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ABSTRACT 

Var ious t e c h n i q u e s , such as goa l s e t t i n g and m o d e l i n g ( K l e i b h a m , 

1 9 7 6 ) , v e r b a l and g r a p h i c i n f o r m a t i o n a l feedback ( j e n s & S h o r e s , 1969; 

Weinberg, 1977) , and s o c i a l p r a i s e ( B e l l a m y , P e t e r s o n , & C l o s e , 1975 ; 

D i t t y , 1983) h a v e b een u t i l i z e d by r e s e a r c h e r s i n a t t e m p t s to i n c r e a s e 

t h e work p r o d u c t i o n r a t e of i n d i v i d u a l s w i t h m e n t a l r e t a r d a t i o n . 

R e s e a r c h f i n d i n g s h a v e i n d i c a t e d t h a t a l though s o c i a l p r a i s e i n c r e a s e s 

t he p r o d u c t i o n r a t e s of w o r k e r s w i t h m e n t a l r e t a r d a t i o n , i t d o e s n o t 

f o s t e r s e l f - m o t i v a t e d work performance , nor does i t g r e a t l y c o n t r i b u t e 

t o the maintenance of e l e v a t e d p roduc t ion r a t e s . In c o n t r a s t , r e s e a r c h 

f i n d i n g s h a v e s u g g e s t e d t h a t when workers wi th mental r e t a r d a t i o n a r e 

a l lowed to r e i n f o r c e t h e m s e l v e s f o r t h e i r work , t h e y may become more 

p r o d u c t i v e and l e s s d e p e n d e n t on e x t e r n a l s t i m u l a t i o n , such as s o c i a l 

p r a i s e (Wehman, Schu tz , B a t e s , Renzag l i a , & Karan, 1978) . I n a d d i t i o n , 

a r e v i e w o f r e l e v a n t l i t e r a t u r e c u r r e n t l y conducted by Rusch, Mar t in , 

and White (1985) has sugges ted t h a t workers with mental r e t a r d a t i o n need 

t o be exposed to s e l f - c o n t r o l t e chn iques fo r the independent main tenance 

of a c q u i r e d work b e h a v i o r s . 

The p r e s e n t r e s e a r c h was an a t t empt to i n v e s t i g a t e t h e e f f e c t i v e ­

n e s s of p r a i s e a s compared t o e n c o u r a g e m e n t i n i n c r e a s i n g t h e work 

p r o d u c t i v i t y of workers wi th m e n t a l r e t a r d a t i o n . The ma jo r r e s e a r c h 

q u e s t i o n a d d r e s s e d i n t h i s s t u d y was w h e t h e r e n c o u r a g e m e n t i s more 

e f f e c t i v e than p r a i s e in i n c r e a s i n g t h e work p r o d u c t i v i t y of w o r k e r s 

wi th menta l r e t a r d a t i o n . 

The p a r t i c i p a n t s i n t h i s s t u d y w e r e 32 w o r k e r s w i t h m e n t a l 

r e t a r d a t i o n employed i n s h e l t e r e d workshops. All p a r t i c i p a n t s worked on 

v i 



a simple assembly task and received praise , encouragement, and no verbal 

feedback for work performed. Results y ie lded by t h i s study confirmed 

r e s u l t s y i e l d e d by o ther s t u d i e s . Although p r a i s e increased the 

production ra te of workers with mental re tarda t ion , i t did not g r e a t l y 

c o n t r i b u t e to the durabi l i ty of increased production r a t e s . Encourage­

ment was not found to be superior to p ra i se on the c r i t e r i o n measure. 

However, d i f f e r ences were found between p r a i s e and encouragement. 

Limitations and in te rp re ta t ions of these f indings were discussed and 

recommendations for future research were presented. 
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CHAPTER I 

INTRODUCTION 

Statement of the Problem 

For a quarter of a century, theorists, researchers and clinicians 

have shown their interest in the advancement of services provided to 

persons with mental retardation by advocating philosophical principles 

known as normalization (Wolfensberger & Tullman, 1982) and mainstreaming 

(Reynolds, 1976). Both principles were established by educators, 

legislators and humanitarians in their attempts to enhance the quality 

of services rendered to handicapped persons (Thurman & Fiorelli, 1979)* 

Although normalization and mainstreaming are two distinct principles, 

both suggest that handicapped populations are entitled to as normal 

delivery of vocational/educational services as possible. These two 

principles also suggest that handicapped populations be provided with 

the least restrictive community-living situation (Thurman & Fiorelli, 

1979; Reynolds, 1976; Wolfensberger & Thomas, 1983). In addition, 

normalization and mainstreaming suggest that devalued individuals, such 

as persons with mental retardation, be provided with means by which they 

may become more valued and productive citizens (Reynolds, 1976; 

Wolfensberger & Tullman, 1982). Simply placing people with mental 

retardation in community-based residential settings and mainstreaming 

them into regular classrooms without providing the means by which they 

may become more valued and productive citizens may be more harmful than 

helpful to this population (Wolfensberger & Tullman, 1982). Therefore, 

it is necessary that normalization and mainstreaming programs emphasize 

the enhancement of methods which will enable people with mental 



re tardat ion to become more valued and produc t ive members of s o c i e t y 

(Wolfensberger & Thomas, 1983). Unfortunately, the task at hand does 

not appear to be an easy one. This i s p a r t i a l l y due to a profound 

s o c i a l stigma that has already been engraved upon the social competency 

of people with mental re tardat ion. 

According to advocates of normalization and mainstreaming programs, 

people with mental retardation have suffered a loss of social image and 

s o c i a l competency due to the subhuman expec tanc ies of "the normal" 

people (Gold, 1980; Wolfensberger, 1983). Most of the normal people do 

not expect mentally retarded individuals to be productive and competent 

workers. Instead, they expect them to be slow workers who lack the 

a b i l i t i e s or s k i l l s fo r c o m p e t i t i v e employment. To the normal 

population, individuals with mental r e t a r d a t i o n c o n s t i t u t e a surp lus 

popula t ion (Farber , 1968). This populat ion i s not well trained for 

exist ing jobs in the labor market due to the fact that society believes 

i t can eas i ly function without this population. This belief or a t t i tude 

i s c l e a r l y r e f l e c t e d by the e x i s t i n g devalued programs for the 

vocational training of th is population (Gold, 1980; Farber, 1968). 

From reported evidence (Whitehead, 1979), most programs, such as 

sheltered workshops designed for the vocational hab i l i t a t ion of mentally 

r e t a rded c i t i z e n s , provide qu i t e simple, cheap and insuff icient work. 

Approximately two-thirds of the handicapped workers perform subcon t rac t 

work of p a c k a g i n g or bench as sembly t ype with a l imi t ed use of 

equipment. In addit ion, most mentally handicapped workers in workshops 

r ece ive some i n s t r u c t i o n in job performance, but they do not receive 

much t raining in productivity (Gold, 1980; Whitehead, 1979). A r e s u l t 



i s low productivity leve ls , t r i v i a l wage earnings and a high dependency 

on s t a t e and federal funds for financial support (Whitehead, 1979). 

Researchers have indicated that mentally retarded workers fa i l in 

the i r vocational and community living placements due to lack of s o c i a l 

s k i l l s , l a c k of a d e q u a t e v o c a t i o n a l p r e p a r a t i o n , and due to low 

product ion r a t e (Grossman, 1983; Loos & Tizard , 1955; and Windle, 

S tewar t , & Brown, 1961). According to Whitehead (1979), low production 

r a t e i s a major problem, as i t c o n t r i b u t e s to the f a i l u r e of t he 

mentally retarded c i t izens in community se t t ings . Thus, i t appears that 

t he u l t i m a t e s u c c e s s of f u l l y a s s i m i l a t i n g c i t i z e n s with mental 

re tardat ion into society i s dependent on the degree to which workshop 

personnel and researchers help these ci t izens improve their production 

r a t e s . Specif ical ly, the need for improvement i s in terms of t r a i n i n g 

these c i t i z e n s to somehow bring thei r work productivity up to or close 

to i n d u s t r i a l s t andards (F lexer & Mart in, 1978) . From a v a i l a b l e 

l i t e r a t u r e , i t seems tha t t h i s need has been addressed by researchers 

throughout the years . 

For over two decades, a growing number of r e sea rche r s have been 

c o n c e r n e d w i t h t h e i m p r o v e m e n t of t he work p r o d u c t i v i t y of 

ins t i tu t iona l i zed mentally retarded individuals (Rusch & Schutz, 1981). 

Due to t h i s concern, r e s ea r che r s have conducted a plethora of studies 

u t i l i z i n g a var iety of techniques . Some of the techniques they have 

used have included goal se t t ing and modeling (Kleibham, 1967), posi t ive 

consequences such as music ( C o t t e r , 1971), choice of work assignment 

(Zimmerman, Overpeck, Eisenberg , & Garlick, 1969), and money (Evans & 

Spradlin, 1966; Huddle, 1967; Hunt & Zimmerman, 1969). Other techniques 



have included reinforcing contingencies (Crosson, 1969), token economy 

(Zimmerman, Stucky, Garlick, & Miller, 1969), and different schedules of 

r e i n f o r c e m e n t (Schroeder , 1972). By u t i l i z i n g these t echn iques , 

researchers have s ignif icant ly contributed to the improvement of the job 

performance of individuals with mental retardation in sheltered workshop 

s e t t i n g s . However, the m a j o r i t y of r e s e a r c h e r s have r e l i e d on 

techniques t h a t are imprac t i ca l and d i f f i c u l t to fade out (Matson & 

Martin, 1979; Rusch & Schutz, 1981). 

T y p i c a l l y , r e sea rche r s have used t e c h n i q u e s r e q u i r i n g such 

i n c e n t i v e s as music, video tape and other expensive equipment in the i r 

attempts to increase the productivity of mentally retarded i n d i v i d u a l s . 

Although these techniques have been shown to be beneficial with retarded 

i n d i v i d u a l s , they are i m p r a c t i c a l , as they require a maximum of staff 

time for the successful t raining of productive behavior . In a d d i t i o n , 

these techniques are d i f f icu l t to fade out due to the fact that they do 

not occur natural ly and are not l ike ly to occur in normal work se t t ings 

(Matson & Mart in , 1979). In r e a l - l i f e work se t t ings , workers do not 

r ece ive tokens for high p r o d u c t i v i t y nor do they n o rma l l y watch 

themselves on t e l e v i s i o n screens to see whether they are productive or 

not. Instead, they receive monetary rewards and social praise for the i r 

product ivi ty . 

I t i s commonly known that social praise i s an inexpensive and quite 

p rac t i ca l technique, as i t occurs natural ly in r e a l - l i f e work s e t t i n g s 

and i t r e q u i r e s a minimum amount of time when administered to workers 

for the i r product ivi ty . This cost- and t i m e - e f f i c i e n t technique has 

been used by on ly a l imi ted number of r e s e a r c h e r s in a t tempts to 



increase the work productivity of individuals with mental retardation. 

The findings of this limited number of researchers have indicated that, 

although social praise increases the work productivity of mentally 

retarded individuals, it does not foster independent work behavior 

(Brown & Pearce, 1970; Logan, Kinsinger, Shelton, & Brown, 1971; Matson 

& Martin, 1979). 

Social praise is used to express a favorable judgment, to express 

highest approval of somebody or to express one's esteem of a person for 

his/her accomplishments (Morris, 1976; Webster, 1984). Specifically, 

social praise is nothing more than a judgmental statement, such as "you 

make me so proud of you" or "you did such a good job," delivered 

directly to an individual after the desired behavior has been performed 

(Ayllon & Azrin, 1968; Brown & Pearce, 1970; Jens & Shores, 1969; McKay, 

1976). In behavioristic terms, "praise is a generalized conditioned 

reinforcer because it has been paired with many reinforcing events" 

(Kazdin, 1980, p. 136). Praise or verbal approval has the advantage of 

all conditioned reinforcers in that it occurs naturally. In other 

words, it is a reinforcer that may be administered without disrupting 

the performance of the desired behavior (Ayllon & Azrin, 1968; Kazdin, 

1980). However, praise is a reinforcer with certain disadvantages. 

A major disadvantage of praise is that it is given when one has 

surpassed his/her previous performance levels (Kazdin, 1973). Another 

disadvantage of praise or verbal approval is that it is awarded for 

quality of performance, for being the best or for producing a superior 

product (Dreikurs, Grunwald, & Pepper, 1982; McKay, 1976). The message 

which praise communicates to the individual who receives it is "if you 



do something which one considers good, then you will have the reward of 

being held high in one's esteem" (McKay, 1976). Another disadvantage of 

praise is that it is evaluative and judgmental. A further disadvantage 

of praise is that it places emphasis on the individual and teaches 

him/her to be afraid of failure. Finally, praise is an external 

motivator, as it fosters dependence on others, selfishness and 

competition (Dreikurs, Grunwald, & Pepper, 1982; McKay, 1976). Due to 

these disadvantages, several authors do not recommend that one should 

use praise in his/her attempts of helping individuals improve their task 

performances. Instead, they recommend that one should use encouragement 

(Dinkmeyer & Dreikurs, 1963; Dreikurs & Soltz, 1964). 

Encouragement is used to inspire with spirit, to foster hope, to 

stimulate, to support or to instill with courage and confidence (Morris, 

1976; Webster, 1984). Encouragement is simply a statement such as "you 

can do it" or "keep on" delivered to an individual while trying to 

complete a task, completing a task or even failing at completing a task 

(Dreikurs & Soltz, 1964). In Adlerian terms, encouragement is a comment 

which shows acceptance, emphasizes effort and improvement, appreciates 

contributions, stimulates the individual to evaluate his/her own 

performance and instills faith and confidence (Dinkmeyer & McKay, 1973; 

McKay, 1976). According to Dreikurs, Grunwald, and Pepper (1982), 

encouragement focuses on assets and strengths, trusts and believes in 

the individual as good enough as he or she is. Encouragement does not 

place value judgments on individuals. Instead, it coimnunicates to them 

that their present lack of skills in no way diminishes their value as 

persons (Dreikurs, Grunwald, & Pepper, 1982). 


