping him succeed in his occupation. He suggested that 

liabilities and assets could be reviewed with the retardate 

and a discussion of grooming, getting along with others and 

managing money could be initiated. 

The studies dealing with pre-job placement training have 

as a basis the assumption that If the retardate Is well-

prepared for his occupational role he will be more acceptable 

as an employee. Once in a job, however, people do run into 

problems and leave or lose their jobs. Several studies have 

analyzed the reasons for vocational failure of the mentally 

retarded. Cohen (3) explored possible reasons for vocational 

failure of retardates after a period of institutionalization. 

He cited three major areas of difficulty: Fteasons over which 

the r e t a r d a t e hfid no control, such a s i l l n e s s ; "poor attitude", 
v 
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such as irresponsible behavior; and lack of readiness for 

employment. By lack of readiness Cohen did not mean lack 

of skills, but rather such factors as immaturity and laziness. 

Jackson, (6) also concerned with the problem of readjustment 

after institutionalization, found that the four major vari-

ables of age, verbal I. Q., rural vs. urban residence prior 

to admission, and the length of stay with parents until age 

five distinguished successful from non-successful retarded 

workers. 

Michal (7) was one researcher who steered away from 

the "training for placement" type of study. He interviewed 

both institutional directors and personnel managers in an 

attempt to determine the success expected by each and to 

identify the personal characteristics each group felt were 

desirable for vocational success. Michal found that the two 

groups agreed that retardates could succeed vocationally, but 

found a wide divergence of opinion as to the amount of success 

expected; for example, institution directors expected more 

success. The attributes considered important for the voca-

tional success of the retardate were tabulated for four 

major areas of occupations. The characteristics rated as 

important were somewhat dependent on the particular occupation 

involved. These studies, while helpful In preparing the 

retardate for success in a Job situation, give little infor-

mation on the problem of the retardate's obtaining a position. 
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oome researchers have investigated the problems 

involved in the finding of a job by a retardate. Warren (10) 

investigated soae oi" the problems encountered in the place-

Bent and follow-up of retardates. iVo of the areas cited as 

causing difficulty were the availability of jobs and employer 

atti tudes. 

Interested in the employability of the mentally 

retarded in England, Tizard (9) reviewed several studies 

concerned with the temperamental and social factors thought 

to be of primary concern. Tizard found that many of the often 

stated objections were not supported by research findings. 

Although the mentally retarded person learns more slowly, 

there was no evidence to believe that the mentally retarded 

are more suggestible, less persistent, more susceptible to 

monotony, more varying In output, or more injury-prone than 

non-retarded workers. 

A few studies have been directly concerned with an 

attempt to relate employer's attitudes toward mental retar-

dation with other variables. Phelps (8) administered a 

questionnaire to service employers. He found that sixty-

five per cent of all personnel managers Indicated that they 

felt the mentally retarded could do productive work, t h a t 

most organizations should be able to hire some mentally 

retarded, and that many Intellectual limitations were n o t 

necessarily job handicaps. A favorable attitude toward the 

mentally retarded was positively related t o employers' 
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education, size of the organization, and length of time 

employers had with their companies. Some of the stated 

objections by those with an unfavorable attitude were inter-

ference with customer relationships and poor physical 

appearance. 

Cohen (4) administered a questionnaire consisting of 

a seven-point scale concerning whether an employer would 

hire a retardate. Contrary to Phelps' study, Cohen found a 

significant negative relationship between education and 

attitude. He suggested that empathy might have been Involved. 

There was no relationship between knowledge and attitude 

position. Cohen felt that more than a factual presentation 

concerning mental retardation was needed to shape favorable 

attitudes. 

The relationship between attitude about retardation 

and method of approach was investigated by Hartlage (5). He 

used four combinations of study approach: mail vs. inter-

view and disability terminology vs. problem-centered termin-

ology approaches. He found no significant difference between 

the approaches. His results, however, did lend support for 

Phelps' finding that there was a significant difference 

between size of company and receptivity toward the retarded, 

with the larger companies being more receptive. The relation-

ship between education of the employer and attitude position 

was not significant. 
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However, the results of these studies concerning the 

relationship of attitude with other variables are inconclu-

sive and sometimes conflicting, "the only relationship found 

in more than one study was between attitude position and 

size of industry. Thus there seems to be a definite need 

for further research in this area. Although vocational 

training programs have been carefully planned and executed 

and studies conducted to identify some of the factors related 

to vocational success, the problem of the employer's attitude 

toward the mentally retarded as an employee is still a real 

barrier. Before a solution to the problem can be formulated, 

the factors related to employer attitude will have to be 

firmly identified. 
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KSTHO:JOI OG Y 

The research project xas divided into two major parts: 

Part I., the Pre-test, war concerned with obtaining some 

salient values related to employers1 attitudes toward the 

hi ring of a mentally retarded person. Part II dealt with the 

testing of the hypotheses. 

The subjects used in Part I were fifteen male and 

female employers in the Piano, Richardson and Dallas, Texas 

area. Two restrictions were adhered to in the selection of 

subjects for Part I: Because size of Industry has been 

shown to be a significant variable in the several studies 

(3» . only those employers who had a suitable position for 

a retarded person were used (1, 5)• Although the sample was 

by no means a random sample, every effort was made to Include 

employers from diverse businesses. It was assumed that the 

sample would include subjects who had favorable attitudes as 

well as subjects who would have unfavorable attitudes. 

A questionnaire was formulated to measure the attitude 

of employers toward hiring a mentally retarded person. This 

was done through a pilot study. The questionnaire (see 

Appendix A ) consisted of ten questions concerning the "hir-

ing practices of employers." Each question was followed by 

five alternative choices: 

20 
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I am definitely In favor of this 
In most cases I would be In favor 
of this, but under some circum-
stances I might be opposed. 
I am neither In favor of, nor against 
this. 
In most cases I would be opposed to 
this, but under some circumstances I 
might be in favor. 
I am definitely opposed to this. 

The subject was asked to check the statement that best 

expressed his feeling about each question. It was felt that 

the inclusion of mild alternatives on each side of the neutral 

categories would encourage some people who might not other-

wise express a choice to select an alternative other than 

"neutral" . 

Only one question was concerned with the hiring of a 

retarded individual. Question number five read, "Should an 

employer in a position such as yours hire a mentally retarded 

person (for a suitable job)?" The attitude position was thus 

obtained from a single index. 

Four other questions dealt with other "deviant" or 

"labeled" groups: 1) Individuals of a minority race; 2) 

Individuals who had been receiving psychiatric help; 3) 

Individuals who had been in prison; and *0 Individuals who 

were physically handicapped. 

An indication of reliability was obtained by using a 

test/retest method with the fifteen subjects. A three week 

interval separated the two administrations of the question-

naire. 



22 

The obtained per cent of agreement for each of the questions 

Is ah own in Table I. 

PA'-iLS I 

PS3 CiN r OF A r ON TEST/RETEST 
ADMINISTRATION OF QUESTIONNAIRE 

(N = 15) 

Question Number Per Cent of Agreement* 

66.66 

5 9 3 . 3 3 

6 . . . . 7 3 . 3 3 

8 7 3 . 3 3 

10 9 3 . 3 3 

•Using major categories of "favorable,"'Neutral," 
and "unfavorable". 

There was a high stability in attitude position on the 

main Issue posed in question number five. Question number 

two,that dealt with an issue concerning the attitude toward 

hiring of an individual receiving psychiatric care,produced 

the lowest per cent of stability. 

The subjects were contacted In person and asked to fill 

out a questionnaire. Included within the quesionnalre was a 

sheet on which they were asked to expound on two items. The 

numbers of the items that they were asked to expound on were 

filled out in ink by the investigator so that each subject 

felt that these were questions only he would te on. 
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This procedure was followed so as to help conceal the true 

purpose of the questionnaire and, hopefully, obtain more candid 

answers. 

The instructions were as follows: 

We would like to find out some of the 
reasons for various feelings about these 
topics. In order to keep this from being 
too time consuming, each person is being 
asked to expound on only two questions. We 
would like you to expound on only two ques-
tions. We would like you to state your 
feelings about questions number and 

___. Use this space to write your 
feeling and reasons for being either in favor 
or opposed to . Why do you feel 
the way you do? 

Sbout half a page of space was left for the subject to 

elaborate on his feelings about the Issue. The same two 

question numbers were written for all fifteen subjects. They 

were number (5)» "Should an employer, in a position such as 

yours, hire a mentally retarded person (for a suitable Job)?" 

and number (9), "Should a employer, in a position such as 

yours, hire an individual with no previous work experience?" 

The purpose for requesting the subjects to elaborate on 

the issues was to elicit "salient" values felt to be crucial 

considerations in their attitude toward hiring a mentally 

retarded person, Rosenberg's method for ooding out the salient 

values was used (6). 

The following thirteen salient values were obtained: 
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Obtained Salient Values 

1. Maintaining one's prestige in the community. 

2. My employees being capable of the work 
required. 

3. Ky employees being able to work with little 
supervision. 

4. My employees not being bored with routine 
work. 

5. Helping people less fortunate than yourself. 

6. Some of my employees being willing to do the 
"dirty work" (such as olean-up, and other 
unpleasant, but necessary tasks). 

7. My employees being well groomed. 

8. Knowing that at least some of my employees 
are appreciative of their Job,, 

9. Everyone having a chance to be gainfully 
employed, 

10. My employees being able to establish good 
customer relations. 

11. Treating everyone as an individual. 

12. Ky employees being able to get along well with 

each other. 

13. Ky employees trying hard to do their very 
best. 

It was assumed that thess were representative enough to 

apply to the sample in the major portion of this study. Part 

II was concerned with using these salient values and Rosen-

berg's more general values to test the hypotheses. 
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Sample 

The sample utilized was composed of thirty-four 

employers arid p e r s o n n e l managers in the Piano, Richardson and 

Dallas a r e a s . The same restrictions applying to the sample 

in Part I were a d h e r e d to. Although seventy-five employers 

were originally c o n t a c t e d , only thirty-four responded to b o t h 

t h e questionnaire and sorting task. Because the individual 

events or measures must be independent of each other in a o h i -

s q u a r e design, the subjects from Part I were not used in this 

portion of the study. It was felt that the stating of reasons 

f o r attitude position would Influence the sorting task. 

I n s t r u m e n t s 

The i n s t r u m e n t s u sed i n t h i s p a r t of t h e s t u d y were t h e 

q u e s t i o n n a i r e and a v a l u e - s o r t i n g t a s k p a t t e r n e d a f t e r Rosen-

b e r g ' s s t u d y ( 6 ) . The v a l u e - s o r t i n g t a s k c o n s i s t e d of a l i s t 

of t w e n t y - s i x v a l u e s w i t h d i r e c t i o n s f o r p e r f o r m i n g two d i f f -

e r e n t s o r t s : a v a l u e i n t e n s i t y s o r t , and an i n s t r u m e n t a l i t y 

s o r t . I t was f e l t t h a t f o r t h i s s t u d y , an e l e v e n - p o i n t s c a l e 

was t oo cumbersome and r equ i r ed , t oo f i n e a d i s c r i m i n a t i o n by 

t h e s u b j e c t s . A s e v e n - p o i n t scale was u s e d i n s t e a d . I t was 

a l s o n e o e s s a r y t o u s e a q u e s t i o n n a i r e fo rm r a t h e r t h a n a c a r d 

s o r t s o t h a t a larger number of employers cou ld be c o n t a c t e d 

by m a i l . 

The i n s t r u c t i o n s were p r i n t e d on t h e q u e s t i o n n a i r e ( s e e 

Appendix JJ). The s u b j e c t s were a s k e d t o p l a c e t h e v a l u e s a l o n g 
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a seven-point continuum of value Intensity that ranged from 

-3* which stood for "a,Ives me maximum dissatisfaction'^ through 

0, which stood for "Rives me neither satisfaction nor dissat-

isfaction," to which stood for "gives me maximum satisfac-

tion." 

The subjects were then asked to place the values along 

a seven-point continuum of "instrumentality". This showed 

whether or not each value was seen as blocked or facilitated 

by the attitude object. The categories ranged from -3*which 

stood for "the reaching of this goal would be completely 

blocked by my hiring a mentally retarded person," through 0, 

which stood for "neither blocked nor helped," to / 3,which 

stood for "the reaching of this goal would be completely 

helped by my hiring a mentally retarded person." Thus, at the 

end of the two judging tasks there was available for each 

value the subject's Judgment of its Importance as a positive 

or negative goal and his Judgment of how that value's reali-

zation would be affected by the hiring of a mentally retarded 

Individual. 

The values used were taken from the original values used 

by Rosenberg and the salient values obtained from Part A of 

this study. In order to make the task less cumbersome, some 

of the values used by Rosenberg were not included. The values 

that were deleted were determined in the following manner: 

Five employers, not used in any other part of this study, were 

given the value Intensity and instrumentality sort using 
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Rosenberg's original thirty-five values. All values that were 

placed I15 the "neutral" category on the instrumentality sort 

by all five subjects were discarded. 

Procedure 

Seventy-five employers were contacted in person and given 

the questionnaire to be filled out and mailed back. Fifty 

subjects returned the attitude questionnaires. There was no 

attempt made to follow-up the other non-responding subjects 

since the sample was not a random one. It was hoped that a 

sufficient number of Favorable and Unfavorable responses would 

be obtained. The questionnaires were number-coded for identi-

fication. All neutral respondents were omitted from further 

study. 

After a three-week Interval the remaining forty-five 

employers were mailed the instructions for the value intensity 

and instrumentality sorts (see Appendix A ) . The three-week 

interval was necessary to help insure the independence of the 

variables. An introductory statement wis made up to conceal 

the real issue Involved in the study and stated that "the 

questionnaire-sort was part of another study being done con-

cerning values people have in common." 
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CHAPTER IV 

RESULTS AMD DISCUSSION 

Hypothesis I predicted that attitude toward hiring a 

mentally retarded person would be associated with the percep-

tion of this aa blocking or facilitating important goals. 

The predicted relationship was tested using the chi-square 

technique. A two-by-two table was constructed using the 

categories of "favorable" or "unfavorable" attitude versus 

high or low total "affect-load" score. 

An "affect-load" score was obtained from the value-

intensity and Instrumentality sorts for each subject. This 

was computed by multiplying for each value its placement on 

a seven-point scale on the value sort by the placement on 

the instrumentality sort. The twenty-six products were in 

turn summed. This index expressed, In a single nuaber, the 

extent to which the subject saw the attitude object as serving 

the attainment or blocking of his values. A high "affect-load" 

score meant that highly valued goals were more perceived as 

facilitated and lowly valued goals more perceived as blocked 

by the hiring of a retarded person. Jk low "affeot-load" score 

meant that highly valued goals were more perceived as blocked 

and lowly valued goals more perceived as facilitated* 

29 
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A "high" score was defined as any score falling above 

the median score and a "low" score was any score falling 

below the median score. The .05 level was designated as the 

criterion of significance. The resultant chi-square was 

significant at the .05 level, as shown in Table II. 

TABLE II 

CHI-SQUARE* ANALYSIS OP ATTITUDE 

AND TOTAL AFFECT LOAD 

Attitude High Score Low Score 

Favorable 
J 
i 9 3 

Unfavorable ! 8 
f 
i 

14 

*X2 = **»636 . significant at the .05 level 

liable II shows that the attitude was significantly 

related to total affect score. The probability that these 

differences were due to chance is less than .05. Although 

the total percentage of scores in the predicted direction 

was higher for those with a favorable attitude than for those 

with an unfavorable attitude, there were fewer subjects with 

a favorable. Since the median was used as the out-off score, 

the scores of some with an unfavorable attitude had to fall 

in the "high score" category. 
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The relationship between attitude and the perception of 

hlrtnp the retarded as blocking or facilitating important 

goals was further analyzed In order to locate the specific 

goals that were positively valued but perceived as being 

blocked and those that were positively valued and perceived 

as facilitated. The rating of each goal on both the value 

intensity sort and the instrumentality sort for all subjects 

was tabulated. Table III shows the positively valued goals 

most frequently perceived as blocked by the hiring of a retar-

ded person. A positive rating was the placement of the goal 

at the plus 1, plus 2, or plus 3 category on the value inten-

sity sort. The perception of the value being blocked was the 

placement of the goal at the minus 1, minus 2, or minus 3 

category on the instrumentality sort. 

TABLE III 

POSITIVE GOALS MOST FREQUENTLY 
CITED AS BEING BLOCKED 

Item 
Number J Description Frequency 

5 | Employees working with little supervision 

16 Employees establishing good customer 

relationships 

k Employees being capable of the work 

17 Employees getting along well together 

7 Making one's own decisions 

19 Having a steady income 

3 Maintaining prestige in the Community 

T 

n 

10 

8 

6 

5 

5 

k 
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This table represents only the positively rated goals 

viewed as blocked, and thus does not show the total frequency. 

An interesting finding was that working with little super-

vision and customer relationships were more frequently cited 

as being blocked than capacity to do the work. These findings 

are in agreement with Phelps' (3) resultsf which showed that 

customer relationships were often seen as a critical factor. 

The frequency in Table III was tabulated using all 

thirty-four subjects. Since some of those with a favorable 

attitude as well as those with an unfavorable attitude rated 

these as positive goals that were blocked, a correlation, 

shown in Table IV, was obtained. 

TABLE IV 

CORRELATION OF ATTITUDE POSITION WITH 
PERCEPTION OP POSITIVELY HATED GOAL BEING BLOCKED 

Item 
No. Description 

1 Attitude Posi-
tion Correlated 

With 
N 

Signi-
ficance 

7 

k 

19 

16 

17 

5 

3 

Making ones own declH 
s ions .30 j U 5 ! .05 

Employees being cap-
able of the work .26 : 

: i 
u 

1 
8 .05 

Having steady income 
• 1 3 ! 

u j 
1 ^ .05 

Employees' customer ' 
relations 

i I 

.08 j u 
l 

! 
.05 

Employees getting 
along well 1 

: i 

i .02 ! u 

i 

6 .05 
Employees requiring 
little supervision 

i 1 

| .002j u 
" .05 

Maintaining community 
prestige 

— "! M » ' "" " 11 I . , , ! u i . *0$ 
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The analysis was done for each of these values to determine 

the relationship between attitude position and these positive 

values that were perceived as blocked. The phi coefficient 

was used. 

While not significant, the obtained correlations, with 

the exception of value, are in the expected direction. Thus 

it may be summarized that although the values of employees 

working with little supervision, employees establishing good 

customer relationships, and employees being capable of the 

work were respectively most often perceived as positive values 

that were blocked, only the value of employees being capable 

was somewhat correlated with an unfavorable attitude position. 

The value of making one's own decisions showed the highest 

correlation with unfavorable attitude. Having a steady income 

was slightly correlated with unfavorable attitude position. 

The value of maintaining one's prestige in the community was 

negatively correlated with unfavorable attitude. 

Thus, although there was a relationship between attitude 

position and the perception of important goals being blocked 

or facilitated, the perception of a single positively rated 

value as being blocked was not significantly related to 

attitude. The trends, however, suggested that those with an 

unfavorable attitude tended more often to see the goals of 

making one's own decisions, employees being capable of the 

work, and having a steady income as being positive goâ .e that 

were blocked. Die relationship that showed highest 
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correlation waa concerned with making one's own decisions. 

This is not surprlsin^ since if a person has an unfavorable 

attitude toward hiring a retardate, the hiring of such an 

individual would certainly affect making one's own decisions. 

The perception of maintaining one's prestige in the community 

as a positively rated goal that would be blocked was slightly 

correlated with favorable attitude position. 

It was also desired to see which specific positively 

valued goals were perceived as being facilitated by the hiring 

of a retarded person. Table V shows the frequency of the 

positively rated values most often perceived as facilitated. 

TABLE V 

POSITIVE GOALS MOST FREQUENTLY CITED AS BEING FACILITATED 

Item Number Description Frequency 

1 Looking out for welfare of others 23 

25 Treating everyone as individual 22 

2k Everyone having chance for employ-
ment 

21 

26 Employees trying hard 20 

23 Helping people less fortunate 17 

2 
I 

Change and variety 15 
1 6 j 

i 

Employees making good oustomer 
relationships 

15 

17 j Employees getting along together 15 

18 | 
1 

Everyone having equal rights 15 
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Again, these represent only positive goals viewed as 

facilitated, and do not mean total frequency rated as facili-

tated. The correlation of attitude and the perception of 

these positively rated values facilitated is presented below 

in Table VI. 

TABLE VI 

CORRELATION OF ATTITUDE POSITION WITH PERCEPTION 
OF POSITIVELY RATED GOAL BEING FACILITATED 

Item 
Number 

t 
1 1 

Description 
rP 

Attitude Posi-
tion Correlated 

With 

i 
! N Signi-
— flcance 

18 ; Everyone having equal 
rights 

. 58 
! 

1 

P :i5 
i 

. 0 5 

26 jEmployees trying hard .37 F 20 .05 

2 ' Change and variety . 33 P 15 . 0 5 

23 Helping people less for-
i tunate 
! 

. 25 F 17 . 0 5 

25 Treating everyone as 
individual 

. 2 5 
i 

F 22 .05 

1 Looking out for the 
welfare of others 

. 2 4 
I 

F 23 . 0 5 

16 Employees' customer 
j relations 

. 21 F 15 . 0 5 

17 Employees getting along 
together 

. 21 
i 

F 15 .05 

24 Everyone having chance 
for employment 

. 2 0 F 21 . 0 5 
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All of the positively rated goals most often perceived as 

facilitated showed some relationship to favorable attitude 

position. The correlation between value number 18, "Everyone 

having equal rights;" and a favorable attitude was significant 

at the .05 level. Value number 26, "Employees trying hard", 

approached but did not reach significance. 

An analysis was also done to see if those with favorable 

and those with unfavorable attitudes could be differentiated 

by the values they felt to be most Important. The subjects' 

ratings on the value Intensity sort ware tabulated for each 

value. The chi-square technique was used to compare the fre-

quency that the goal was rated as "gives me maximum satisfac-

tion" by those with favorable and unfavorable attitudes. None 

of the values were found to significantly distinguish the two 

groups. Host of the obtained chi-square values were less than 

1.0. Only value number twenty-three, "Helping people less 

fortunate than yourself," approached significance. 

Thus, not only was there no significant difference between 

those with favorable and those with unfavorable attitudes In 

the highly rated values, but with the exception of one value 

item, there was considerable agreement between the two groups. 

Comparison of the most highly rated values alone then, did 

not afford prediction to attitude. The two groups were very 

similar in which values they rated highly with the exception 

of number twenty-three. The value of "helping people leas 

fortunate" may be a factor in whether or not an employer would 



37 

hire a mentally retarded Derson. Future studies, using a 

large sample, could investigate this. 

In summary, the results were consistent with Hypothesis 

I. There was a significant relationship between attitude and 

perception of important values as being either blocked or 

facilitated by the hiring of a retarded person. There was no 

significant difference between those with a favorable and 

unfavorable attitude in the placing of any item as maximally 

valued. The goal of "helping people less fortunate than your-

self", as a very important value approached significance in 

distinguishing the two groups. Although none of the positively 

rated goals perceived as blocked were significantly related 

to attitude, there was some correlation with unfavorable atti-

tude and several goals. The positively rated goals perceived 

as facilitated were, on the other hand, more often associated 

with attitude position. The viewing of "all huaan beings having 

equal rights" as a positive value that would be facilitated 

was significantly associated with favorable attitude. There 

was some degree of correlation between a favorable attitude and 

the most frequently facilitated goals. 

Hypothesis II. Hypothesis II predicted that attitudes toward 

hiring a mentally retarded individual would be more associated 

with what the individual believed to be the object's instru-

mental value in facilitating or blocking the aahieTemenfc of 

obtained "Salient values or goals than the achieveaaa^ of non-

salient values. This hypothesis was tested usijig the 



33 

coefficient of correlation method. Two affect-load scores 

were computed: total affect-load for the salient values 

and total affect load for the non-salient values. The same 

procedure of multiplying each value's rating on the value 

intensity sort by the rating on the instrumentality sort and 

summing the products was used. The median was used as the 

dividing point, separating the high and low scores. The 

distributions obtained for the two are shown in Table VII. 

TABLE VII 

DISTRIBUTION OF SCORES USING SALIENT 
AND NON-SALIENT VALUES ALONE 

SALIKNT NON-SALIENT 

Attitude 
Position 

High 
Score ! 

j Low 
Soore 

1 Attitude 
; Position 
I | 

High 
Score 

Low 
Score 

F 9 
! 

| 3 

r - -
S 
1 

F 10 2 

U 8 1^ U ? 15 

The use of the salient values alone produced a distribu-

tion identical to the distribution that was the result of 

using of all values (used In testing Hypothesis I). The 

correlation coefficient for each distribution was computed, 

and the significance of differenoe was determined. The 

results are presented in Table VIII. 
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TABLii VI I I 

SIGNIFICANCE 0? DIFFHRJ2NCE BETWEEN CORRELATIONS 
USING SALIENT AND N ON-SALIENT VALUES 

111 1111 1' 1 

C r i t e r i o n ' Z 

n , j ] 

1 
S. D. d l f f . | C. R. 

i 
S i g n i -
f i c a n c e 

S a l i e n t .37 j .399 

i 

! 

S a l i e n t .37 j .399 

i 
.2539 .55 below .05 

{ 

N o n - s a l i e n t .^9 i .536 
1 j 

Hypothes is I I was t h u s r e j e c t e d . The p r o b a b i l i t y t h a t 

the p o p u l a t i o n c o e f f i c i e n t s a r e equa l i s . 3 0 . Although the 

d i f f e r e n c e i s n o t s i g n i f i c a n t , t he r e s u l t s were in t h e d i r e c -

t i o n o p p o s i t e t o t h a t h y p o t h e s i z e d . The non s a l i e n t v a l u e s 

produced a d i s t r i b u t i o n t h a t more c l o s e l y r e f l e c t e d a t t i t u d e 

p o s i t i o n . I t i s p o s s i b l e t h a t t h e o b t a i n e d s a l i e n t v a l u e s 

were n o t g e n e r a l enough t o app ly t o a n o t h e r p o p u l a t i o n . 

Rosenberg (M found t h a t s a l i e n t v a l u e s p r e d i c t e d a t t i t u d e 

p o s i t i o n more r e l i a b l y than n o n - s a l i e n t v a l u e s , but used f o r 

each i n d i v i d u a l the s a l i e n t v a l u e s ob t a ined f rom t h a t pe r son 

on a p r ev ious q u e s t i o n n a i r e . Perhaps f u t u r e s t u d i e s oould 

use a l a r g e r sample t o o b t a i n s a l i e n t v a l u e s t h a t would have 

b r o a d e r a p p l i c a b i l i t y . 

Hypothes is III. Hypothes i s I I I p r e d i c t e d t h a t employers 

would tend t o ho ld the same a t t i t u d e toward the h i r i n g of 

pe r sons of o t h e r d e v i a n t groups a s they hold towar4 t h e h i r i n g 
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of the mentally retarded. The attitude toward hiring the 

physically handicapped, former prisoners, individuals receiv-

ing psychiatric care, and individuals of a minority race was 

assigned a score of 1, 2, or 3» corresponding to the attitude 

of unfavorable, neutral, and favorable. The scores were 

averaged for each person and converted into an average of 

attitude toward other deviant groups. An average score of 1.0 

to 1.6 was designated as "unfavorable". A score of 1.7 to 

2.3 was "neutral", and a score of 2.4 to 3.0 was "favorable". 

The score was then compared with the attitude position toward 

hiring a mentally retarded person. The subjects from both 

parts of this study included those who had responded only to 

the questionnaire. Those subjects who indicated a neutral 

attitude toward hiring a retarded person were omitted from 

the chi-square analysis. Table IX shows the chi-square 

distribution on the two-by-three table. 

TABLE IX 

CHI SQUARE* ANALYSIS OP ATTITUDE POSITION AND 
ATTITUDE TOWARD OTHER DEVIANT GROUPS 

Attitude toward 
Mentally Retarded 

Average Attitude Toward Other 
Deviant Groups 

Favorable Neutral Unfavorable 

Favorable 10 6 1 

Unfavorable 9 20 11 

*X2 » 7.79» significant at the .05 level 
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The chi-square value is well above the .05 level of 

confidence. Although the expected frequencies in several of 

the cells is small, it was felt that the probability was 

acceptable. Walker (5) has stated that "if there are two or 

more degrees of freedom and roughly approximate probabilities 

are acceptable for the test of significance, an expectation 

of only two in a cell is sufficient." The distribution shown 

in Table IX produces an expected frequency of less than five 

in only one cell. Hypothesis III, then, was accepted as 

significant. Those employers who were favorable toward the 

hiring of a mentally retarded person tended to also be favor-

able toward the hiring of a person of another "minority" group. 

Those who were not favorable toward hiring a retarded person 

tended to be unfavorable toward hiring a person of the other 

"deviant" groups. This finding is oonslstent with Adomo (1), 

French (2\ and others who have shown that attitudes are part 

of an integrated personality pattern. 
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CHAPTER V 

SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS 

An investigation was carried out applying a cognitive 

theory of attitude structure to the problem of employers' 

attitudes toward hiring the mentally retarded. 

A questionnaire containing an open-end question concern-

ing the issue of hiring a retarded individual was first given 

to fifteen employers in order to discover some specific or 

salient values. Analysis of the open-end answers yielded 

some values that the employers felt were important considera-

tions in the hiring of a retarded person. These values and 

values from another study were then used in a questionnaire 

procedure to try to Identify some general values and test 

hypotheses having to do with the prediction of attitudes of 

employers. 

Thirty-four subjects were given the questionnaire to 

determine their attitude toward hiring the retarded and toward 

hiring individuals of other "deviant" and "labeled" groups. 

After a three-week interval the subjects were asked to rate 

a list of values according to 1) How much satisfaction 

they got out of each goal; and 2) How the hiring of a 

retarded person would either block or facilitate the achieve-

ment of each goal. The following results were obtained: 
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1. The attitude toward, hiring a mentally retarded 

person was slprnlf lcantly associated with the 

perception of the Issue as blocking or facili-

tating acoals or values important to employers. 

2. The perceived instrumentality of the obtained 

salient values did not differ significantly 

from the perceived instrumentality of the non-

salient values in association with attitude 

position. 

3. Employers tended to hold the same attitude 

toward the hiring of persons of other deviant 

groups as they held toward the hiring of a 

mentally retarded person. 

It is recommended that future studies use a larger 

sample in order to locate some of the salient values that 

would have broader applicability. The values obtained and 

studied in this Investigation only suggest some of the values 

that may be important in the consideration of whether or not 

to hire a mentally retarded person. If the important values 

and perceptions are identified, programs could be constructed 

to facilitate positive attitude change by prospective employers 

of the retarded. 

In accordance with a cognitive theory of attitude 

structure, it can be stated that two possible ways to change 

an attitude would be to change the values of an Individual or 

change his perception of the blocking or facilitating of these 

valueso The latter approach might b« sore 
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Carlson (1) was able to Induce attitude change by 

changing the perceived instrumental1ty of the attitude object. 

Rosenberg (2) used hypnosis to experimentally induce attitude 

change. Rosenberg found that the cognitive structure (percep-

tion of valv-es being facilitated or blocked) also changed. 

The findings of this investigation and other research 

suggest that ways of presenting the retarded worker as a 

facilitator of goals important to an employer can be developed. 
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APPENDIX A 

QUESTIONNAIRE 

I am Interested in your opinion, as an employer, on 
some important issues. 

Please check the statement that best expreses your 
feeling about each question. 

1. Should the credit rating of an individual be checked 
before hiring him? 

I am definitely in favor of this. 
In most cases I would be in favor of this, 
but under some circumstances I might be 
opposed. 
I am neither in favor of, nor against this. 

_____ In most cases I would be opposed to this, 
but under some circumstances I might be in 
favor. 
I am definitely opposed to this. 

2. Should an employer, in a position such as yours, 
hire a person (for a suitable .lob) who has been 
receiving psychiatric care? 

• I am definitely in favor of this. 
In most oases I would be In favor of this, 
but under some circumstances I might be 
opposed. 
I as neither in favor or, nor against this. 

________ In most cases I would be opposed to this, 
but under some circumstances I might be In 
favor. 
I am definitely opposed to this. 

3. Should an employer, in a position such as yours, use 
a newspaper advertisement to obtain Job applicants? 

I am definitely in favor of this. 
_______ In most cases I would be in favor of this, 

but under some circumstanoes I might be 
opposed. 
I am neither in favor of, nor ag*ln«t th%a0 
In most oases I would be opposed to 
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but under some circumstances I might be in 
favor. 
I am definitely opposed to this. 

Should psychological tests be given before hiring 
an individual? 

I am definitely in favor of this. 
In. most cases I would be in favor of this, 
but under some circumstances I might be 
opposed. 
I am neither in favor of, nor against this. 
In most cases I would be opposed to this, 
but under some circumstances I might be in 
favor. 
I am definitely opposed to this. 

5. Should an employer, in a position such as yours, hire 
a mentally retarded person (for a suitable .lob)? 

I am definitely in favor of this. 
In most cases I would be in favor of this, 
but under some circumstances I might be 
opposed. 
I am neither in favor of, nor against this. 
In most cases I would be opposed to this, but 
under some circumstances I might be In favor. 
I am definitely opposed to this. 

6. Should an employer. In a position such as yours, hire 
a person (for a suitable .job) who had at one time 
been in prison? 

I am definitely in favor of this. 
In most cases I would be in favor of thl^ 
but under some circumstances I might be 
opposed. 
I am neither in favor of, nor against this. 
In most cases I would be opposed to this, but 
under some circumstances I might be in favor. 

_____ I am definitely opposed to this. 

7. Should a personal Interview be given before hiring 
an Individual? 

I am definitely In favor of this. 
_______ In most cases I would be in favor of this, 

but under some circumstances I might be 
opposed. 

______ I neither in favor of, nor age.Inst this. 
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In most cases I would be opposed to this, but 
under some circumstances I might be in favor. 
I am definitely opposed to this. 

8 . Should a n employer, i n a position such as yours, hire 
a person of a minority race ( f o r a suitable .1ob)? 

I am definltely in favor of this. 
In most c a s e s I would be in favor of this, 
but under some circumstances I might be 
opposed. 
I am neither in favor of, nor against this. 
In most cases I would be opposed to this, but 
under some circumstances I might be in favor. 
I am definitely opposed to this. 

9. Should an employer, In a position suoh as yours, hire 
an individual with no previous work experience? 

_____ I am definitely in favor of this. 
In most cases I would be in favor of this, 
but under some circumstances I night be 
opposed. 

________ I am neither in favor of, nor against this. 
In most oases I would be opposed to this, but 
under some circumstances 1 might be in favor. 
I am definitely opposed to this. 

10. Should an employer, in a position suoh as yours, hire 
a physically handloapped person (for a suitable .lob)? 

I am definitely In favor of this* 
In most cases I would be in favor of this, 
but under some circumstances I might be 
opposed. 
I am neither in favor of, nor against this. 

_______ In most cases I would be opposed to this, but 
under some circumstances I might be In 

_____ I an definitely opposed to this. 



APPENDIX B 

3 Oil TING TAJK FOR OBTAINING VALUE INTENSITY 
A!ID IN3TRU.vENTALITY HATING 

Part 1 

One way in which psychologists try to describe people 

is In terms of the goals that are most Important to them. It 

has been found, that people differ widely — some seeking 

satisfaction one way, some another. 

Each of the sentences that follow is a phrase which 

represents a type of goal that is an important source of 

satisfaction for some people. You will find that some of 

these terms represent goals which are important sources of 

satisfaction for you — and that some represent goals which 

are not important sources of satisfaction for you. 

I would like to find out which of these goals do act-

ually give you a lot of satisfaction — and which give you 

dissatisfaction or very little satisfaction. So in the first 

task I would like you to do the following: 

Place the numbers of the values in the seven boxes 

(by the red star on page 3) according to how close they 

oome to representing goals from which you personally get 

satisfaction. The categories will run from box minus 3. 

which stands for "gives me maximum dissatisfaQtipp", through 

box jO, which stands for "gives me neither satisfaction nor 
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dissatisfaction", to box plus 3, which stands for "gives oe 

maximum satisfaction". 

The intervening boxes should represent the in-between 

steps. Box plus 2, for example, stands for "gives me moder-

ate satisfaction", and so on. 

It is very important in performing this task to avoid 

any self-deception. For example, most of us get satisfaction 

out of certain kinds of goals even though we may disapprove 

of such goals. What I want to know is how much satisfaction 

you actually do get out of these various goals. Some of 

these goals are concerned with you as an employer, others 

are not. 

You should aim them, for a completely candid descrip-

tion of the actual degree of satisfaction that you do get 

(or feel you would get) from the attainment of the goals 

that are described by the phrases. 

GOALS AND VALUES PEOPLE MAY HAVE 

1. People looking out for the welfare of others. 

2. Change and variety; having new kinds of experienoe. 

3. Maintaining one's prestige in the connunifcjr. 

4. My employees being capable of the work required, 

5. My employees being able to work with little super-
vision. 

6. Being looked up to by others. 

7. Making one's own decisions. 

8. My employees not being bored with routine FCTls 4 
'/ 1: 
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9. Some of my employees being willing to do "dirty work" 
(such as clean-up, and other unpleasant, but neces-
sary tasks). 

10. Keeping promises made to others. 

11. Having one's family approve of one's views. 

12. My employees being well groomed. 

13. Knowing that at least some of my employees are 
appreciative of their Job. 

14. Having power and authority over people. 

15. People of different backgrounds getting to know each 
other better. 

16. My employees being able to establish good customer 
relations. 

17. My employees being able to get along well with each 
other. 

18. All human beings having equal rights. 

19. Having a steady income. 

20. Being like by others in general. 

21. People being well educated. 

22. Everyone being assured of a good standard of living* 

23. Helping people less fortunate than yourself. 

Zk, Everyone having a chance to be gainfully employed. 

25. Treating everyone as an individual. 

26. My employees trying hard to do their very best* 
whatever level that may be. 
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PLACE TK:-; NUMBER OP EACH STATEMENT IN THE BOX TEAT REPRESENTS 
THE DEGREE OP SATISFACTION YOU GET FROM THAT GOAL 
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Part 2 

This next task is somewhat different. I now want you 

to consider how each of these coals would, to your way of 

thinking, be affected by certain kinds of social conditions. 

Let's consider specifically what you think would be the con-

sequences if you were to hire a mentally retarded person 

(for a suitable job). What I would like you to do then, is 

to examine each of the following statements and ask yourself 

to what degree the goal that it describes would be reached 

if you were to hire a mentally retarded person (for a suit-

able job). If you think hiring a mentally retarded person 

would lead to the full achievement of a certain goal, then 

the number of the statement describing that goal should be 

placed in box plus 3, (by blue star, pg. 5). which stands 

for "the reaching of this goal would be completely helped 

by my hiring a mentally retarded person." 

If you think that hiring a mentally retarded person 

would lead to the full blocking or non-achievement of a 

certain goal, then the number of that statement or goal 

should be placed in box minus 3. which stands for, "the 

reaching of this goal would be completely blocked by ay 

hiring a retarded person (for a suitable Job)." 

If on the other hand, you think that hiring a retarded 

person would not have any effect on the achievement of a 

certain goal, then the number of that statement should be 
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placed in box 0, which standa for, "the reaching of this 

goal would not be affected at all by my hiring a mentally 

retarded person." 

Now the intervening boxes should represent the in-

between steps. REMEMBER, THAT IT DOES NOT MATTER HOW YOU 

PEEL ABOUT THE GOAL ITSELF. Whether you are for or against 

the goal, all I want to know now is how do you think the 

achievement of the goal will be affected if you were to hire 

a mentally retarded person (for a suitable job)." 

1. People looking out for the welfare of others. 

2. Change and variety; having new kinds of experience. 

3. Maintaining one's prestige in the community. 

4. My employees being capable of the work required. 

5. My employees being able to work with little super-
vision. 

6. Being looked up to by others. 

7. Making one's own decisions. 

8. My employees not being bored with routine work, 

9. Some of my employees being willing to do "dirty work" 
(such as clean-up, and other unpleasant, but neces-
sary tasks). 

10. Keeping promises made to others. 

11. Having one's family approve of one's views. 

12. My employees being well groomed. 

13. Knowing that at least some of my employees are appre-
ciative of their Job. 

Having power and authority over people. 
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15. People of different backgrounds getting to know each 
other better. 

16. Ky employees being able to establish good customer 
relations. 

17. Ky employees belnc able to get along well with each 
other. 

18. All human beings having equal rights. 

19. Havincr a steady Income. 

20. Being liked by others in general. 

21. People being well educated. 

22. Everyone being assured of a good standard of living. 

23. Helping people less fortunate than yourself. 

24-. Everyone having a chance to be gainfully employed. 

25. Treating everyone as an individual. 

26. My employees trying hard to do their very best, what-

ever level that may be. 
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PLACE THE NUMBER OF BACH STATEMENT IN THE BOX THAT REPRE-

SENTS TO WHAT DEGREE THE REACHING OP THAT GOAL WOULD BE 

ATTAINED OR BLOCKED BY YOUR HIRING A MENTALLY RETARDED 

PERSON (POR A SUITABLE J O B ) . 
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