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Introduction

Organization of This Document

The Rehabilitation Services Administration (RSA), Office of Special Education and Rehabilitation Services, U.S. Department of Education (ED) requests clearance of data collection instruments to conduct an evaluation of the Rehabilitation Services Administration Training Programs’ responsiveness to State VR Agency needs for qualified personnel.  This study is being conducted under the authority of Section 14(a) and Section 301of the Rehabilitation Act of 1973.  We request clearance for data collection activities.
This document contains the following:

· An OMB 83-I Form

· Overview of the Study

· Justification (Part A)

· Description of Statistical Methods (Part B)

· Appendices
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OVERVIEW OF THE STUDY

State vocational rehabilitation (VR) agencies assist citizens with disabilities to obtain gainful employment and participate fully in our society.  Rehabilitation Counselors
 provide assistance through the delivery of services to the disabled consumers and are considered the “backbones” of the VR system. The 1992 and 1998 amendments to the Rehabilitation Act of 1973 require that each state VR agency develop a Comprehensive System of Personnel Development (CSPD).  Within each state agency, the CSPD sets the minimum personnel standards for Rehabilitation Counselors and the plans to achieve these standards.  In most states, the CSPD minimum standard is a Master’s degree in Rehabilitation Counseling or a closely related area. 

The Rehabilitation Services Administration (RSA), in order to provide quality services to consumers, assists state VR agencies in obtaining qualified counselors to provide those services.  The RSA Training Program, through grants to pre-service and in-service training programs among other training activities, supplies qualified staff to state VR agencies. The program’s annual appropriation for FY 2001 is $39,629,000.  Part of that appropriation supports more than 800 students enrolled in university-based training programs across the country, referred to as RSA-Funded scholars or “scholars.”  Scholars are required either to reimburse the program financially or to work in a qualified work setting for two years for each year of support received. A qualified work setting is a state VR agency, a non-profit service provider, or a private for-profit service provider that has service arrangements with state VR agencies. Scholars in Master’s degree programs usually have a four-year work obligation at the time of graduation. 

RSA wants to evaluate the impact of RSA’s Training Program on supplying qualified Rehabilitation Counselors needed by state agencies.  Six study questions have been developed: 

1. What is the current progress of each state agency in meeting the CSPD minimum personnel standards and what is the anticipated progress that state  agencies will make over the next five years?

2. What facilitates or inhibits graduates from entering or remaining in careers in state VR agencies?

3. Does the work requirement encourage qualified graduates to work in state agencies?  Are RSA-Funded graduates working at appropriate employers or financially repaying their scholarship? 

4. How can the RSA Training Program and state VR agencies help meet the projected demands for rehabilitation counselors who meet the state’s minimum CSPD standards?

5. What is the current and projected demand by state VR agencies for, and the current and projected supply of new Master’s-level personnel? 

6. Do the curricula of Master’s programs in Rehabilitation Counseling prepare students to work in state VR agencies?

Figure I presents the specific aspects in the demand for and supply of qualified counselors on which this study is focusing.  To address these questions, this study will survey the following members working in the field of rehabilitation: 

· The coordinators of the university-based training programs 

· The Human Resource Development (HRD) coordinators in state VR agencies

· The counselors

· The frontline supervisors 

· The graduates who received RSA-Funded scholarships

This two-year study, which is authorized under Section 14 of the Rehabilitation Act, began in September 2000 and will end in August 2002.  In this document, we request clearance for the data collection activities expected to begin in March 2002. 

FIGURE I:  The Demand for and the Supply of Qualified Rehabilitation Counselors


Justification (Part A)

1. Circumstances Making Collection of Information Necessary


In the Commissioner’s charge to the members of the rehabilitation community, Commissioner Fred Schroeder pointed to the significance of the 1992 Amendments for the services that state VR agencies provide to their clients:


The next significant historical milestone in the development of the Vocational Rehabilitation Counselor profession was contained in the Rehabilitation Act Amendments of 1992, as the CSPD requirements.  On July 29, 1992, the Senate Committee on Labor and Human Resources voted unanimous support for the Amendments, noting:

“The committee believes that this amendment is among the most important included in the bill.  Trained, qualified personnel often make the difference between success and failure in facilitating the achievement of an employment outcome for a client.”

RSA wants to evaluate the status of state VR agencies in implementing the CSPD standards, their anticipated progress over the next five to ten years, and how RSA’s Training Program can assist state VR agencies in continuing the progress of CSPD implementation.  Data currently available in the field are inadequate for RSA to identify the progress and the problems that state VR agencies are facing. 

The CSPD requirement is a component of the State Plan that each state agency must submit to RSA.  Although each state agency has submitted at least one State Plan over the past three years, the State Plans that we have reviewed show a lack of uniformity, consistency, and clarity.  Plans were submitted in narrative form and are inconsistent in content and detail.  Consequently, we cannot accurately determine the adopted CSPD standards, their current and future need for qualified personnel, or the problems and barriers these agencies are facing in complying with these standards.

All university-based training programs that receive RSA long-term Training grants are required to submit grantee reports to RSA, detailing the number of RSA-funded scholars, both current enrolled and graduated.  The reporting forms have three main limitations: 

· These forms are collected only from RSA-funded programs about RSA scholars.  However, preliminary analysis of the 2000–01 grantee records show that about 20 training programs, or one-fourth of all programs accredited by the Council on Rehabilitation Education (CORE), have not received any RSA grants.  The potential number of Master’s-level graduates that these institutions provide must be included in our estimate of the possible supply of qualified counselors.

· These forms do not reflect the mobility of graduated scholars in the labor market.  For example, a graduated scholar may begin his or her career in a private organization and then transition to a state VR agency at a later date.  Relying on cross-sectional data collected immediately after graduation underestimates the impact of the RSA Training Program.  We need to know the post-employment mobility of graduated scholars. 

· The current system relies on the grantees, who are usually university faculty members, to track and ensure repayment by the RSA-funded scholars.  The university faculty members often do not have the time or resources to maintain accurate records.  Therefore, we expect the data to be incomplete. 

2. Purposes and Uses of Data

State VR agencies usually have two layers of administrative structure: the central office and the field office.  Most of the field offices have two main classifications of employees: counselors and supervisors.  The basic responsibility of the supervisors is to oversee the counselors, but many supervisors also provide direct service to the consumers.  Because CSPD requirements apply to all personnel who deliver services, supervisors are under the same requirements.  Clearance is required for the five surveys of this study: 

· Training Program Coordinator’s Survey 

· RSA-Funded Graduate’s Survey 

· Human Resource Development (HRD) Coordinator’s Survey 

· Frontline Supervisor’s Survey

· Current Counselor’s Survey  

Data from these surveys will address the six main study questions listed in the previous section.  In order to ensure that each study question is fully addressed and that the surveys are collecting data that are essential for this study, AIR has developed sub-questions under each of the study questions.  These sub-questions target the specific data to be collected and guided the development of the survey instruments.  Table 1 (page 25) and Table 2 (page 33) provide comprehensive overviews of the relationship among the study questions, the sub-questions, and survey items in Appendix A.  Specifically, Table 1 relates the study questions, the sub-questions, and the corresponding items in the survey.  Table 2 provides similar information, but the table is indexed by survey items.

The final report that addresses these study questions is scheduled for release in August of 2002.  An executive summary of this report, with appropriate charts and figures, will be provided to Congress and to state and local policymakers.  

2.1  Study Questions and Corresponding Sub-Questions


In this section, we will elaborate on the specifics of each sub-question and the data needed to address these sub-questions and show how the sub-questions collectively address each of the basic study questions. 

Study Question 1:  What is the current progress of each state agency in meeting the CSPD minimum personnel standards and what is the anticipated progress that these state agencies will make over the next five years?  

A primary CSPD requirement is the establishment of the personnel standards that are based on the “highest requirements in the State,” which is defined in the regulations as the highest entry-level academic degree needed for any national or state-approved or –recognized certification.  If no state-approved or –recognized certification exists, the state VR agency must base its personnel standards on the degree needed to meet the national certification standard, which is the Commission of Rehabilitation Counseling Certification (CRCC).  To assess the current status of all state VR agencies in meeting the CSPD requirement, we must first examine the adopted personnel standards.  

A review of State Plans submitted in 1998, 1999, and 2000 reveals that, owing to problems in recruitment, many state agencies have adopted more than one personnel standard.  Typically, agencies have a set of “official personnel standards” that they aspire to meet and a second set of standards that they must adopt when the applicant pool falls short of the “official personnel standards.”  This latter set of standards is lower than the “official” standards.  For example, many state VR agencies state that they require a Master’s degree in rehabilitation counseling from all new hires, but will hire new counselors holding bachelor’s degrees.  This system of “dual personnel standards” is the current status of how CSPD personnel standards are implemented in the country and therefore should be reflected in the study.  With these considerations, the first sub-question is as follows:

1.1 How prevalent is the duality of the standards among state agencies?

Official Standards.  To address this sub-question, the study must collect information on the adopted “official personnel standards” used when confronted with problems in hiring.  For the “official personnel standards,” this study will use information collected from new State Plan reporting forms that RSA has developed for 2001.  These new forms are designed to collect more precise information from the state agencies on the CSPD personnel standards adopted.  

Standards Used in Hiring.  The official State Plan reporting forms, usually do not report on the standards that agencies use when confronted with hiring difficulties because these standards are often lower than the “official personnel standards.”  We will collect this second set of standards from the HRD Coordinator’s Survey.

After determining what the standards are, we must assess whether the staff members are meeting these standards.

1.2
How many current staff, counselors, and supervisors meet the “official personnel standards”?  Conversely, how many staff do not meet the standards?

Current Staff and the Official Standards.  Budget constraints do not permit the study to draw random samples of supervisors and counselors from each agency to determine the distribution of staff qualifications.  Rather, this study will rely on the Human Resource Development (HRD) coordinator of each State agency to provide information on the distribution of academic qualifications of current staff and the distribution of staff with respect to meeting or not meeting the “official personnel standards.” 

The two sub-questions discussed above address the current status of state VR agencies in implementing the CSPD requirements.  We now turn our attention to addressing the anticipated progress of state VR agencies in the next five years.  Specifically:

1.3
What progress can we expect the state VR agencies to make in meeting the CSPD requirements in the next five years?

In addition to setting the personnel standards, CSPD also requires each state agency to develop plans to ensure that all staff members will meet the “official personnel standards.”  Our primary goal is to project whether “official personnel standards” can be attained given the dynamics that affect supply and demand.

The progress of the CSPD requirements depends on 1) the pace that current staff members whose qualifications have been identified as not meeting the “official personnel standards” will complete their retraining and 2) the volume of new staff members needed and the extent that new counselors will be hired at the standards. 

How fast state agencies will be able to upgrade the credentials of all current staff members depends on 1) the extent that current staff needs to be retrained; 2) the characteristics of these plans including the incentives to induce staff to follow them; 3) the cost of upgrading all current staff; 4) the resources that agencies have; and 5) other barriers and obstacles, including admissions requirements that may deter staff from seeking admissions to training programs. 

The Number of Current Staff Who Need Retraining.  Sub-question 1.2 provides estimates with respect to the number of staff who need to be retrained.  However, it is likely that some of the identified current counselors will leave in the next few years.  In order to identify the need for retraining more precisely, we must determine how many staff members who need retraining will also retire or leave for other reasons in the next five years.  We will collect the attrition information from the HRD coordinators.  

The Characteristics of the Plans.  With respect to examining the extent to which staff members who need the upgrading are following the plan, we need to determine how many of the staff who need retraining have developed formal plans and how many are actively pursuing these plans.  Since CSPD requires agencies to develop plans for all staff members who need retraining, we expect the HRD coordinators to overstate the incidence.  Thus, we must compare responses from HRD coordinators with the responses from frontline supervisors and counselors. 

To analyze the incentives of the plans in inducing staff to follow them, we will examine the elements of the plan, the expected time of completion, the assistance provided, and the positive and negative consequences in either fulfilling or not fulfilling the plan. 

Costs and Resources.  The pace of progress depends on the cost of upgrading all current staff, the resources that agencies can spend on retraining, and the amount of training required of the staff.  This study will explore the sufficiency of funds for training or retraining the counselors.  

· One source of estimated cost is from the HRD coordinators who know the number of staff members who need retraining, the length of retraining, and the cost involved.  However, since HRD coordinators may exaggerate the cost involved to justify requests for higher funding, we will also estimate costs by using tuition costs and the length of retraining collected from the training program surveys. 

· An alternative is to calculate the cost based on collected data.  RSA provides an in-service training grant (Title III) to agencies, and each agency can also use Title I funds to support training and retraining of necessary personnel.  From the HRD coordinators, we will gather funding allocation information and, based on tuition costs and the number of staff who need re-training,  assess the sufficiency of funds (per year) to project a time schedule for each agency.  The results will be compared with the responses provided by HRD coordinators on how many staff will be retrained in the next few years and the time that retraining of all current staff is expected to be completed.  

Other Barriers.  In addition to the objective measures discussed above, we will collect qualitative information from key players in the field about their opinions and impressions of problems associated with retraining current staff members and plausible solutions.  This information will be used to guide the development of policies targeting specific areas in implementing the CSPD requirements.  

· The HRD coordinators are responsible for setting the goals for meeting CSPD requirements and developing the plans to meet these goals.  Thus, we will ask about their perceptions of resistance by staff members to participate in retraining.

· The frontline supervisors are responsible for implementing the plans and must ensure that staff members are adhering to their plan.  Frontline supervisors will be asked about their perceptions on the implementation of CSPD requirements and plans to meet the “official personnel standards.”

· Counselors are the focus of CSPD, and we will ask them about additional supports they would like to receive from the agencies and about training programs that would assist them in their pursuit of higher credentials. 

As previously discussed, in addition to the pace of retraining current staff, the continued progress a state VR agency makes toward the CSPD requirements also depends on the quality of the new hires.  Thus, we need to analyze the volume of expected openings and the number of qualified applicants the agencies can actually hire.

Current and Future Vacancies. Information on current vacancies can be easily collected from the HRD coordinators.  To determine the demand for the next five years, we need to know how many vacancies are expected.  Projections have been notoriously inaccurate; thus, we will collect information on the empirical turnover-rate data from the previous year in addition to collecting information that is based on the HRD coordinators’ experiences and estimates.  

Quality of New Hires.  Obviously, the progress of the CPSD also depends on the ability of the state agencies to attract applicants whose qualifications are at the adopted “official personnel standards” to fill these positions.  If an agency expects to hire counselors below the “official personnel standard,” the entire staff may never be upgraded.  We will collect information on the proportion of staff hired last year whose qualifications met the CSPD required personnel standards.  In addition, we will ask the HRD coordinators to project their needs for undergraduates, whose qualifications are below the CSPD required standards in most states.

Study Question 2:  What facilitates or inhibits graduates from entering or remaining in careers in state VR agencies? 


The continued progress of implementing the CSPD requirements and meeting the “official personnel standards” in state VR agencies depends on successes in recruiting and retaining qualified staff.  This study question focuses on identifying the factors that facilitate or inhibit 1) graduates from applying for or accepting a position in a state VR agency and 2) working counselors from leaving the state VR agencies.

We will identify these factors by first tapping into the vast experience of the relevant players in the field and then by relating policies and practices with the outcome of recruitment and retention.

2.1
What do the key players in the field perceive as the main issues in attracting qualified applicants and retaining current staff?

Perceived Factors.  The primary goal of this sub-question is to examine the factors that attract qualified applicants and retain current staff, as perceived by key players, and whether or not perceptions of these factors vary among agencies with different characteristics.  Key players refer to the HRD coordinators, current counselors working in a state VR agency, and training program coordinators that “produce” the qualified personnel.

· Most HRD coordinators in state agencies have the responsibility of securing the funding for vacancies, reviewing résumés, contacting potential applicants, offering the position, and approving employment.  Although subjective, their opinion is invaluable for identifying the main factors that attract qualified applicants and retain current counselors.  We will ask the HRD coordinators to respond to open-ended questions about the implementation of the CSPD requirements and their perception of barriers and problems in recruiting and retaining qualified staff.  In addition to answering the open-ended questions, HRD coordinators will be asked to rank barriers and problems from a pre-set list of reasons identified through an examination of state plans and conversations with various personnel in the field.  

· Training program coordinators will be asked to respond to these same pre-set questions, and their responses will be compared and contrasted with those provided by the HRD coordinators.  The purpose of asking HRD coordinators and training program coordinators to respond to identical questions is to determine whether they perceive the same problems in spite of their different roles. 

· Current counselors will be asked to provide subjective reasons about why they continue to work at the state VR agency.

It is likely that agency characteristics, such as size and clientele served, will affect how these issues are perceived.  Thus, we will examine the perceptions of key personnel according to agency characteristics.


In addition to using the subjective judgment of these personnel, this study will use statistical models that relate empirical policies and practices with success in recruitment and retention. 

2.2
What recruitment activities and hiring processes are currently used in state VR agencies?


A previous study, which focused on the recruitment and retention of counselors,
 has pointed to the following areas for empirical measures of these factors: recruitment activities, hiring practices, job desirability, and characteristics of the supervisors and of the individual counselors. 

Recruitment Activities.  The primary goal of this sub-question is to identify the recruitment activities and hiring practices used by state agencies.  Recruitment activities refer to the set of activities undertaken by state agencies to notify potential qualified applicants about vacancies, career opportunities, or both.  This study will explore three major clusters of recruitment activities: recruitment efforts, relationships with training programs, and internships. 

· Recruitment efforts refer to both on-line and traditional means of publicizing job openings and career information.  Other avenues include maintaining working relationships or partnership relations with university-based training programs.  Since HRD coordinators conduct, approve, and coordinate these efforts, they will be the primary source for such data. 

· An increasingly popular joint venture between training programs and state agencies or local offices is to have students fulfill their internship requirements in state VR agencies, which then offer them positions after graduation.  This study will explore the various characteristics of this internship system, including its prevalence and compensation provided.  In order to account for variations across offices, internship data will be collected from HRD coordinators and frontline supervisors.

· To understand the connection between RSA funded Scholars and state VR agency, we will collect information on any special recruiting effort that target these scholars.

Hiring Process.  Hiring process refer to the procedures and requirements of hiring new counselors.  A previous study identified two main problems with the hiring process of state agencies.  

· In many states, civil examination (in addition to professional certification examination) is a major problem in offering positions to otherwise qualified candidates.  We will collect data from the HRD coordinators on whether such requirement exists and the frequency of examination.

· In many states, the length of time the state agencies usually take to publicize the job opening to the public and to process applications is a reason for the high rate of vacancies that last for a long period of time.  Although the HRD coordinators have a global perspective on this issue, we expect the frontline supervisor of the most recently hired counselor will be a more reliable source.  We will ask the supervisors to provide the length of time spent in various steps of the hiring process.  

· Finally, conversations with state personnel reveal that many state agencies offer higher pay to the candidates for the same position whose qualifications meet CSPD standards.  Data on this practice will be collected from the HRD coordinators.

2.3
How desirable is it to work in a state VR agency?


Although recruitment activities may be effective in letting the potential candidates know about the position, it is the desirability of the job itself that draws the candidates to apply and those working in the state agency to stay.  The purpose of this sub-question is to focus attention on the desirability of working as a rehabilitation counselor in a state VR agency.

Job Desirability.  In order to explore the desirability of work within state VR agencies, we will examine (a) the work conditions, (b) the organizational environment, and (c) the compensation. 

(a)
In terms of work conditions, this study will explore the following properties: 

· Job security and unionization.  Job security refers to the proportion of staff who were fired or laid off in the previous year.  Unionization refers to whether the counselors are unionized and the extent of union involvement in developing CSPD and civil service examinations.

· CSPD requirement.  CSPD requirement refers to the “official personnel standard” adopted by the state agency and the extent to which retraining plans have been developed and implemented (similar to sub-question 1.3 above).  Since state agencies are paying for the education, some candidates may be attracted by the opportunity.  At the same time, the requirement of returning to school may turn some existing counselors to private sector employment that does not have such requirements.

· Autonomy.  Autonomy refers to the stages in the client service that require approval and the amount of money that staff members may authorize to spend for consumers without prior approval.

· Workload.  Workload refers to the number of cases a counselor typically carries.

· Time allocation.  Time allocation refers to the amount of time a counselor typically spends on different tasks.

· Professional development.  Professional development refers to the hours required for staff training and development (in addition to those required for CSPD).

· Characteristics of the supervisors.  The Cohen & Pelavin (1992) study identified personal (demographic and academic) and professional (work experience and duration of service) characteristics of frontline supervisors as having an impact on the recruitment and the retention of counselors. 

(b)
Organizational environment refers to the following properties of the agency:

· Size of the agency.  Size of the agency refers to the number of active clients, the number of field offices, the number of counselors, and the total budget.

· Clients served.  Clients served refers to whether the agency is a General Agency, a Commission for the Blind, or a Combined Agency (a state agency that combines the General Agency and the Commission for the Blind).

· Hierarchical structure.  Hierarchical structure refers to the various grades and levels in an office, which is a measure of potential career advancement for the graduates.

· Promotion opportunity.  Promotion opportunity refers to the length of time a counselor will spend at one level before being promoted to the next level.

· Geographical location.  Geographic location refers to the proximity of a field office to an urban city.  Offices located in remote areas can expect to have more recruitment problems.

(c)
Compensation refers to salaries and benefits.

Obviously, salary is an important factor in determining the desirability of a position.  This study will measure salary on two dimensions.  The first dimension refers to the nominal dollar value of entry-level counselor positions and top-level positions for counselors and supervisors to which counselors can aspire.  The second dimension relates salaries in state agencies to those offered in the private sector; this indicator measures the competitiveness of the salaries offered in state agencies.  Since the competitiveness of the salaries varies according to local conditions, we will collect salary information from frontline supervisors.

2.4
Is there any group, defined by demographic, educational or work experience characteristics that is more likely to leave state VR agencies?

Personal Characteristics.  Personal characteristics of an individual can affect the probability of staying in or leaving a position.  Younger workers, for example, have a higher probability of job transfers and mobility.  In order to determine the likelihood of leaving a position, we will need to identify these characteristics from both current and former counselors.  In this study, frontline supervisors will be asked to identify these characteristics for counselors who worked under their supervision and left the agency within the last two years. 

Using a multivariate analysis technique, we will identify the impact that recruitment activities, hiring practices, job desirability, and the personal characteristics of individuals have on the recruitment and retention of counselors.  

2.5
What impact do the factors identified above have on recruitment and retention?

Whereas sub-questions 2.1–2.4 focused on identifying the practices and factors that could impact recruitment and retention efforts, this sub-question focuses on identifying the impact of these factors on recruitment and retention.  In order to identify the impact, we must first define retention and recruitment.  

Measures of Retention.  In this study, retention refers to how often counselors leave or intend to leave voluntarily.  Voluntary turnover is defined in this study as leaving the position because of reasons other than retirement, death, or health or being laid off or fired.  In other words, voluntarily turnover can be changed by changes in policies and practices.

· At the agency level, this study will explore the relationship between the variables identified in the “organizational environment,” and the compensation and benefits offered, with the prevalence of voluntarily turnover.  We will ask the HRD coordinators to provide a count of staff who left in the last year by the reasons for departure.  We will then model the probability of voluntary turnover as a function of the agency-level characteristics. 

· Conversations with HRD coordinators have revealed that although they track the reasons a counselor left and could sufficiently identify whether a staff member left voluntarily or not, the categories used in the tracking system are usually general and imprecise.  Frontline supervisors work closely with the counselors and thus are more likely than the HRD coordinator to know the subtle reasons certain counselors voluntarily left the agency.  This survey will ask frontline supervisors about the number of counselors who left in the last two years and the reasons they left.  We will use this information, along with the number of counselors who did not leave, to model the likelihood of leaving state agencies as a function of the “work condition,” “organizational environment,” “job desirability,” and “characteristics of individual” counselors. 

· To find out how many current staff members will voluntarily leave, the study will ask the working counselors about their future plans.  This intention will be related to the same set of factors described above. 

Measures of Successes in Recruitment.  Success in recruitment will be measured along two dimensions.  The first dimension uses the traditional measure of recruitment: how many vacancies were filled, how many vacancies were opened over the past 90 days, and at what rate they were filled.  However, because some agencies are hiring counselors below the “official personnel standard,” these measures may underestimate the personnel shortage problems that agencies are facing.  To understand the impact of this problem, the second dimension will measure the success of recruiting counselors at the “official personnel standards” according to CSPD requirements.  The study will use the following measures of recruitment:

· The overall-fill rate of last year, which refers to the proportion of filled vacancies in an agency, regardless of whether the newly hired counselor met the “official personnel standard” or not, divided by the number of budget-approved vacancies of last year.

· The CSPD fill-rate of last year, defined as the proportion of vacancies filled with new staff who met the “official personnel standard.” Results from the CSPD fill–rate will be used to improve the projection of anticipated progress as discussed under Study Question 1.  Specifically, we will combine specific conditions of a particular agency with the coefficients obtained to estimate how many newly hired counselors will be hired at the CSPD required standards. 

· Number of interviews conducted and unsuccessful offers.

· The proportion of qualified applicants to all applicants per vacancy.

· The probability that the most recently hired counselor had qualifications that fit the advertised job description.

· The probability that the most recently hired counselor had qualifications that met the “official personnel standard.”

· The avenues through which working counselors learned about the state VR agency job openings when they were looking for a job.  This information will indicate which avenues pursued by HRD coordinators are more effective. 

· The proportion of interns who turn into full-time staff members.  This will measure the effectiveness of using an internship program as a recruitment tool. 

Study Question 3:  Does the work requirement encourage qualified graduates to work in state agencies?  Are RSA-funded graduates working at appropriate employers or financially repaying their scholarship?

In RSA’s Training Program, students exchange work obligations after graduation for the scholarships they received while in school.  The responsibility of ensuring that they pay back their obligation rests on the grantees, who are usually faculty members in a training program.  RSA wants to know whether this system is working as intended. 

3.1
Are RSA-funded graduates paying back their obligation?

Payback Status.  To address this question, we must determine whether a former RSA-funded scholar has completed his or her obligation, is in the process of paying back the obligation through work or through financial reimbursement, or is in default at the time of survey administration.  

The study will use two sources to determine the distribution of former scholars in these various categories of payback status.  The first source of data will be the employment records kept by grantees.  However, due to various reasons, records kept by the grantees may not be complete or accurate.  To gather accurate results, the study will use the records kept by grantees to contact the former scholars directly to validate their status and employment records.  This study will use the amount of work, money, or both, that the former RSA-funded scholars owe (total and currently) to predict the probability of their working in state VR agencies at the time of the survey.

Master’s programs in Rehabilitation Counseling and related fields are generally two-year programs, and scholars typically receive funding for both years.  Because scholars owe two years of service for every one year of funding, they normally owe four years of obligation.  Most scholars who graduated five or more years ago should have fully paid off their obligations; therefore, universities are likely to have incorrect contact information.  In order to maximize the efficiency of our sample, we will contact scholars who graduated in the last four years and confirm their payback status. 

The measure of current payback status cannot capture the impact that the RSA traineeship program has on the decisions that individuals make in their career.  A lack of openings in state agencies at the time of graduation may force a former scholar to start working in a private organization and change settings to work as a state agency counselor after a period of time.  A better way to determine the impact of the RSA Training Program on individual graduates is to assess the dynamics of an individual scholar’s employment experience as raised in the sub-question below. 

3.2
Is the career path of RSA-funded graduates different from that of non-RSA funded graduates?

Career Path.  Ideally, to better understand the influence of the RSA long-term training program on graduates’ accepting positions at state VR agencies, we need to compare the path of RSA-funded graduates with that of non-RSA funded graduates.  Unfortunately, records on non-RSA funded graduates kept by the alumni office or the department are of even lower quality than the records maintained on RSA–funded scholars.  The cost of having an acceptable sample and response rate from the group of non-RSA graduates would exceed available resources.  Instead, in order to address this issue, we will compare the employment experience of scholars and non-scholars among the current counselors who are working in state VR agencies and are randomly selected to participate in the study at the time of the survey distribution.  Using the exited scholars survey, we will also compare the career paths of scholars who are working in state agencies with those who are not.

3.3
Are grantee’s tracking practices effective?

Tracking Practices.  As previously mentioned, grantees are required to track RSA-funded scholars after graduation until their obligation is paid off through either work or financial reimbursement.  As part of the analysis, we will document the various tracking practices used by grantees and the quality of the data kept and will calculate the probability that a former scholar is working in the state agency at the time of the interview.  We will ask the participating grantees about the various modes, methods, and frequencies of tracking.  We will use the contact information provided by the grantees to contact these RSA-funded scholars and measure the quality of the records by the number of successful contacts  

Study Question 4:  How can the RSA Long-Term Training Program and/or State VR Agencies help meet the projected demands for rehabilitation counselors who meet the state’s minimum CSPD standards?


Whereas Study Question 1 provides an agency-by-agency estimate of the current and future demands for qualified counselors, this study question focuses on (1) assessing whether the supply system, including Title I funds, can meet these demands and (2) identifying factors that RSA, the RSA Training Program can do to increase the supply.  

4.1
What are the current capacity and the projected production capacity of the training programs in the country? 

Overall Capacity.  Before we can identify what RSA can do, we must determine the capacity of the current system.  We will measure the overall production capacity from two angles:

· First, we will document the number of students who applied, are currently enrolled, or have graduated within the past two years.  The CSPD standards also require agencies to achieve a diversified workforce.  Thus, to examine this issue, we will collect the demographic characteristics of the enrolled students and the graduates.

· Second, we will explore the number of training programs that are operating “at capacity,” measured by comparing the current enrollment with the maximum enrollment of training programs.  This ratio will be used to classify training programs into “at capacity,” “near capacity,” “at average capacity,” and “below capacity.”  The exact level that classifies a training program into one of these categories will be determined by empirical distributions.

In order to assess whether the future supply of counselors who meet the “official personnel standards” will meet the projected demand, we will ask university training program coordinators to project expected enrollment, graduation, and plans for program expansion.  In addition to using the projections made by training program personnel, we will calculate the projected capacity using “growth rates” based on graduation and enrollment data from the previous year.

In our discussion of study question 1, we divided the demand for counselors who meet the “official personnel standards” into two categories: 1) the need for new counselors to replace those who will be leaving and 2) the need to retrain existing counselors who do not currently meet the “official personnel standards.”  This distinction requires us also to divide the overall production capacity into two streams: new students who are students that have not been working as Rehabilitation Counselors prior to schooling and students who are counselors and are returning to school in order to upgrade their credentials.  

4.2
How many new graduates enter state VR agencies?

Potential Supply and Realized Supply.  The total number of new students represents the potential supply of new counselors.  However, state agencies are primarily interested in the realized supply of counselors which is the number of new graduates who actually enter careers in state VR agencies.

In the absence of longitudinal data, we will collect data from training program coordinators on immediate post graduation employment of new graduates.  RSA-funded new graduates are expected to have a higher propensity to enter state VR agencies.  Indeed, that is the focus of Study Question 3.  Thus, among the new graduates, we will need to distinguish between those who are RSA funded from those who are not funded.  We can then use the average entry rate of the last two years to project the number of new graduates who will be entering state VR agencies in the next five years.

In addition to the graduates who are “new,” degree-granting programs train working counselors who return to school to upgrade their credentials.  Our discussion on the capacity of supply must include the enrollment and graduation figures of these students.   

4.3
How many counselors who have returned to school can university training programs retrain each year?

Returning-to-School Counselors.  We will collect data from training programs on the number of return-to-school counselors that have applied, enrolled, and graduated in the last two years and any specific incentives or accommodations the training program offers to these students.

If the capacity of the training programs is not expanding, the admission of new students and returning-to-school counselors represents an intricate zero-sum game.  If the state VR agencies are successful in encouraging working counselors to return to school, the number of applicants for the Master’s program will increase.  Admitting more working counselors will result in a reduction in the number of new students and, eventually, will reduce the number of new counselors.  By using admissions data on these two groups of students over the past two years, we can begin to analyze whether the trading of these two groups of students is already occurring.

4.4
If the projected supply of graduates entering state VR agencies is lower than the expected needs, what can be done to increase the supply?

RSA and the Training Capacity.  In order to assess what RSA can do to change these various supplies, we want to establish what impact RSA already has on the training of rehabilitation professionals.  This study will identify the presence of RSA in terms of the number of programs that received RSA funds; the number of grants awarded; the proportion of applicants, students, and graduates supported by these grants; and the share of RSA grants in program budgets and in the proportion of tuition covered in academic year 2000–01. 

In order to assess the impact of these factors on the overall capacity, potential supply, and realized supply of counselors, we will control for factors that are not within RSA’s control.  These non-RSA factors include tuition and program-level characteristics, such as length of the program, years of service, size of faculty, and type of control (public/private).  Multivariate analysis will be used to identify the net impact of these various factors. 

Some factors affect the realized supply only.  Since grantees are required to track the RSA-funded scholars after graduation until their obligation is paid off, we can assume that better tracking practices will result in a higher proportion of students fulfilling their obligations and a higher proportion of professional life spent in state VR agencies.  We will include the tracking practices used by grantees, including the frequency of contact, the mode of contact, and the information they gather.  Further, partnerships with employers, such as the practice of placing student interns in state agencies, also affects the realized supply only. 


Results obtained from the analysis of this study question will be used to build the “what-if” scenarios about the supply of counselors who meet the “official personnel standards” which is the basic purpose of Study Question 5.

Study Question 5:  What is the current and projected demand by state VR agencies for and the current and projected supply of new Master’s-level personnel? 


Study Question 1 also focuses on the demand for new counselors to replace departing staff.  The emphasis in Study Question 1 is on the agency level.  In this Study Question, the focus is on the national level. 

In this study, the demand for new counselors is viewed as being generated from the need to replace staff members who will be leaving because of retirement or other reasons.  State VR agencies generally do not store age information in an easily accessible form.  Thus in examining Study Question 1, we decided not to collect age-specific information from the HRD coordinators.  Instead, we will rely on HRD coordinators to provide us with the expected number of retirements “in the next five years.”  These data do not provide yearly changes in the demand for counselors.  In addition, conversations with HRD coordinators in the field reveal that some are uncomfortable making retirement projections.  To obtain an empirically based projection of the demand for new counselors, we need to construct a table of demand by using information collected from counselors and supervisors.

5.1
What is the projected national demand for new counselors who meet the “official personnel standards” for the next ten years?

Needs From Expected Retirement.  Using the age structure of counselors for FY 2002 and the typical age for retirement, we can build a table listing each year for 10 years, the increased demand for counselors as a result of retirements.  

Needs From Expected Turnover.  Similarly, using the information from former counselors, we can build a table representing the need for counselors that comes from voluntary attrition.

Results from Study Question 2, on the factors that may inhibit or facilitate the retention and recruitment of staff, can be used to build simulations of future demands.  For example, what will happen to the need for counselors that comes from voluntarily resignations if the salary of the counselors increases by 25%?

Additional Needs.  Tables generated from various simulations will be used to examine and determine the demand for replacing existing staff.  Even though it is generally assumed that state VR agencies are not expanding, a full assessment of the need for counselors who meet the “official personnel standards” must consider the additional number of counselors that state VR agencies may need to provide better service to clients.  We will use the estimates from the HRD coordinators to explore the ideal number of counselors for filling the needs across the country.  

5.2
 What can be done to increase the number of counselors entering state VR agencies?


With regard to the “realized” supply of counselors, instead of providing an estimate, we will use the analyses and results from Study Question 4 to build different estimates on the basis of a number of “what-if” scenarios.  The purpose of these simulations is to explore the best possible ways to increase the number of counselors entering VR agencies.  Samples of these scenarios follow: 

· What would happen to the potential and the realized supply if 90% of the grants, rather than the current 75%, were allocated to cover tuition?

· What would happen if RSA and/or state agencies were to sponsor more internships in state agencies?  How much would it cost and how effective would it be?

· Should RSA increase the number of grants or the size of the grants?

· Should RSA change the requirement that at least 75% of the grants should be used for tuition?

As a start, we will begin our simulation using information on how Training Directors anticipate they would allocate monies from the long-term training grant received if there were no restrictions on how to allocate the money.

Study Question 6:  Do the curricula of Master’s programs in Rehabilitation Counseling prepare students to work in state VR agencies?


The 1998 amendments identified seven essential skill areas for counselors working in state VR agencies.  This study question is designed to assess the quality of the training received by graduates of Master’s programs in Rehabilitation Counseling with respect to the identified areas.  We propose measuring the quality of training, on two dimensions: training received and work performance. 

6.1
Do the training curricula emphasize the areas that the 1998 Amendments identified as essential for working in state VR agencies?

Curricula Emphasis.  This study will examine the emphases placed on the identified skill areas as reported by the university-based training program staff. 

6.2
How well prepared do the recent graduates of Master’s programs in Rehabilitation Counseling think they are with respect to these areas?  

Self-Assessments.  We will ask working counselors who are graduates of Master’s programs in Rehabilitation Counseling to report on how well their academic training prepared them to work in the state VR agencies in each of the identified skill areas.  These data will be compared among counselors with different academic preparations and graduation years to pinpoint whether graduates from Master’s programs in Rehabilitation Counseling rate their preparedness higher than counselors from other academic backgrounds. 

6.3
How well do the recent graduates of Master’s programs in Rehabilitation Counseling perform with respect to the identified areas?

Performance Evaluations.  In addition to measuring the quality of counselor training through self-assessments, we will ask frontline supervisors to rate the performance of counselors with whom they work.  Since frontline supervisors interact daily with the counselors, they are in the best position to evaluate whether or not staff who have a Master’s degree in Rehabilitation Counseling are better prepared.

2.2 Survey Description

This study will conduct five surveys: 

· Training Program Coordinator’s Survey 

· RSA-Funded Graduate’s Survey 

· Human Resource Development (HRD) Coordinator’s Survey 

· Frontline Supervisor’s Survey

· Current Counselor’s Survey


This section presents detailed information on each survey instrument.  An overview of each survey and its main sections are presented in Tables 1 and 2, which shows the relationship among the survey items and the primary and sub-research questions. 

Training Program Coordinator’s Survey 


This questionnaire will collect information needed for making model-based projections on the overall capacity of the training programs and the potential and realized supply of counselors.  This survey has seven sections.

· The first section collects program-level information, including tuition costs, budget size, placements for internships and, curriculum emphases on the areas identified by the 1998 Amendments.

· The second section asks for previous current and projected enrollment and graduation information, including the number of students who are returning-to-school counselors.

· The third section collects program-level practices developed for students who are working counselors.

· The fourth section asks about the relationship the training program coordinators have with different employers and their perception of why students are not entering state agencies.

· The fifth section asks about faculty resources and expected changes. 

· The sixth section focuses on the grant information: the grant size and the number of students who applied, were awarded grants, enrolled, and graduated.  This section also collects information on tracking practices.  This section will be filled out for each grant received in the program.

· The seventh section is the conclusion and gives respondents an opportunity to comment on any aspect of the study or the survey.

RSA-Funded Graduate’s Survey


This short phone interview has three purposes: (1) to confirm the integrity of records kept by grantees on exited scholars, (2) to determine the payback status of the RSA-Funded graduates, and (3) to learn about career path of these scholars after graduation. 

HRD Coordinator’s Survey


This survey will collect information to assess (1) the progress that each state agency has made in implementing the CSPD standards, (2) the problems and barriers that each agency is facing, and (3) the outlook of each agency in fulfilling the CSPD plans in the next five years.  This survey has six sections.

· The first section offers the HRD coordinators an opportunity to comment on the progress of the CSPD requirements and their perception of the problems or barriers to implementation.

· The second section asks for agency-level information, such as sizes and budgets.  Budget information on financing the retraining plans is also collected in this section.

· The third section collects information on the number of filled and unfilled positions, attrition, and salaries for entry-level and top-level positions.

· The fourth section collects information on the progress of CSPD at the agency.  Items include the standards used in hiring, the distribution of academic credentials among the agency personnel, the number of counselors who meet and do not meet the CSPD requirements, the number who are expected to retire or leave, and the characteristics of the retraining plans.

· The fifth section is on recruitment and retention.  Items in this section include the HRD’s perception on why it is difficult to attract qualified counselors, the recruitment activities conducted, the length of time hiring takes, the number of qualified résumés received, and various characteristics of the internship program.

· The sixth section offers an opportunity for the respondents to comment on any aspect of the study or the survey. 

Frontline Supervisor’s Survey

This survey will collect nationally representative information on (1) the supervisor’s characteristics, (2) the work conditions, (3) progress and problems of implementing CSPD at the local level, and (4) information about former counselors.  This survey has eight sections.

· The first section collects individual background information, including gender, age, race and ethnicity, disability status, educational background, and related-work experience.

· The second section focuses on the work conditions, including average workload and degree of autonomy.  Information on how long vacancies are open is also collected.

· The third section collects information on how internship programs work at the local level.

· The fourth section collects information on the progress of CSPD at the state level, including the perceived reasons that counselors are not willing to return to school to upgrade their academic credentials.

· The fifth section asks the supervisors to report detailed work requirements and the hiring process for the last counselor hired.  This gives a more reliable account of the hiring process and steps than the report from the HRD coordinators.  

· The sixth section asks the supervisors to rate the performance of the counselors.

· The seventh section collects background information and reasons for leaving the agency for each counselor who left under the respondent’s supervision in the last two years.

· The eighth section offers an opportunity for the respondents to comment on any aspect of the survey or the study.

Current Counselor’s Survey


The survey will collect data from a nationally representative sample and will allow us to build the age distribution of counselors working in state agencies and their career paths.  This survey has four sections.

· The first section asks for personal background information, including gender, age, disability status, and race and ethnicity.

· The second section collects information on the educational credentials and work experience of the counselor, including the job history and RSA traineeship recipient status.

· The third section asks for his or her reasons for staying with the state agency and through what avenue he or she first learned about the position.

· The fourth section is on the individual’s credentials with respect to the CSPD standards.  Items in this section include steps taken to upgrade the credentials and additional assistance he or she needs from the training program and the state agency in the effort to return to school.

Table 1:  Study Questions, Sub-Questions, Key Areas and Survey Instruments

	STUDY QUESTIONS
	SURVEY INSTRUMENTS

	
	
	HRD 
Coordinator
	Frontline Supervisor
	Current Counselor
	Training Program Coordinator
	RSA Funded Graduates

	
	
	Sect.#
	Q#
	Sect#
	Q#
	Sect#
	Q#
	Sect#
	Q#
	Sect#
	Q#

	1.
	WHAT IS THE CURRENT PROGRESS OF EACH STATE AGENCY IN MEETING THE CSPD MINIMUM PERSONNEL STANDARDS AND WHAT IS THE ANTICIPATED PROGRESS THAT THESE STATE AGENCIES WILL MAKE OVER THE NEXT FIVE YEARS?

	
	Sub-Questions
	
	
	
	
	
	
	
	
	
	

	
	1.1
How prevalent is the duality of the standards among state agencies?
	
	
	
	
	
	
	
	
	
	

	
	
	1.1.1
Official Standards
	4
	1
	
	
	
	
	
	
	
	

	
	
	1.1.2
Standards Used In Hiring
	4
	2
	
	
	
	
	
	
	
	

	
	1.2
How many current staff, counselors, and supervisors meet the “official personnel standards?”  Conversely, how many staff do not meet the standards?
	
	
	
	
	
	
	
	
	
	

	
	
	1.2.1
Current Staff And The Official Standards
	4
	5,6,7
	
	
	4
	1
	
	
	
	

	
	1.3
What progress can we expect the state VR agencies to make in meeting the CSPD requirements in the next five years?
	
	
	
	
	
	
	
	
	
	

	
	
	1.3.1
Current Staff Who Need Retraining
	
	
	
	
	
	
	
	
	
	

	
	
	
Meeting CSPD, current
	4
	6
	
	
	
	
	
	
	
	

	
	
	
Current staff who will be remaining
	4
	6,7,8,9
	
	
	
	
	
	
	
	

	
	
	1.3.2
Characteristics Of The Plans
	
	
	
	
	
	
	
	
	
	

	
	
	
Implementation of plans
	4
	13,14
	4
	1,2,3
	4
	2,3,6
	
	
	
	

	
	
	
Consequences
	4
	16,17
	
	
	4
	4
	
	
	
	

	
	
	
Assistance
	4
	18
	
	
	4
	5
	
	
	
	

	
	
	
Progression
	4
	3,11
	
	
	
	
	
	
	
	

	
	
	
Expected completion time
	4
	12
	
	
	4
	7
	
	
	
	

	
	
	1.3.3
Costs And Resources
	
	
	
	
	
	
	
	
	
	

	
	
	
Budget allocation
	2
	4,5
	
	
	
	
	
	
	
	

	
	
	
Total cost
	4
	15
	
	
	
	
	1
3
	7,8,9
3
	
	

	
	
	1.3.4
Other Barriers
	
	
	
	
	
	
	
	
	
	

	
	
	
Perception of barriers in CSPD implementation
	1
4
	1,2,3
19
	4
	5
	4
	5
	
	
	
	

	
	
	1.3.5
Current And Future Vacancies
	
	
	
	
	
	
	
	
	
	

	
	
	
Vacancies
	3
	2
	
	
	
	
	
	
	
	

	
	
	
Retirement
	3
	5
	
	
	
	
	
	
	
	

	
	
	
Overall turnover
	3
	6
	
	
	
	
	
	
	
	

	
	
	1.3.6
Quality Of New Hires
	
	
	
	
	
	
	
	
	
	

	
	
	
Future staff who will be hired
	5
	10,12
	
	
	
	
	
	
	
	

	
	
	
Demand for undergraduates
	4
	21
	
	
	
	
	
	
	
	

	2.
	WHAT FACILITATES OR INHIBITS GRADUATES FROM ENTERING OR REMAINING IN CAREERS IN STATE VR AGENCIES?

	
	Sub-Questions
	
	
	
	
	
	
	
	
	
	

	
	2.1
What do the key players in the field perceive as the main issues in attracting qualified applicants and retraining current staff?
	
	
	
	
	
	
	
	
	
	

	
	
	2.1.1
Perceived Factors 
	
	
	
	
	
	
	
	
	
	

	
	
	
HRD Coordinator’s Perspective
	1
5
	1,2,3
1
	
	
	
	
	
	
	
	

	
	
	
Training Program Coordinator’s Perspective
	
	
	
	
	
	
	4
6
	2
13
	
	

	
	
	
Counselor’s Perspective
	
	
	
	
	3
	2
	
	
	
	

	
	2.2
What recruitment activities and hiring processes are currently used in state VR agencies?
	
	
	
	
	
	
	
	
	
	

	
	
	2.2.1
Recruitment Activities
	
	
	
	
	
	
	
	
	
	

	
	
	
Recruitment Efforts
	
	
	
	
	
	
	
	
	
	

	
	
	On web
	2
	6,7
	
	
	
	
	
	
	
	

	
	
	Non-web
	5
	5
	
	
	
	
	
	
	
	

	
	
	
Relationship with Training Programs
	
	
	
	
	
	
	
	
	
	

	
	
	Type
	5
	6,8
	
	
	
	
	
	
	
	

	
	
	Number of connections
	5
	7
	
	
	
	
	
	
	
	

	
	
	Proximity
	
	
	3
	1,2
	
	
	
	
	
	

	
	
	
Internships:
	
	
	
	
	
	
	
	
	
	

	
	
	Offered the program
	5
	16
	
	
	
	
	
	
	
	

	
	
	Paid and duration
	5
	17,18,19
	3
	3
	3
	1
	
	
	
	

	
	
	Offered interns permanent positions
	5
	20
	3
5
	4
11
	
	
	
	
	
	

	
	
	
Recruiting RSA-Funded Scholars
	5
	13,14,15
	
	
	
	
	
	
	
	

	
	
	2.2.2
Hiring Process
	
	
	
	
	
	
	
	
	
	

	
	
	
Additional civil examination
	5
	21,22
	
	
	
	
	
	
	
	

	
	
	
Length of steps in hiring
	
	
	5
	6,7,8,9
	
	
	
	
	
	

	
	
	
Paid differentials to attract qualified staff
	5
	3,4
	
	
	
	
	
	
	
	

	
	2.3
How desirable is it to work in a state VR agency?
	
	
	
	
	
	
	
	
	
	

	
	
	2.3.1
Job Desirability
	
	
	
	
	
	
	
	
	
	

	
	
	
Work condition
	
	
	
	
	
	
	
	
	
	

	
	
	Job security
	4
	10
	
	
	
	
	
	
	
	

	
	
	Union membership
	4
	4
	
	
	
	
	
	
	
	

	
	
	CSPD requirement
	4
	14
16
	4
	4
	
	
	
	
	
	

	
	
	Autonomy
	
	
	2
	6,7
	
	
	
	
	
	

	
	
	Workload
	
	
	2
	4
	
	
	
	
	
	

	
	
	Activities
	
	
	2
	5
	
	
	
	
	
	

	
	
	Professional development
	4
	20
	
	
	
	
	
	
	
	

	
	
	Supervisor’s characteristics
	
	
	
	
	
	
	
	
	
	

	
	
	· Age
	
	
	1
	4
	
	
	
	
	
	

	
	
	· Gender
	
	
	1
	1
	
	
	
	
	
	

	
	
	· Race and ethnicity
	
	
	1
	2,3
	
	
	
	
	
	

	
	
	· Disability status
	
	
	1
	5
	
	
	
	
	
	

	
	
	· Academic degree
	
	
	1
	6
	
	
	
	
	
	

	
	
	· Licensure
	
	
	1
	7,8
	
	
	
	
	
	

	
	
	· Related work experience
	
	
	1
1
	9,10,11
12
	
	
	
	
	
	

	
	
	· Training in management
	
	
	2
	1
	
	
	
	
	
	

	
	
	
Compensation
	
	
	
	
	
	
	
	
	
	

	
	
	Actual salaries
	3
	8,9
	
	
	
	
	
	
	
	

	
	
	Relative salaries (compared to alternatives)
	5
	2
	2
	8
	
	
	
	
	
	

	
	
	Benefits
	3
	10
	
	
	
	
	
	
	
	

	
	
	
Organizational environment
	
	
	
	
	
	
	
	
	
	

	
	
	Levels
	3
	1
	
	
	
	
	
	
	
	

	
	
	Promotions
	3
	7
	
	
	
	
	
	
	
	

	
	
	Sizes (budget, clients)
	2
	1,2,3
	
	
	
	
	
	
	
	

	
	
	Clients served
	
	
	
	
	
	
	
	
	
	

	
	
	Geographic locations
	
	
	2
	10
	
	
	
	
	
	

	
	2.4
Is there any group, defined by demographic, educational or work experience characteristics that is more likely to leave state VR agencies?
	
	
	
	
	
	
	
	
	
	

	
	
	2.4.1
Counselor Personal Characteristics 
	
	
	
	
	
	
	
	
	
	

	
	
	
Level
	
	
	7
	1,2
	1
	8
	
	
	
	

	
	
	
Gender
	
	
	7
	4
	1
	1
	
	
	
	

	
	
	
Race and ethnicity
	
	
	7
	5,6
	1
	2,3
	
	
	
	

	
	
	
Disability status
	
	
	7
	7
	1
	5
	
	
	
	

	
	
	
Academic degree
	
	
	7
	11
	2
	1
	
	
	
	

	
	
	
Licensure
	
	
	7
	8,9
	2
	3,4
	
	
	
	

	
	
	
Length of service
	
	
	7
	12
	2
	12
	
	
	
	

	
	
	
Age
	
	
	7
	3
	1
	4
	
	
	
	

	
	
	
Current/last salary
	
	
	7
	10
	1
	6,7
	
	
	
	

	
	
	
Related work experience
	
	
	
	
	2
	2
	
	
	
	

	
	
	
RSA recipient status
	
	
	7
	14
	
	
	
	
	
	

	
	2.5
What impact do the factors identified above have on recruitment and retention?
	
	
	
	
	
	
	
	
	
	

	
	
	2.5.1
Measures In Retention
	
	
	
	
	
	
	
	
	
	

	
	
	
Reasons for departure
	3
4
	2
10
	7
	13
	
	
	
	
	
	

	
	
	
Probability of leaving 
	
	
	7
2
	1,8,9,13
9
	
	
	
	
	
	

	
	
	Future plans
	
	
	
	
	4
	9
	
	
	
	

	
	
	2.5.2
Measures of Successes In Recruitment
	
	
	
	
	
	
	
	
	
	

	
	
	
Proportion of qualified applicants per vacancy
	5
	10,11
	5
	3
	
	
	
	
	
	

	
	
	
Filling rate (general and CSPD qualified)
	5
	10,12
	
	
	
	
	
	
	
	

	
	
	
Time to fill openings
	5
	9
	
	
	
	
	
	
	
	

	
	
	
Positions open over ninety days
	
	
	2
	2,3
	
	
	
	
	
	

	
	
	
Last hired qualification matched CSPD requirement
	
	
	5
	10
	
	
	
	
	
	

	
	
	
Hired matched advertised requirements
	
	
	5
	1,10
	
	
	
	
	
	

	
	
	
Number of unsuccessful offers
	
	
	5
	4,5
	
	
	
	
	
	

	
	
	
Effective avenues 
	
	
	5
	2
	3
	3
	
	
	
	

	3.
	DOES THE WORK REQUIREMENT ENCOURAGE QUALIFIED GRADUATES TO WORK IN STATE AGENCIES?  ARE RSA-FUNDED GRADUATES WORKING AT APPROPRIATE EMPLOYERS OR FINANCIALLY REPAYING THEIR SCHOLARSHIP?

	
	Sub-Questions
	
	
	
	
	
	
	
	
	
	

	
	3.1
Are RSA-Funded graduates paying back their obligation?
	
	
	
	
	
	
	
	
	
	

	
	
	3.1.1
Payback Status
	
	
	
	
	
	
	
	
	
	

	
	
	
Status
	
	
	
	
	
	
	6
	12
	
	1,4

	
	
	
Validity of the Data Kept
	
	
	
	
	
	
	
	
	1
	1,2,3,4

	
	3.2
Is the career path of RSA-Funded graduates different from that of non-RSA-Funded graduates?
	
	
	
	
	
	
	
	
	
	

	
	
	3.2.1
Career Path 
	
	
	
	
	
	
	
	
	
	

	
	
	
Amount/Work Owed (total)
	
	
	
	
	2
	7,8
	
	
	
	

	
	
	
Amount/Work Owed (remaining)
	
	
	
	
	2
	9,10
	
	
	
	

	
	
	
RSA traineeship recipient
	
	
	
	
	2
	5,6
	
	 
	
	

	
	
	
Exemption Status
	
	
	
	
	2
	11
	
	
	
	

	
	
	
Job History (start and end dates, type of organizations)
	
	
	
	
	2
	12,13
	
	
	1
	3,4,5

	
	3.3
Are grantee’s tracking practices effective?
	
	
	
	
	
	
	
	
	
	

	
	
	3.3.1
Tracking Practices
	
	
	
	
	
	
	
	
	
	

	
	
	
Type of Information Kept
	
	
	
	
	
	
	6
	14
	
	

	
	
	
Frequency of Data Collection
	
	
	
	
	
	
	6
	15
	
	

	
	
	
Procedures Used to Keep the Records Up-To-Date
	
	
	
	
	
	
	6
	16
	
	

	
	
	
Success in Contacting Graduates in the Past
	
	
	
	
	
	
	6
	17
	
	

	4.
	HOW CAN THE RSA PRE-SERVICE TRAINING PROGRAM HELP MEET THE PROJECTED DEMANDS FOR REHABILITATION COUNSELORS WHO MEET THE STATE’S MINIMUM CSPD STANDARDS?

	
	Sub-Questions
	
	
	
	
	
	
	
	
	
	

	
	4.1
What are the current capacity and the projected production capacity of the training programs in the country?
	
	
	
	
	
	
	
	
	
	

	
	
	4.1.1
Overall Capacity
	
	
	
	
	
	
	
	
	
	

	
	
	
Total enrollment
	
	
	
	
	
	
	2
	3
	
	

	
	
	
Demographic characteristics of enrolled students
	
	
	
	
	
	
	2
	5
	
	

	
	
	
Total applicants/accepted
	
	
	
	
	
	
	2
	1
	
	

	
	
	
Total number of graduates
	
	
	
	
	
	
	2
	6
	
	

	
	
	
Demographic characteristics of graduates
	
	
	
	
	
	
	2
	5
	
	

	
	
	
Future Capacity
	
	
	
	
	
	
	2
5
6
	1,3
5,6,7
8
	
	

	
	
	4.1.2
At Capacity
	
	
	
	
	
	
	
	
	
	

	
	
	
Capacity ratio
	
	
	
	
	
	
	2
	3
	
	

	
	
	
Future Capacity
	
	
	
	
	
	
	5
	2,5,6,7
	
	

	
	4.2
How many new graduates enter state VR agencies?
	
	
	
	
	
	
	
	
	
	

	
	
	4.2.1
Potential Supply
	
	
	
	
	
	
	
	
	
	

	
	
	
“New” student enrollment
	
	
	
	
	
	
	2
	1,2,3,4
	
	

	
	
	
“New” students graduated
	
	
	
	
	
	
	2
	6,7
	
	

	
	
	4.2.2
Realized Supply
	
	
	
	
	
	
	
	
	
	

	
	
	
New students entering state agencies
	
	
	
	
	
	
	4
	3
	
	

	
	
	
RSA-Funded students entering state agencies
	
	
	
	
	
	
	6
	12
	
	

	
	
	
Non-RSA-Funded students entering state agencies
	
	
	
	
	
	
	4
6
	3
12
	
	

	
	4.3
How many counselors who have returned to school can university training programs retrain each year?
	
	
	
	
	
	
	
	
	
	

	
	
	4.3.1
Returning-To-School Counselors
	
	
	
	
	
	
	
	
	
	

	
	
	
Working counselors enrolled and graduated 
	
	
	
	
	
	
	2
6
	2,4,6
7,10
	
	

	
	
	
Program practices for working counselors 
	
	
	
	
	
	
	3
	1,2,3
	
	

	
	4.4
If the projected supply of graduates entering state VR agencies is lower than the expected needs, what can be done to increase the supply?
	
	
	
	
	
	
	
	
	
	

	
	
	4.4.1
RSA And The Training Capacity
	
	
	
	
	
	
	
	
	
	

	
	
	
Fund allocation
	
	
	
	
	
	
	6
	4
	
	

	
	
	
Grant application in future
	
	
	
	
	
	
	6
	8
	
	

	
	
	
Budget share
	
	
	
	
	
	
	
	
	
	

	
	
	Program budget
	
	
	
	
	
	
	1
2
	6
3
	
	

	
	
	
Student coverage
	
	
	
	
	
	
	
	
	
	

	
	
	RSA- recipient enrollment
	
	
	
	
	
	
	6
	1,2
	
	

	
	
	RSA applicants
	
	
	
	
	
	
	6
	6
	
	

	
	
	RSA-Funded graduates
	
	
	
	
	
	
	6
	9
	
	

	
	
	
Cost coverage
	
	
	
	
	
	
	
	
	
	

	
	
	Tuition cost
	
	
	
	
	
	
	1
	7,8,9
	
	

	
	
	Amount scholarship awarded (average)
	
	
	
	
	
	
	6
	3
	
	

	
	
	
Partnership with employers
	
	
	
	
	
	
	
	
	
	

	
	
	Types of relationship
	
	
	
	
	
	
	4
	1
	
	

	
	
	Internship and practicum
	
	
	
	
	
	
	1
6
	10
11
	
	

	
	
	Placement efforts
	
	
	
	
	
	
	4
	4,5
	
	

	
	
	
Program characteristics
	
	
	
	
	
	
	
	
	
	

	
	
	Control
	
	
	
	
	
	
	1
	1
	
	

	
	
	Calendar system 
	
	
	
	
	
	
	1
	2
	
	

	
	
	Degees offered
	
	
	
	
	
	
	1
	4,5
	
	

	
	
	Length in training
	
	
	
	
	
	
	1
	3
	
	

	
	
	Faculty resources: size, salaries
	
	
	
	
	
	
	5
	1,3,
4
	
	

	5.
	WHAT ARE THE CURRENT AND PROJECTED DEMAND BY STATE VR AGENCIES FOR AND THE CURRENT AND PROJECTED SUPPLIES OFNEW MASTER’S-LEVEL PERSONNEL?

	
	Sub-Questions
	
	
	
	
	
	
	
	
	
	

	
	5.1
What is the projected national demand for new counselors who meet the “official personnel standards” for the next ten years?
	
	
	
	
	
	
	
	
	
	

	
	
	5.1.1
Needs From Expected Retirement
	
	
	
	
	
	
	
	
	
	

	
	
	
Age of counselors
	
	
	
	
	1
	4
	
	
	
	

	
	
	
Typical age for retirement
	3
	4
	
	
	
	
	
	
	
	

	
	
	5.1.2
Needs From Expected Turnover
	
	
	
	
	
	
	
	
	
	

	
	
	
Typical age of leaving the agency
	
	
	7
	3
	
	
	
	
	
	

	
	
	5.1.3
Additional Needs
	
	
	
	
	
	
	
	
	
	

	
	
	
Additional needs for counselors
	3
	3
	
	
	
	
	
	
	
	

	
	5.2
What can be done to increase the number of counselors entering state VR agencies?
	
	
	
	
	
	
	
	
	
	

	
	
	5.2.1
Training Director’s Grant Application
	
	
	
	
	
	
	6
	5
	
	

	6.
	DO THE CURRICULA OF MASTER’S PROGRAMS IN REHABILITATION COUNSELING PREPARE STUDENTS TO WORK IN STATE VR AGENCIES?

	
	Sub-Questions
	
	
	
	
	
	
	
	
	
	

	
	6.1
Do the training curricula emphasize the areas that the 1998 Amendments identified as essential for working in state VR agencies?
	
	
	
	
	
	
	
	
	
	

	
	
	6.1.1
Curricula Emphasis
	
	
	
	
	
	
	
	
	
	

	
	
	
Degree of emphasis on the identified areas
	
	
	
	
	
	
	1
	11
	
	

	
	6.2
How well prepared do the recent graduates of Master’s programs in Rehabilitation Counseling think they are with respect to these areas?
	
	
	
	
	
	
	
	
	
	

	
	
	6.2.1
Self-Assessments
	
	
	
	
	
	
	
	
	
	

	
	
	
Counselors: Self Reported Rating
	
	
	
	
	4
2
	8
1
	
	
	
	

	
	6.3
How well do the recent graduates of Master’s programs in Rehabilitation Counseling perform with respect to the identified areas?
	
	
	
	
	
	
	
	
	
	

	
	
	6.3.1
Performance Evaluation
	
	
	
	
	
	
	
	
	
	

	
	
	
Supervisor’s evaluation
	
	
	6
	1
	
	
	
	
	
	


Table 2:  Link Among Survey Instruments, Research Questions and Sub-Questions

	SURVEY NAME
	STUDY QUESTIONS

	Section
	Item
	1
	2
	3
	4
	5
	6

	HRD Coordinator’s Survey
	
	
	
	
	
	

	1
	1
	1.3.4
	2.1.1
	
	
	
	

	1
	2
	1.3.4
	2.1.1
	
	
	
	

	1
	3
	1.3.4
	2.1.1
	
	
	
	

	2
	1
	
	2.3.1
	
	
	
	

	2
	2
	
	2.3.1
	
	
	
	

	2
	3
	
	2.3.1
	
	
	
	

	2
	4
	1.3.3
	2.5.1
	
	
	
	

	2
	5
	1.3.3
	
	
	
	
	

	2
	6
	
	2.2.1
	
	
	
	

	2
	7
	
	2.2.1
	
	
	
	

	3
	1
	
	2.3.1
	
	
	
	

	3
	2
	1.3.5
	2.5.1
	
	
	
	

	3
	3
	
	
	
	
	5.2.1
	

	3
	4
	
	
	
	
	5.1.2
	

	3
	5
	1.3.5
	
	
	
	
	

	3
	6
	1.3.5
	
	
	
	
	

	3
	7
	
	2.3.1
	
	
	
	

	3
	8
	
	2.3.1
	
	
	
	

	3
	9
	
	2.3.1
	
	
	
	

	3
	10
	
	2.3.1
	
	
	
	

	4
	1
	1.1.1
	
	
	
	
	

	4
	2
	1.1.2
	
	
	
	
	

	4
	3
	1.3.2
	
	
	
	
	

	4
	4
	
	2.3.1, 2.5.1
	
	
	
	

	4
	5
	1.2.1
	
	
	
	
	

	4
	6
	1.2.1, 1.3.1
	
	
	
	
	

	4
	7
	1.2.1, 1.3.1
	
	
	
	
	

	4
	8
	1.3.1
	
	
	
	
	

	4
	9
	1.3.1
	
	
	
	
	

	4
	10
	
	2.3.1
	
	
	
	

	4
	11
	1.3.2
	
	
	
	
	

	4
	12
	1.3.2
	
	
	
	
	

	4
	13
	1.3.2
	
	
	
	
	

	4
	14
	1.3.2
	2.3.1
	
	
	
	

	4
	15
	1.3.3
	
	
	
	
	

	4
	16
	1.3.2
	2.3.1
	
	
	
	

	4
	17
	1.3.2
	
	
	
	
	

	4
	18
	1.3.2
	
	
	
	
	

	4
	19
	1.3.4
	
	
	
	
	

	4
	20
	
	2.3.1
	
	
	
	

	4
	21
	1.3.6
	
	
	
	
	

	5
	1
	
	2.1.1
	
	
	
	

	5
	2
	
	2.3.1
	
	
	
	

	5
	3
	
	2.2.2
	
	
	
	

	5
	4
	
	2.2.2
	
	
	
	

	5
	5
	
	2.2.1
	
	
	
	

	5
	6
	
	2.2.1
	
	
	
	

	5
	7
	
	2.2.1
	
	
	
	

	
	
	
	
	
	
	
	

	5
	8
	
	2.2.1
	
	
	
	

	5
	9
	
	2.5.2
	
	
	
	

	5
	10
	1.3.6
	2.5.2
	
	
	
	

	5
	11
	
	2.5.2
	
	
	
	

	5
	12
	1.3.6
	2.5.2
	
	
	
	

	5
	13
	
	2.2.1
	
	
	
	

	5
	14
	
	2.2.1
	
	
	
	

	5
	15
	
	2.2.1
	
	
	
	

	5
	16
	
	2.2.1
	
	
	
	

	5
	17
	
	2.2.1
	
	
	
	

	5
	18
	
	2.2.1
	
	
	
	

	5
	19
	
	2.2.1
	
	
	
	

	5
	20
	
	2.2.1
	
	
	
	

	5
	21
	
	2.2.2
	
	
	
	

	5
	22
	
	2.2.2
	
	
	
	

	6
	1
	1.1‑1.3
	2.1‑2.5
	3.1‑3.3
	4.1‑4.4
	5.1‑5.2
	6.1‑6.3

	
	
	
	
	
	
	
	

	Frontline Supervisors Survey
	
	
	
	
	
	

	1
	1
	
	2.3.1
	
	
	
	

	1
	2
	
	2.3.1
	
	
	
	

	1
	3
	
	2.3.1
	
	
	
	

	1
	4
	
	2.3.1
	
	
	
	

	1
	5
	
	2.3.1
	
	
	
	

	1
	6
	
	2.3.1
	
	
	
	

	1
	7
	
	2.3.1
	
	
	
	

	1
	8
	
	2.3.1
	
	
	
	

	1
	9
	
	2.3.1
	
	
	
	

	1
	10
	
	2.3.1
	
	
	
	

	1
	11
	
	2.3.1
	
	
	
	

	1
	12
	
	2.3.1
	
	
	
	

	2
	1
	
	2.3.1
	
	
	
	

	2
	2
	
	2.5.2
	
	
	
	

	2
	3
	
	2.5.2
	
	
	
	

	2
	4
	
	2.3.1
	
	
	
	

	2
	5
	
	2.3.1
	
	
	
	

	2
	6
	
	2.3.1
	
	
	
	

	2
	7
	
	2.3.1
	
	
	
	

	2
	8
	
	2.3.1
	
	
	
	

	2
	9
	
	2.5.1
	
	
	
	

	2
	10
	
	2.3.1
	
	
	
	

	3
	1
	
	2.2.1
	
	
	
	

	3
	2
	
	2.2.1
	
	
	
	

	3
	3
	
	2.2.1
	
	
	
	

	3
	4
	
	2.2.1
	
	
	
	

	4
	1
	
	2.3.1
	
	
	
	

	4
	2
	1.3.1
	
	
	
	
	

	4
	3
	1.3.1
	
	
	
	
	

	4
	4
	
	2.3.1
	
	
	
	

	4
	5
	1.3.4
	
	
	
	
	

	5
	1
	
	2.5.2
	
	
	
	

	5
	2
	
	2.5.2
	
	
	
	

	
	
	
	
	
	
	
	

	5
	3
	
	2.5.2
	
	
	
	

	5
	4
	
	2.5.2
	
	
	
	

	5
	5
	
	2.5.2
	
	
	
	

	5
	6
	
	2.2.2
	
	
	
	

	5
	7
	
	2.2.2
	
	
	
	

	5
	8
	
	2.2.2
	
	
	
	

	5
	9
	
	2.2.2
	
	
	
	

	5
	10
	
	2.5.2
	
	
	
	

	5
	11
	
	2.2.1
	
	
	
	

	6
	1
	
	
	
	
	
	6.3.1

	7
	1
	
	2.4.1, 2.5.1
	
	
	
	

	7
	2
	
	2.4.1
	
	
	5.1.2
	

	7
	3
	
	2.4.1
	
	
	
	

	7
	4
	
	2.4.1
	
	
	
	

	7
	5
	
	2.4.1
	
	
	
	

	7
	6
	
	2.4.1
	
	
	
	

	7
	7
	
	2.4.1
	
	
	
	

	7
	8
	
	2.4.1
	
	
	
	

	7
	9
	
	2.4.1, 2.5.1
	
	
	
	

	7
	10
	
	2.5.1, 2.5.1
	
	
	
	

	7
	11
	
	2.4.1
	
	
	
	

	7
	12
	
	2.4.1
	
	
	
	

	7
	13
	
	2.5.1, 2.5.1
	
	
	
	

	7
	14
	
	2.4.1
	
	
	
	

	8
	1
	1.1‑1.3
	2.1‑2.5
	3.1‑3.3
	4.1‑4.4
	5.1‑5.2
	6.1‑6.3

	
	
	
	
	
	
	
	

	Training Program 
Coordinators Survey
	
	
	
	
	
	

	1
	1
	
	
	
	4.4.1
	
	

	1
	2
	
	
	
	4.4.1
	
	

	1
	3
	
	
	
	4.4.1
	
	

	1
	4
	
	
	
	4.4.1
	
	

	1
	5
	
	
	
	4.4.1
	
	

	1
	6
	
	
	
	4.4.1
	
	

	1
	7
	1.3.3
	
	
	4.4.1
	
	

	1
	8
	1.3.3
	
	
	4.4.1
	
	

	1
	9
	1.3.3
	
	
	4.4.1
	
	

	1
	10
	
	
	
	4.4.1
	
	

	1
	11
	
	
	
	
	
	6.1.1

	2
	1
	
	
	
	4.1.1, 4.2.1
	
	

	2
	2
	
	
	
	4.2.1, 4.3.1
	
	

	2
	3
	
	
	
	4.1.1, 4.1.2, 4.4.1
	
	

	2
	4
	
	
	
	4.2.1, 4.3.1
	
	

	2
	5
	
	
	
	4.1.1
	
	

	2
	6
	
	
	
	4.1.1, 4.2.1, 4.3.1
	
	

	2
	7
	
	
	
	4.2.1
	
	

	3
	1
	
	
	
	4.3.1
	
	

	3
	2
	
	
	
	4.3.1
	
	

	3
	3
	1.3.3
	
	
	4.3.1
	
	

	4
	1
	
	
	
	4.4.1
	
	

	
	
	
	
	
	
	
	

	4
	2
	
	2.1.1
	
	
	
	

	4
	3
	
	
	
	4.2.2
	
	

	4
	4
	
	
	
	4.4.1
	
	

	4
	5
	
	
	
	4.4.1
	
	

	5
	1
	
	
	
	4.4.1
	
	

	5
	2
	
	
	
	4.1.2
	
	

	5
	3
	
	
	
	4.4.1
	
	

	5
	4
	
	
	
	4.4.1
	
	

	5
	5
	
	
	
	4.1.1, 4.1.2
	
	

	5
	6
	
	
	
	4.1.1, 4.1.2
	
	

	5
	7
	
	
	
	4.1.1, 4.1.2
	
	

	6
	1
	
	
	
	4.4.1
	
	

	6
	2
	
	
	
	4.4.1
	
	

	6
	3
	
	
	
	4.4.1
	
	

	6
	4
	
	
	
	4.4.1
	
	

	6
	5
	
	
	
	5.2.1
	
	

	6
	6
	
	
	
	4.4.1
	
	

	6
	7
	
	
	
	4.4.1
	
	

	6
	8
	
	
	
	4.1.1, 4.4.1
	
	

	6
	9
	
	
	
	4.4.1
	
	

	6
	10
	
	
	
	4.3.1
	
	

	6
	11
	
	
	
	4.4.1
	
	

	6
	12
	
	
	3.1.1, 4.2.2
	
	
	

	6
	13
	
	2.1.1
	
	
	
	

	6
	14
	
	
	3.3.1
	
	
	

	6
	15
	
	
	3.3.1
	
	
	

	6
	16
	
	
	3.3.1
	
	
	

	6
	17
	
	
	3.3.1
	
	
	

	7
	1
	1.1‑1.3
	2.1‑2.5
	3.1‑3.3
	4.1‑4.4
	5.1‑5.2
	6.1‑6.3

	
	
	
	
	
	
	
	

	Current Counselor’s Survey
	
	
	
	
	
	

	1
	1
	
	2.4.1
	
	
	
	6.1.1

	1
	2
	
	2.4.1
	
	
	
	

	1
	3
	
	2.4.1
	
	
	
	

	1
	4
	
	2.4.1
	
	
	5.1.1
	

	1
	5
	
	2.4.1
	
	
	
	

	1
	6
	
	2.4.1
	
	
	
	

	1
	7
	
	2.4.1
	
	
	
	

	1
	8
	
	2.4.1
	
	
	
	

	2
	1
	
	2.4.1
	
	
	
	6.2.1

	2
	2
	
	2.4.1
	
	
	
	

	2
	3
	
	2.4.1
	
	
	
	

	2
	4
	
	2.4.1
	
	
	
	

	2
	5
	
	
	3.2.1
	
	
	

	2
	6
	
	
	3.2.1
	
	
	

	2
	7
	
	
	3.2.1
	
	
	

	2
	8
	
	
	3.2.1
	
	
	

	2
	9
	
	
	3.2.1
	
	
	

	2
	10
	
	
	3.2.1
	
	
	

	2
	11
	
	
	3.2.1
	
	
	

	2
	12
	
	2.4.1
	3.2.1
	
	
	

	2
	13
	
	
	3.2.1
	
	
	

	
	
	
	
	
	
	
	

	3
	1
	
	2.2.1
	
	
	
	

	3
	2
	
	2.1.1
	
	
	
	

	3
	3
	
	2.5.2
	
	
	
	

	4
	1
	1.2.1
	
	
	
	
	

	4
	2
	1.3.2
	
	
	
	
	

	4
	3
	1.3.2
	
	
	
	
	

	4
	4
	1.3.2
	
	
	
	
	

	4
	5
	1.3.2, 1.3.4
	
	
	
	
	

	4
	6
	1.3.1
	
	
	
	
	

	4
	7
	1.3.2
	
	
	
	
	

	4
	8
	
	
	
	
	
	6.2.1

	4
	9
	
	2.5.1
	
	
	
	

	
	
	
	
	
	
	
	

	RSA-Funded 
Graduates Survey
	
	
	
	
	
	

	1
	1
	
	
	3.1.1
	
	
	

	1
	2
	
	
	3.1.1
	
	
	

	1
	3
	
	
	3.1.1, 3.2.1
	
	
	

	1
	4
	
	
	3.1.1, 3.2.1
	
	
	

	1
	5
	
	
	3.2.1
	
	
	


3.  Use of Technology to Reduce Burden


With the exception of the RSA-Funded Graduate’s Survey, which we will conduct by phone, respondents in all other surveys will receive a printed version of the survey and the URL address and ID/password for accessing an on-line version of the survey.  This dual approach is necessary to accommodate the expected lower computer use and Internet access of the target respondents.  

The on-line version of the survey allows us to program automated skip patterns into the database.  In addition, respondents will be unable to enter a response that is out of range and will receive an on-screen warning when the sum of percentages exceeds 100.  The system will also check validity across items (e.g., the system will warn when a respondent who is reported to be 25 year old in 2000 is also reported to have received a bachelor’s degree in 1975).  These built-in measures are designed to ensure the integrity of the data collected and to reduce the need to do “call-back” to confirm the entered data. 

When the study is complete, the final report (in WORD and/or PDF format) will be available for Internet download as well.

4.  Efforts to Identify Duplication

A close collaboration effort has been forged among AIR, the Panel of Experts in this study, and RSA to identify possible data sets that can be used for this study.

As previously mentioned, State Plans, of which CSPD is a part, are submitted by state agencies to RSA every year.  Our preliminary analysis of these plans, however, reveals these reports do not clearly identify either the standards or the current or projected need for counselors.  The grantee reports, although giving accurate counts of the number of RSA-Funded scholars, do not provide any information on the mobility of the students or about the capacity of the training programs.  

Further, we have obtained from the Council on Rehabilitation Education (CORE), the accreditation organization for Master’s programs in Rehabilitation Counseling, its annual report on its member training programs.  The CORE report provides only aggregated national-level data on enrollment and graduation and provides no information on internships, maximum enrollments, expected change in faculty resources, or counselors who return to school.  In addition, a small number of RSA-Funded training programs are not CORE accredited.  We will use these reports as a validation reference to the data collected in the main survey. 

5.  Methods to Minimize Burden on Small Entities

Data will be collected from state agencies, state agency field offices, university-based training programs, and individual RSA-Funded graduated scholars.  In general, state agencies are sufficiently large.  We do expect to have some frontline offices and university-based programs that are small.  Thus, we will use the following means to reduce the burden on small field offices and training programs: 

· Asking only items that are essential to address the evaluation questions for which the study is designed

· Asking for data that pertain only to the staff that each frontline supervisor oversees, not about other staff

· Asking historical data only when absolutely necessary and limit the period requested to a minimum

· Developing appropriate skip patterns in the instruments so that only respondents for whom an item is relevant need respond

· Using closed-end items whenever possible

6.  Consequences of Not Collecting the Data

The last major study on the personnel of state VR agencies was conducted in 1990, prior to the passing of the 1992 amendments.  The present study is likely to be the only major evaluation effort on the implementation of CSPD in the near future.  Without collecting the data, we will not be able to meet the study objectives with adequate and accurate data.  We will not be able to examine the factors affecting the supply of and the demand for rehabilitation counselors or to provide policy recommendations for the re-authorization expected in 2003. 
7.  Special Circumstances

None of the special circumstances listed applies to this data collection. 
8.  Adherence to 5CFR 1320.8 Guidelines and Consultation Outside the Agency

A notice announcing the Assessment of the Rehabilitation Services Administration (RSA) Pre-Service Training Program Study and soliciting comments on the data collection and OMB clearance request was published in the Federal Register on December 3, 2001.  A correction notice was then issued on December 17, 2001 announcing the change in the title of the study to An Evaluation of the Rehabilitation Services Administration (RSA) Training Programs’ Responsiveness to State VR Agency Needs for Qualified Personnel.  The public comment period for this initial phase of the clearance process ended on February 1, 2002.  There were no public comments.

In addition to continual review by AIR staff and personnel in the RSA, the following people reviewed the questionnaires for issues of content coverage, burden, and bias and sensitivity.  If a reviewer was asked to comment on only on some of the questionnaires, it is indicated in parentheses.

· Skip Bingham, State Administrator, Rehabilitation Services Administration, Department of Economic Security, Arizona

· Edward Butler, Vocational Rehabilitation Specialist, Office of Vocational Rehabilitation, Department of Labor and Industry, Pennsylvania

· Juliet Cherry, Supervisor, Office of Rehabilitation Services, Illinois (State Agency Frontline Supervisor’s Survey)

· Nancy Crewe, Michigan State University, Educational Psychology and Special Education, Michigan (Training Program Coordinator’s Survey)

· Ted Daniels, State Administrator, Rehabilitation Services Administration, Department of Human Services, District of Columbia

· Julliet Fried, University of Northern Colorado, Colorado (Training Program Coordinator’s Survey)

· Howard Garber, President, Milwaukee Center for Independence, Wisconsin

· Margaret Glenn, Associate Professor and Coordinator of Rehabilitation Education, Department of Counseling, Rehabilitation Counseling and Counseling Psychology, West Virginia

· Edward Gorczyca, Commission for the Blind and Visually Impaired, New Jersey (Frontline Supervisor’s Survey)

· David Harrision, Senior Manager, Human Resources and Organization Development, Oregon (Human Resource Development Coordinator’s Survey)
· Suzanne Liquerman, Disability Employment Program Manager/ADA Coordinator/State of Connecticut, Department of Administrative Services, Administration & Employment, Connecticut

· Richard Luecking, President, Transcen Inc., Maryland

· Fred McFarlane, Department of Administration, Rehabilitation & Post-secondary Education, San Diego State University, California
· Michael Merrick, Human Resources Development Coordinator, Missouri Vocational Rehabilitation, Missouri (Human Resources Development Coordinator’s Survey)

· Jane Potyka, Human Resource Development Coordinator, Rehabilitation Services Administration, Department of Economic Security, Arizona (Human Resource Development Coordinator’s Survey)

· Susan Rakoci, Supervisor, NJDVRS, New Jersey (State Agency Frontline Supervisor’s Survey)

· Amos Sales, University of Arizona, Tuscon, AZ

· Tim Sanderson, Rehabilitation Services Unit Supervisor, Arizona (State Agency Frontline Supervisor’s Survey)

· Linda Shaw, University of Florida, Department of Rehabilitation Counseling, Florida

· Brian Sigman, Human Resources Development Coordinator, Connecticut Services for the Blind, Connecticut (Human Resources Development Coordinator’s Survey)

· Bobby Simpson, State Administrator, Department of Human Services, Vocational Rehabilitation Division, Oregon

· Jo Tomaska, VR Coordinator, New Jersey Blind (Human Resource Development Coordinator’s Survey)

· John Williams, Human Resource Development Coordinator, NJDVRS, New Jersey (Human Resource Development Coordinator’s Survey)

9.  Payment or Gifts

Respondents to the five surveys will be not provided with financial or material incentives.

10.  Assurances of Confidentiality

Three of the surveys, the Frontline Supervisor’s Survey, the Current Counselor’s Survey, and the RSA-Funded Graduate’s Survey, collect individual data information.  All of the individual respondents included in these surveys will be given assurances that no information about an individual will be identified and that data obtained from the surveys will not be reported on an individual basis.  To avoid disclosure risk through data analysis, cell size less than five cases will not be presented in cross-tabulation tables.  To ensure that any information learned through an individual is well protected, only authorized employees will be allowed to access the data, including entering or analyzing the data.  More specifically:

· Counselor respondents will remain anonymous to all project staff.  We will ask Frontline Supervisors to develop and maintain a list that matches a numerically identified questionnaire sent to participating counselors.  The project’s staff members will not know the identify of the counselors. 

· In the RSA-Funded Graduate’s Survey and the Frontline Supervisor’s Survey, all personal identification will be removed once the interview or survey is complete.

Assurance of confidentiality will be conveyed in letters that accompany the surveys, in initial phone contacts to the supervisors, and on the first page of all study instruments.  Reports will include aggregate results only, unless prior permission is obtained, and all aggregate data categories will be constructed in a manner that does not compromise confidentiality.

11. Justification of Sensitive Questions

We do not believe that any of the data to be collected from the individuals for this study are sensitive in nature.  No question relating to sexual behavior or attitudes, religious beliefs, or other matters commonly considered private are asked.  In the Current Counselor’s Survey, however, we do ask questions on income level and the amount of obligation that a former RSA-Funded scholar still owes.  It is necessary to collect the income data because it is a key factor in determining a person’s career plans.  The question about the amount of obligation a working counselor owes will provide information crucial to understanding how various levels of obligation may affect an individual’s career decisions. 

12.  Estimates of Hour Burden


Table 3 summarizes the estimates of respondents’ burden for each survey instrument.

Table 3:  Time Burden for Respondents

	Respondents and Survey Instruments
	Number of Respondents 
(to be contacted)
	Est. Time 
(in hours)
	Est. Total Hours (assume 100% response rate)

	HRD Coordinators
	81
	1.25
	102

	Frontline Supervisors 
	220
	0.5
	110

	Current Counselors
	2002
	0.25
	500

	Training Program Coordinators
	119
	1.0
	119

	RSA-Funded Scholars
	475
	0.1
	48

	Total
	2897
	
	909


13.  Estimate of Cost Burden to Respondents


There is no cost burden placed on respondents.

14.  Estimate of Annual Cost to the Federal Government

Estimated annual cost for this study, including the development of a detailed study design, data collection instruments, and justification package; data collection; data analysis; and preparation of a final report and an on-line system for collecting Grantee Reports is $329,497. 

15.  Program Changes or Adjustments


Not applicable

16.  Plans for Tabulation and Publication of Results

Prior to the release of the final report, the contract requires the development of data charts to be used in briefings.  These data charts are due July 2002.  Initial findings from this data collection will be incorporated into the draft of the final report, due July 2002.  The final report will be submitted in August 2002.

We will organize the study’s final report according to the six key questions and the sub-questions.  In the paragraphs below, we briefly summarize our planned approach for using the data we collect to address these questions.  

Study Question 1: What is the current state of progress of each state in meeting the CSPD minimum personnel standards and what is the anticipated progress each state will make over the next five years?  

1.1
How prevalent is the duality of the standards among state agencies?


We will begin with a table that lists, by agency, the CSPD’s requirements on academic degree, licensure, and related work experience and the standards that agencies actually used when hiring counselors. 

1.2
How many current staff, counselors, and supervisors meet the “official personnel standards”? Conversely, how many staff do not meet the standards?

The next series of tables will present, for each agency, the distribution of academic degrees and status with respect to meeting the CSPD personnel standards for counselors and supervisors.  

1.3
What progress can we expect the state VR agencies to make in meeting the CSPD requirements in the next five years?

As previously discussed, anticipated progress depends on the rate at which state VR agencies will be able to retrain all current staff and on the academic credentials of new hires.  

The number of current staff who need further education is provided in the tabulations for sub-question 1.2 (see above).  In order to identify the need for re-training more precisely, we must determine how many staff members who need re-training will also retire or leave.  We will present the expected overall turnover rate and the expected turnover from retirement and other reasons.  In order to calculate the expected turnover rate, we will use the projections provided by the HRD coordinators in addition to calculations based on the specific turnover rates of the last two years. 

The next series of tables will explore the essential elements of the individualized plans, including consequences stated, time frame, expected costs, source of funding, type of assistance provided by the state agencies, and additional assistance that staff in need of retraining would like to have.  The study will compare the expected costs reported by the HRD coordinators with figures calculated on the basis of tuition, credit hours needed, and the number of staff who need retraining. 

The next series of tables will display information about the students who have been working as rehabilitation counselors and have returned to school.  We will highlight the proportion of returning-to-school counselors who have an individualized plan and are actively following the plan, including enrollment in degree-based training programs.  We will also present a series of tables on the issues and problems in re-training as perceived by the HRD coordinators, frontline supervisors, and counselors.

After assessing the rate at which state VR agencies can fully upgrade all current staff, we will turn our analysis to the expected academic credentials of future hires. 

We will begin this part of the analysis with a table on the current and expected demand for qualified counselors and frontline supervisors, including the need for undergraduates or personnel who do not meet the “official personnel standards” of each state agency.  Although we will ask HRD coordinators to provide these estimates, the study will also use empirical turnover-rate data from the previous two fiscal years.  Using the hiring records of last year, we will calculate the expected proportion of counselors and frontline supervisors who will be hired at the “official personal standards.”  Based on the rate of re-training current staff and the rate of hiring new staff who meet the CSPD required personnel standards, we will conclude the section with a table that lists the percent of staff who will meet the CSPD requirements for each state agency in the next five years.
Study Question 2.  What facilitates or inhibits graduates from entering or remaining in careers in state VR agencies?
2.1
What do the key players in the field perceive are the main issues in attracting qualified applicants and retaining current staff?

The study will begin with a series of descriptive tables presenting what HRD coordinators and training program coordinators consider are the factors that inhibit the recruitment and retention of qualified counselors.  From the Current Counselor’s Survey, we will be able to present a table on the reason they chose to work in the state agency.  It is likely that depending on the type of agency (General, Commission for the Blind, or combined), or the size, agency staff will perceive and identify different problems .  We will compare and contrast these perceptions across these three types of agencies.

2.2
What recruitment activities and hiring processes are currently used in state VR agencies?

The study will provide tables on the various practices in recruitment and hiring conducted by state agencies.  One practice that has gained popularity in the last few years as a recruitment tool is the internship program.  We will present a series of tables on the characteristics of internship programs and measure their effectiveness in terms of jobs offered and accepted.  Information on recruitment and hiring, which are conducted at the agency level, will mostly come from the HRD coordinators.  Finally, we will present a table representing data collected on the experience of the most recently hired counselors as reported by the Frontline Supervisors.

2.3
How desirable is working in the state VR agencies?

This study will present a series of tables describing the elements of work conditions, organizational environment, and compensations as previously listed.

2.4
Is any group, defined by demographic, educational, or work experience characteristics, more likely to leave state VR agencies?

To address this sub-question, the study will present a table that describes the general demographic, educational, and work experience of the counselors who are working in the state VR agencies in addition to those who left in the last two years. 

2.5
What are the impacts of the factors identified above on recruitment and retention?

After presenting the descriptive tables for sub-questions 2.1–2.4, the study will use a multivariate analysis technique to identify the impact that recruitment activities, hiring practices, job desirability, and characteristics of individuals have on the recruitment and retention of counselors.  


Using simple regression techniques, we can analyze, at the agency level, how these practices relate to the turnover rate, the filling rate, and the proportion of counselors hired last year who have qualifications that meet the state’s CSPD standards.  


Using hierarchical modeling analyses, we can include agency-level variables and supervisor-level variables to explain the proportion of counselors who left voluntarily, the number of positions that remained open for more than 90 days, the number of qualified applicants, the number of résumés received, and the number of unsuccessful offers made.


Using hierarchical modeling analysis, we can use the agency and the supervisor information as contextual variables to explain the probability of a counselor’s leaving within the next five years and the probability of hiring a counselor with qualifications that meet the advertised requirements and the CSPD requirements.


Results of these analyses will be presented in a series of tables.

Study Question 3: Does the work requirement encourage qualified graduates to work in state agencies?  Are RSA-Funded graduates working at appropriate employers or financially repaying their scholarship?
3.1
Are RSA-funded graduates paying back their obligation?

We will display a table listing the results collected from contacting the RSA-funded graduates.  The table will provide information on the number of contacts initiated and the number that succeeded.  It will provide a count on the number of “wrong numbers” and “failed to make contact” situations to indicate the quality of the data kept by grantees.  For those who respond, the table will present what their pay back status is and whether they are in the process of paying back their obligation in terms of work or are in default. 

3.2
Is the career path of RSA-funded graduates different from that of non-RSA-funded graduates?

The analysis described in sub-question 3.1 is a static measure of payback status.  Although valuable, it fails to capture the complicated career path that an RSA-funded scholar may experience.  This static analysis will be supplemented by another table that tabulates job history, duration of tenure, and type of organization, which we will collect from the RSA-funded graduates and group by the total amount of obligation owed and the amount still owed. 

Further, we will use the data from counselors working in state VR agencies to provide another view of the effectiveness of the payback system.  We will first construct a descriptive table that profiles the working counselors who are current or former RSA-funded scholars and the amount they owe.  We will then construct a table of the career paths of the RSA-funded counselors and the non-RSA-funded counselors. 

3.3
Are grantees’ tracking practices effective?

We will begin with a table that describes the frequency and methods of contact and the type of information collected by grantees.  Since we will collect the RSA-funded graduates’ information from the same grantees, we will relate the tracking practices with the probability that a particular graduate is working in a state VR agency. 
Study Question 4:  How can the RSA training program and state agencies help meet the projected demands for rehabilitation counselors who meet the state’s minimum CSPD standards?

4.1
What are the current and projected production capacities of the training programs in the country? 

We will first present a table that shows the overall capacity — applications, enrollment, and graduation — of the training programs.  Since we are interested in knowing the impact of the RSA’s Training Program on the training of rehabilitation professionals, we will show the proportion of programs that receive a RSA grant and the proportion of students who receive  scholarships through RSA funding.  This table will be grouped by various program-level characteristics, for example, control of the institution, duration of training, faculty, and budget sizes.  Since the CSPD requirement includes plans to achieve diversity, we will also present the racial, gender, and disability status of these students. 

Next, we will present a table on the number of programs that are in different categories of capacity, defined by the current enrollment to the maximum enrollment.  We will segregate them according to the RSA recipient status of the program as described above.

In addition, we will provide tables on the projected number of new students and returning-to-school counselors that these programs and state agencies have the capacity to train in the next five years.  The projections will come from both the subjective projections of the training program coordinators and the records of the last two years. 

4.1
How many new graduates enter state VR agencies?

To address this sub-question, we will present a table on the number and proportion of new graduates entering state VR agencies.  Since RSA-funded scholars are more likely to enter state VR agencies, the table will separate the streams of new graduates into RSA-funded and non-RSA-funded graduates.  We will use the entry rate of the last two years to project the number of additional new graduates who will be entering state agencies in the next five years.

4.2
How many counselors who have returned to school can university training programs retrain each year 

To address this sub-question, we will present a table describing the number of working counselors who applied, enrolled, and graduated in the last two years.  Using these figures and data collected from sub-question 4.1, we will discuss whether there is a balancing trade off between admitting returning-to-school counselors and new students. 

4.4  If the projected supply of graduates entering state VR agencies is lower than the expected needs, what can be done to increase the supply?

We will include a table that describes the number of programs that received RSA funds; the number of grants awarded; the proportion of applicants, students, and graduates supported by these grants; and the share of RSA grants in program budgets and in the proportion of tuition covered in academic year 2000–01. 

In addition to these descriptive tables, we will use multivariate analysis to identify the impact RSA’s Training Program’s presence has on the potential and realized supply of qualified counselors entering state VR agencies.

Study Question 5: What is the current and projected demand by state VR agencies for, and the current and projected supply of, Master’s-level personnel?
5.1
What is the projected national demand for new counselors who meet the “official personnel standards” for the next ten years?

The first series of tables will show the national demand for counselors.  Each table will list, by year from 2000–01 to 2009–10, the overall projected national demand for new counselors.  Each table will build on different “what-if” scenarios, using the coefficients obtained from other parts of the study.  

5.2
What can be done to increase the number of counselors entering state VR agencies?

Similarly, the second series of tables will project the supply and will build on different “what-if” scenarios with coefficients obtained from other parts of the study.  

Study Question 6: Do the curricula of Master’s programs in Rehabilitation Counseling prepare students to work in state VR agencies? 

6.1
Do the training curricula emphasize the areas that the 1998 Amendments identified as essential for working in state VR agencies?


The study intends to present a series of descriptive tables detailing the perceived match between the curricula of Master’s programs in Rehabilitation Counseling and the skills needed to work in state VR agencies as identified in the 1998 amendment.  We will begin with a table that lists the relative emphases placed on these areas as perceived by the training program coordinators.  

6.2
How well prepared do the recent graduates of Master’s programs in Rehabilitation Counseling think they are with respect to these areas?  

We will draw on the counselors’ self-assessment rating of their preparations.  We will present a table that lists, by academic credentials and year of graduation, the counselors’ self-assessment on how well their training prepared them in those areas. 

6.3
How well do the recent graduates of Master’s program in Rehabilitation Counseling perform with respect to the identified areas?

We will then compare how the frontline supervisors rate the performance of counselors with and without a Master’s degree and the preparations of those who graduated in the past three years with those who graduated earlier.  

17.  Approval to Not Display OMB Expiration Date

Not applicable

18.  Explanation of Exceptions


Not applicable

Description of Statistical Methods (Part B)

As previously mentioned, the study will conduct five surveys.  In this section, we will detail our definition of the universe of respondents, the process of obtaining a complete listing, the sampling plan for each of these surveys, and the statistical methods to be used in the analysis.  We will also discuss our plan to maximize the responses and the field tests conducted. 

1. Respondent Universe and Sampling Plan

Training Program Coordinator’s Survey

The respondent universe of this survey consists of program coordinators in university-based training programs that either received certain types of RSA grants in 2000–01 (to be described below) or offered a Master’s degree in Rehabilitation Counseling accredited by the Council of Rehabilitation Education (CORE).  We will use three sources to build this universe of respondents: the RSA grantees list from RSA’s Washington office, the membership list from the National Council of Rehabilitation Educators (NCRE), and the membership list from the Council of Rehabilitation Education (CORE).

Many of the training programs belong to both CORE, the accrediting agency of Master’s degree training programs in Rehabilitation Counseling, and NCRE, a trade organization of rehabilitation educators and programs.  NCRE publishes an annual membership listing, which identifies the program coordinator of a training program.  We will obtain the membership list from NCRE and compare it with the RSA-grantee list of 2000–01 and with the list of CORE accredited programs.  We will obtain the RSA grantee list from the RSA office and the CORE membership list from the CORE website.  If a training program is found on the RSA grantee list or the CORE list but not on the NCRE membership list, we will use the Internet to find the chair of the program or use the grantee as the contact person. 

RSA awards many types of grants every year to different training programs.  For this study, we are interested in the grants that most directly support the services offered by state agencies:

· Rehabilitation Counseling Master’s program

· Rehabilitation of individuals who are mentally ill

· Rehabilitation of individuals who are blind or have vision impairment

· Rehabilitation of individuals who are deaf or hard of hearing

· Rehabilitation of job development and job placement

· Vocational evaluation and work adjustment

A preliminary analysis conducted by AIR shows that the combined list has a total of 119 university programs.  Since the main focus of the study is to learn about the national supply of graduates with Masters in Rehabilitation Counseling and the number of these Masters programs is small, all programs in the respondent universe will be surveyed.

Results from our field test suggest a low response rate; only half responded.  Please refer to the “Methods for Maximizing Response” section for the procedures we will use to improve the response rate of the Training Program Coordinator’s Survey.  With the improved process, we expect a response rate of 75% for the actual survey (Table 4).

Table 4.  Respondent Universe and Expected Responses from the 
Training Program Coordinator’s Survey.

	Unduplicated Number of Programs That Received Any of the Identified Grants in 2000–01 (preliminary)
	CORE-Accredited Programs That Did Not Receive Any of the Identified Grants in 2000–01 (preliminary)
	Total
	Expected 
Number 
of 
Returns

	101
	18
	119
	89

	
	
	
	


RSA-Funded Graduate’s Survey

The Pre-Service Training Program requires each grantee to track the graduates supported by the grant until they have paid off their obligation.  Each grantee is required by the grant agreement to keep the student contact and employment information on file and submit the information to RSA upon request.  Since the length of support is two years and graduates are required to work two years in acceptable settings for every year of support received, the amount of work owed at the time of graduation is usually four years.  Thus, we expect that the grantees are keeping scholar information for at least four years.  In this study, the universe of RSA-Funded graduates refers to RSA-Funded scholars who graduated within the last four academic years (1997–98 to 2000–01). 

To construct the lists of the RSA-Funded scholars who graduated in the past four years, we will obtain, from the RSA office, a list of grantees who received one or more grant of interest between academic years 1997–98 and 2000–01.  Grants awarded in academic year 2001–02 will not be included because no scholars will have graduated at the time of the study. We will also collect the amount of obligation owed and contact information from the grantees, including employment information and work phone number of the former scholars. 

RSA estimates that about 400 RSA-Funded scholars graduate a year, for an estimated total of 1,600 graduates in the last four years.  The study will collect a sample from this universe of 1,600 graduates.  To determine an appropriate sample size of graduates, we must first establish an acceptable level of imprecision around the key parameters to be estimated.  For this study, we seek to provide estimates to be within 10% of the true value.  For example, we want to know the percent of graduates working in state agency.  If 40% of the graduates are working in state agencies at the time of interview, our sample should provide a confidence interval no wider than between 30% and 50%.

The proportion of RSA-Funded graduates working in state agencies at the time of interview is expected to vary across the four cohorts of graduates.  The sample design must ensure that estimates on the proportion derived from the sample of scholars who graduated four years ago have the same precision as estimates derived from the sample of scholars who graduated one year ago.  Thus, we need to collect information from 100 scholars who graduated in each of the last four years, giving a total sample size of 400 scholars. 

At the same time, the accuracy of the records kept on graduates’ contact and employment information is expected to decline over time.  Indeed, part of the study is to examine the quality of data kept.  We expect that the proportion of “wrong numbers” will increase with the length of time records have been kept.  Therefore, we assume that the number of graduates who can be reached will decline from the most recent cohorts to the earlier cohorts.

We will draw a sample stratified by the length of time between the time of survey administration and graduation.  In order to compensate for the decline in reachable graduates, the sample size will be larger for earlier years.  The probability of selection changes across cohorts.  The differentials in the probability will be reflected in the weight of the sampled graduates.  The field test showed that once contact was established, all the scholars responded to the survey.  Table 5 shows the number of graduates we will contact and the number of contacts expected.

Table 5.  Respondent Universe, Sample Size, and Expected Number of 
Returns for RSA-Funded Graduates, Academic Years 1997–98 to 2000–01

	Academic Year
	Estimated Number of RSA-Funded Graduates
	Sample Size
	Expected Number 
of Returns

	1997–98
	400
	130
	100

	1998–99
	400
	120
	100

	1999–00
	400
	115
	100

	2000–01
	400
	110
	100

	TOTAL
	1,600
	475
	400


Human Resource Development (HRD) Coordinator’s Survey


There are three types of state VR agencies: the General Agencies; the Agencies for the Blind; and the Combined Agencies which combine general service and service for the Blind into a single agency.  There are 24 General Agencies, 24 Agencies for the Blind, and 33 Combined Agencies, giving a total of 81 agencies in the United States and its territories.  We will obtain the latest HRD coordinator’s list of these agencies from the RSA’s Washington office immediately prior to the beginning of the survey efforts.  We will survey the entire population of HRD coordinators. In the field test, we received responses from all but one of our test sample.  We expect the response rate to be the same in the actual survey, about 90%.  Table 6 shows the distribution of the agencies and the expected number of responses.

Table 6.  Respondent Universe, Sample Size, and Expected Number of 
Returns for HRD Coordinators

	Type of Agency 
	Number of Agencies
	Expected Returns

	General Agency
	24
	22

	Agency for the Blind
	24
	22

	Combined Agency
	33
	30

	TOTAL
	81
	74


Frontline Supervisor’s Survey 


The population of this survey consists of frontline supervisors who directly oversee the daily work of rehabilitation counselors in the 81 state agencies across the country.  AIR has obtained lists of frontline supervisors working in field offices from more than 90% of the HRD coordinators.  We estimate that there are about 1,100 frontline supervisors in total.  RSA estimates that there are about 10,000 rehabilitation counselors in the country.  Thus, on average, a supervisor oversees about 9.1 counselors.  

This study relies on the Frontline Supervisor’s Survey for information on the age distribution of the supervisors, the proportion of them who fulfill the CSPD requirements, and the ways their individual characteristics affect the attrition of the counselors.   When estimating the impact of individual supervisor’s characteristics on attrition, the sample size must be large enough to detect a certain size of difference in attrition between those supervisors who have the characteristics and those who do not.   For example, we want to determine whether counselors working for a supervisor who did not work in the same office prior to becoming a supervisor will have higher turnover rate. A sample size of 200 supervisors provides the power to detect a difference as small as 12% on counselor’s attrition between the supervisors who worked in the same office and those who did not. 

All the supervisors selected for the field tests returned their responses.  However, between the time of obtaining the list and the time of survey distribution, we expect a 10% turnover rate of the supervisors.  If a sampled supervisor has left, we will use his or her replacement in the same office.  If the position is still vacant, we will consider that case as missing. Although all the supervisors who participated in the field test responded, we expect a slightly lower response rate in the actual survey.  With these considerations, we expect that the response rate will be about 90%. 

Frontline supervisors will play a crucial role in collecting data for this study.  In addition to asking them to complete the survey designed for them, we will ask them to forward the Current Counselor’s Survey to all the rehabilitation counselors they supervise.  Because of this sampling process, we must consider the sample size needed for counselors when determining the sample size for Frontline supervisors.

Current Counselor’s Survey

Every counselor who is supervised by the sampled frontline supervisors will be surveyed.  This study defined Rehabilitation Counselors as “an individual who has the authority to determine eligibility for services and approve the Individual Employment (IPE) for consumers.”  The category of Rehabilitation Counselors includes counselors of all specialties (general counselors, counselors for the Blind or Visually Impaired, and so on).  

The survey is designed to collect information on the average age of counselors, their job history, their length of service in state agencies, and the proportion of counselors who meet the CSPD-required minimum standards.  In order to estimate the average age of counselors to within 10% of the expected standard deviation of the age distribution, we need a sample size of 1,580 counselors.  Although a sample size of 1,580 is appropriate for the estimating the average age, we must ensure that this sample size is large enough for all other purposes.  For example, we are interested in comparing the average length of service between counselors who were former RSA-Funded scholars with those who were not.  In order to make that comparison, the study must have a sufficient number of counselors who did receive RSA-Funding and those who did not receive RSA-Funding. Our estimations show that we need a sample size of 210 counselors who have a Masters’ degree but who are not former RSA-Funded scholars in order to estimate the average service length of the non-RSA-Funded scholars within 15% of the expected standard deviation of length of services. 

Based on CORE reports and RSA estimates, a sample size of 190 frontline supervisors will yield a sample size of 210 counselors who have a Master’s degree but are not former RSA-Funded scholars. The estimated number of frontline supervisors needed for a sufficient number of counselors is very close to the estimated number of frontline supervisors needed for assessing the impact of frontline supervisor’s characteristics on attrition described earlier.  A sample of 200 frontline supervisors will provide an expected total of 1,640 counselors, which is very close to the number of counselors we need to estimate the average age of counselors within 10% of the standard deviation as described above.

As previously mentioned, we expect that 10% of the supervisors may not respond and another 10% of the counselors may not respond.  In order to compensate for the expected non-response, we will contact 220 frontline supervisors.  Table 7 shows that number of supervisors expected to be drawn, the expected number of counselors working for the sampled supervisors and the expected responses.

Table 7. Respondent Universe of the Frontline Supervisor’s Survey and 
Current Counselor’s Survey and the Expected Response Rates

	Type of Agency
	Estimated Total 
Number of Supervisors
	Estimated Total 
Number of Counselors
	Estimated Sample 
Size, Supervisors
	Estimated Sample 
Size, Counselors
	Expected Responses, Supervisors
	Expected Responses, Counselors

	Total
	1092
	10,000
	220
	2,002
	200
	1,640


2. Procedures of Data Collection

In this section, we will discuss the steps in conducting the data collection.  Table 8 (page 60) provides a summary of these steps, their logical sequence, and the time line for that phase in relation to the release of the surveys.

Training Program Coordinator’s Survey


AIR will compile names through collecting information from RSA, NCRE, and CORE.  This information will be collected about five weeks prior to the release of the survey.  Every program coordinator in the population will be surveyed.  Three weeks prior to the release of the survey, AIR will send an advance letter to all identified coordinators. 

RSA-Funded Graduate’s Survey

To establish a list of graduates, AIR will first compile a list of grantees from the last four years.  AIR will collect the list from RSA six weeks prior to the release of the survey.  Five weeks prior to the interview, AIR will send a letter to the grantees, requesting information about the RSA-Funded scholars who graduated from 1997–98 to 2000–01.  Information requested includes name and address of the scholar, home phone number, place of employment, office phone number, year of graduation, and amount of RSA obligation owed in total.  From this list, AIR will select the stratified sample according to the year of graduation and draw a random sample within each stratum.  AIR will make up to three calls to the work phone number and two calls to the home number provided. 

HRD Coordinator’s Survey


Five weeks prior to the release of the survey, AIR will ask RSA to provide the latest list of HRD coordinators for all state agencies.  Three weeks prior to the release of the survey, AIR will send an advance letter, signed by RSA officials, to the state administrator of each VR agency, notifying him or her of the surveys that the agency staff will be receiving.  A similar letter will be sent to all HRD coordinators.  

Frontline Supervisor’s Survey

AIR has obtained the names and contact information for frontline supervisors in more than 90% of the state agencies.  We are currently working to obtain information from the remaining agencies.  Four weeks prior to the release of the survey, AIR will draw a random sample of frontline supervisors from this list.   Two weeks prior to the release of the survey, we will send a letter describing the study to the frontline supervisors. 

One week prior to the release of the survey, AIR will contact the sampled frontline supervisors by phone, informing them about the impending surveys and answering any questions they may have about the study.  AIR will ask about the number of Current Counselor’s Surveys they need and will prepare the package accordingly.  The supervisors will be encouraged to inform their counselors about the impending survey. 

Current Counselor’s Survey


In the phone conversations with the sampled frontline supervisors, AIR will establish the number of Current Counselor’s Surveys that each frontline supervisor will need and will ask him or her to forward the Current Counselor’s Survey and accompanying letter to his or her counselors.  Every counselor working for a sampled supervisor will be surveyed.  In the phone conversation, AIR will also ask the frontline supervisors to maintain a list that matches the identification number on the Current Counselor’s Survey with the actual name of each counselor.  The supervisors will not submit this list to AIR, but will use it to assist AIR in tracking and securing responses from the counselors.  The counselors will return the survey to AIR directly.


The recipients of all surveys, except the RSA-Funded Graduate’s Survey, will have 15 days to respond.  Please refer to the section below on the steps to maximize response rates for these surveys.

3. Statistical Methods

Sampling Errors.  Because we will survey the entire population of training program coordinators and HRD coordinators, we will not have sampling errors in estimating the parameters.  With regard to the RSA-Funded Scholar’s Survey, the sampling process will select a random sample of RSA-Funded scholars for each of the past four years, thus providing a stratified random sample.  In this case, the traditional variance estimation method that adjusts for stratified sampling procedures will be used.  Since the selection probability is expected to be unequal owing to the differences in the number of records kept across years, individual weights will be used.  Since the supervisors are randomly selected, traditional variance estimation method for simple random sample will be used for the supervisors sample estimations.  For the counselors, since every counselor of a sampled supervisor is included in the survey, variance estimation procedures that adjust for cluster effects in a hierarchical design will be used.

Statistical Analysis.  When comparing counselors between two groups (e.g., the length of average service between RSA-Funded and non-RSA-Funded counselors), we will use t-tests to detect the differences.  When making multiple comparisons (e.g., comparisons among RSA-Funded graduates from different years), we will use multiple comparison adjustment procedures.  The adjustment is required because the uncertainty associated with the entire set, or family, of comparisons is greater than the uncertainty associated with a single comparison.  A number of different procedures, including the Bonferroni and the Benjamini-Hochberg False Discovery Rate (FDR) procedures, can control the probability of making at least one type one error in conducting a set of statistical tests at a rate no larger than the set level of significance, (.  

The study will use survival analysis to address several issues.  Survival analysis is a data analysis technique developed in medical research.  It estimates survival time.  In this study, the survival time can be the time working in state VR agencies (collected from the Current Counselor’s Survey and the RSA-Funded Graduate’s Survey).  By comparing the survival time between the RSA-Funded and non-RSA-Funded graduates, we can estimate the impact that RSA funding and agency practices have on entering and staying with state VR agencies.  Survival analysis can estimate how many counselors will leave the agency within a certain period of time in the future even if they are still with the state agency at the time of interview.


AIR will also submit data from multivariate statistical models that will estimate the effects of policies, practices, and environment variables on the recruitment and retention of counselors.  As previously discussed, the recruitment measures include the filling rate, the proportion of counselors hired who met the CSPD-required standards, the number of vacancies not filled, and the turnover rate.  Retention measures include the attrition rates, the proportion of counselors who are planning to leave in the next five years, and the proportion of counselors who left in the last two year for reason other than retirement, firing, layoff, death, or illness.  AIR will also use multivariate analysis to capture the impact that the record-keeping activities of grantees have on the quality of the data.

4. Methods for Maximizing Response Rate


A large body of research on this issue suggests that advance notification, incentives, and explanations of study goals are positively related to response rates.


Announcements.  In October 2000, the study was announced at a conference of training program directors, grantees, and administrative personnel from state agencies.  In November, the Commissioner of RSA sent a letter that formally announced the study to all the training program directors, grantees, and state agency administrators.  The National Council on Rehabilitation Education (NCRE), the professional organization for rehabilitation educators, and the Council of State Administrators in Vocational Rehabilitation (CSAVR) approved the study.  Each organization made an abstract of the study available through its website for comments, questions, and suggestions.  In early December, a letter describing the study in greater detail, signed by the Director of the project, was sent to training program directors and state agency administrators.


Presentations.  Since the beginning of 2001, the Director of the project has presented on the development of the study at two conferences in the field of rehabilitation and has requested the cooperation of conference attendees.  According to our current schedule, we will conduct data collection activities in March 2002, which will coincide with a major conference of state personnel.  The Director of the project plans to attend the conference and to make a presentation in a public session to ask for cooperation on the study.  The Director of Training at RSA will also participate in various conferences for state personnel or educators between now and March and will prepare presentations about the study. 


Advance Letters.  We will send two advance letters.  The first letter, from RSA, will be followed by a letter from AIR.  

We will open our survey effort with an advance letter signed by the Training Director of RSA and the Commissioner of RSA that reiterates the importance of the study and asks for the recipient’s participation.  Within a week, AIR will follow up with a letter that provides a more detail description of the study and the expected role of the respondents.  

· The AIR letter to state administrators will inform them about the incoming surveys for the HRD coordinators and the frontline supervisors and will let them know which supervisor(s) will be receiving a survey.  The letter will ask state administrators to notify the selected personnel of their approval to participate and to report to AIR any personnel changes. 

· The AIR letter to the training program coordinators and to the HRD coordinators will discuss in greater detail the impact of the study and will request their cooperation.  

· The AIR letter to the grantees will ask them to provide contact information, employer information, obligation owed, and payback status of the RSA-Funded graduates of the last four academic years. 

· The AIR letter to the supervisors will describe the role that they will play in the study and will tell them to expect a phone call from AIR to further elaborate their role. 

As previously mentioned, frontline supervisors will play a crucial role in the data collection phase of this study.  Frontline supervisors are expected to answer their own survey, distribute the Current Counselor’s Survey to their counselors, and identify which counselor received what survey.  They will record the ID code on each Current Counselor’s Survey and the name of the person to whom each survey is given.  AIR will track the returned ID of the Current Counselor’s Survey and will contact the frontline supervisors to follow up with the counselors.  Discussions with the supervisors who participated in the field test revealed that this did not consider such duties burdensome.

Because of their special role, AIR will contact the selected frontline supervisors by phone one week prior to the release of the surveys.  One purpose of the call is to confirm the validity of the contact information.  In this phone call, AIR will establish that (1) the contact information is valid and (2) the supervisor actually oversees counselors and is not an administrator.  If the sampled supervisor has left, we will contact the HRD coordinators of that state agency to obtain the contact information for the replacement and we will contact him or her.  If the supervisor is found to not have a supervisory role, we will drop him or her from our sample. 

Another purpose of the call is to establish a personal relationship with these supervisors and to explain to them the role expected of them so that they will be receptive to follow-up calls regarding the response rate of their counselors. 

The Package. The interview package will include the following: 

1) An explanatory note from the American Institutes for Research about the study and other logistics, including deadlines, a phone number for obtaining surveys in an alternative format and for questions, and URL addresses and a password/ID for filling out the survey on-line 

2) The approved survey instrument with ID codes and duplicates of sections, if needed

3) Postage-paid preaddressed envelopes for the respondents, except the current counselors  

All respondents will be asked to return the survey within 15 days.  An electronic tracking system will be operational prior to the release of the surveys and all returns will be tracked.  

We will contact the RSA-Funded graduates by phone and follow the developed protocol (see appendix B), balancing the need to provide adequate information about the survey with confidentiality and time constraints. AIR will attempt to contact the graduates up to five times (at different times of the day).

Follow-Ups.  Two weeks after the release of the survey, we will mail out the entire second wave of the survey to the non-respondents.  Two weeks after the second mailing, we will contact the non-respondents by phone, except the current counselors.  We will track the returns of the current counselors and give the supervisors the ID code of non-respondents and request them to follow up with the counselors who did not respond.  

Two weeks after the follow-up phone calls, AIR will develop a list of the non-responding HRD coordinators, the training program coordinators, and the HRD coordinators of the non-responding supervisors.  AIR will contact RSA and ask the regional RSA offices to contact the HRD coordinators, the state administrators, and the training program directors to request their assistance. 

Table 8.  Summary of Procedures for Data Collection and the Time Line.

	Activities
	Training Program Coordinators
	Grantees and RSA-Funded Graduates
	State Administrators and HRD Coordinators
	Frontline Supervisors
	Current Counselors
	Comments

	Number of Weeks Prior to the Release of the Survey 
	
	
	
	
	
	

	· Obtain complete list of the population
	5 weeks
	Grantee list: 6 weeks; Graduates list: 2 weeks
	5 weeks
	5 weeks
	
	

	· Send RSA letter
	3 weeks
	5 weeks
	State Administrators: 5 weeks; HRD coordinators: 4 weeks
	
	
	Letter to the Training Program coordinators will also be sent to those who are not grantees.

	· Send AIR letter
	2 weeks
	4 weeks
	State Administrators: 4 weeks; HRD coordinators: 3 weeks
	4 weeks
	4 weeks
	AIR letter to the grantees will also request exited scholar information; AIR letter to the state administrators will also ask for correct persons and addresses. 

	· Draw samples
	
	Graduates: 1 week
	
	2 weeks
	
	

	· Call the respondent
	
	
	
	1 week
	
	

	Survey Release
	15 days to respond
	Graduates: up to 5 phone calls within 15 days
	15 days to respond
	15 days to respond
	15 days to respond
	

	Number of Weeks After the Release of the Survey
	
	
	
	
	
	

	· Send the second wave of mailing
	2 weeks
	
	HRD Coordinators: 2 weeks
	2 weeks
	2 weeks
	

	· Call the non-respondents (AIR)
	4 weeks 
	
	4 weeks
	4 weeks
	4 weeks
	

	· Call the non-responds (RSA)
	6 weeks
	
	6 weeks
	(6 weeks)
	
	RSA regional staff will contact the HRD or state administrator where the supervisors and counselors have failed to respond.


5. Test of Procedures and Method


Most of the survey instruments have been tested at least once.  The first round of testing took place in April 2001.  This round of testing focused on the substance and the wording of the survey.  Each participant was pre-selected and contacted prior to the survey.  The second round of testing, which took place in August 2001, attempted to imitate the data collection process to detect any flaws in the plan.  The participants were randomly drawn and were sent a package similar to the one described above. 

HRD coordinators from, DC, New Jersey, Montana, and Utah participated in the first round of the field test on the HRD Coordinator’s Survey.  HRD coordinators from Arizona, Missouri, and Connecticut participated in the second round of the field test.  Two supervisors from New Jersey and one supervisor from Arizona participated in the first round of field test on the Frontline Supervisor’s Survey.  In the second round, one supervisor from New York and another one from Illinois participated.  Nine counselors who work for these two supervisors participated in field testing the Current Counselor’s Survey. 

Program coordinators from the University of Northern Colorado, the University of San Diego and the University of Florida participated in the first round of field-testing.  The program coordinators of Florida State University, Michigan State University, and Auburn University participated in the second round of field-testing.  The grantees of the University of Massachusetts and the University of Arizona were contacted for the list of RSA-Funded graduates and a sample of seven was contacted.  The RSA-Funded Graduate’s Survey was tested in the second field test only. 

We have dropped, modified, and streamlined many questions on the survey instruments on the basis of the results of the field-testing.  Responses from the grantees also led us to redesign the requests to them on the contact information for exited scholars.  The low response rate from the training program coordinators suggests AIR to include the involvement of the RSA staff as part of the plan to increase response rate.   

6. Individuals and Organizations Involved in Project


A panel of experts composed of state administrators, HRD coordinators, training program educators, NCRE personnel, and private practice personnel was formed in November 2000.  The members have formally convened twice to discuss the various aspects of the project, including the survey instruments.   

Panel of Experts 

Mr. Skip Bingham

State Administrator

Rehabilitation Services Administration

Phoenix, AZ 

Mr. Edward M. Butler  

Vocational Rehabilitation Specialist

Office of Vocational Rehabilitation 

Department of Labor and Industry

Harrisburg, PA  

Mr. Ted Daniels

Human Resources Manager

Rehabilitation Services

Washington, DC 

Dr. Howard L. Garber

President

Milwaukee Center for Independence

Milwaukee, WI 


Dr. Margaret Glenn 

First Vice President, NCRE

Associate Professor and Coordinator of Rehabilitation Education

Department of Counseling, Rehabilitation Counseling, and Counseling Psychology

University of West Virginia

Morgantown, WV 

Ms. Suzanne Liquerman

Disability Employment Program Manager/ADA

Coordinator/State of Connecticut

Department of Administrative Services

Administration & Employment - HRBC
Hartford, CT 

Dr. Richard Luecking

President

Transcen Inc.

Rockville, MD 

Dr. Fred R. McFarlane

Department of Administration

Rehabilitation & Post-Secondary Education

San Diego State University

San Diego, CA 

Dr. Amos Sales

Immediate Past President, NCRE

Professor, University of Arizona

Tucson, AZ 

Dr. Linda Shaw

University of Florida

Department of Rehabilitation Counseling

Gainesville, FL 

Mr. Bobby Simpson

State Administrator

Department of Human Services

Vocational Rehabilitation Division

Salem, OR 
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APPENDIX A

Legislative Authority For the Study

As indicated below, Public Law 102-569, Section 14 of the Rehabilitation Act of 1973 as revised in the Amendments of 1992,  provides the authorization for this study.


Sec. 14. (a) For the purpose of improving program management and effectiveness, the Secretary, in consultation with the Commissioner, shall evaluate all the programs authorized by this Act, their general effectiveness in relation to their cost, their impact on related programs, and their structure and mechanisms for delivery of services, using appropriate methodology and evaluative research designs. The Secretary shall establish and use standards for the evaluations required by this subsection. Such an evaluation shall be conducted by a person not immediately involved in the administration of the program evaluated.

(b) In carrying out evaluations under this section, the Secretary shall obtain the opinions of program and project participants about the strengths and weaknesses of the programs and projects.


This amendment stipulates that the RSA Commissioner is required to evaluate all programs authorized by the 1973 Rehabilitation Act in order to improve program management.  The study will provide information needed to fulfill this legislative mandate.  

Further, Section 14 stipulates that an evaluation must be conducted in which exemplary practices are identified (see below).  One component to this study is the qualitative analysis of eight individual agencies regarding best practices. 

 (f)(1) The Commissioner shall identify and disseminate information on exemplary practices concerning vocational rehabilitation.  

302 (e) Evaluation and Collection of Data
The Commissioner shall evaluate the impact of the training programs conducted under this section, and collect information on the training needs of, and data on shortages of qualified personnel necessary to provide services to individuals with disabilities. The Commissioner shall prepare and submit to Congress, by September 30 of each fiscal year, a report setting forth and justifying in detail how the funds made available for training under this section for the fiscal year prior to such submission are allocated by professional discipline and other program areas. The report shall also contain findings on such personnel shortages, how funds proposed for the succeeding fiscal year will be allocated under the President's budget proposal, and how the findings on personnel shortages justify the allocation.

APPENDIX B

Surveys

· Training Program Coordinator’s Survey

· RSA Funded Graduate’s Survey

· Human Resource Development 
(HRD) Coordinator’s Survey

· State Agency Frontline Supervisor’s Survey

· State Agency Counselor’s Survey
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� In this document, the term “Rehabilitation Counselor” includes counselors of all specialties.  
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