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Evaluation of an Attendant Services Program in a University Milieu

Abstract

The present study was designed to qualitatively evaluate the newly
developed Carleton Residence Attendant Services Program (CRASP) in
order to gain a comprehensive and formative understanding of the
program’s contents, components and processes. To achieve such an
understanding input from both consumers and attendants was analyzed
using data derived from in-depth interviews and questionnaires.
Findings suggest that consumers and attendants are satisfied with
the attendant services program in Residence. Factors contributing
to satisfaction include; the flexibility of the program, the
program provides same sex gender choice, consumer and attendant
input is encouraged, and the relationship between consumers and
attendants is both professional and friendly. Despite the general
satisfaction with CRASP, attendants and consumers were found to be
dissatisfied with certain aspects of the program. Factors
contributing to dissatisfaction include; No written guidelines or
policies concerning CRASP are available, needs assessments are not
done on consumers, and the administration needs improving.
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In order to function effectively and successfully in daily
living, many people with disabilities rely on attendant services
programs (ASP’s). These programs enable a person with a disability
to lead an independent and productive life, far removed from the
confines of hospitals, rehabilitation centres and nursing homes.
Despite the vital role such programs play., little research has been
done in this area. 1In order to add to the small body of knowledge
concerning ASP’s, the present study sought to conduct a qualitative
process evaluation of the newly developed Carleton Resigence
Attendant Services Program (CRASP), by examining input from both
attendants and consumers. To comprehend how this study delineates
from existing research, the literature in the following areas will
be reviewed: evaluation research, the independent living movement,
and the attendant care model. Further, a comprehensive discussion
of he history and nature of CRASP, will also be sought. Finally,
the methodology involved in the current utudy and research findings

will be presented.

EVALUATION RESEARCH
Qualitative Evaluation Method

The Qualitative Evaluation Method, unlike other evaluation
methods, is not tied or restricted to specifying main variables or
generating an hypothesis before a study begins. Researchers using
the qualitative method strive to understand phenomena and

situations as a whole (Patton, 1980). This type of evaluation
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involves |holistic, inductive and naturalistic approachas.
Essentially, the holistic approach assumes that the whole is
greater than the sum of its parts. True understanding of a program
can only come about through a description and understanding of its’
context and/or components. Unlike other approaches to evaluation
research which seek to manipulate and measure the relationships
among a few carefully selected and narrowly defined variables, the
holistic approach is open to gathering data on any number of
aspects in order to put together a complete picture of a particular
situation or program (Patton, 1980).

In the inductive approach, researchers attempt to make sense
of a situation without imposing pre-existing expectations on a
research setting. According to Patton; "The qualitative
methodologist attempts to wunderstand the multiple inter-
relationships among dimensions which emerge from the data without
making prior assumptions about the 1linear or correlative
relationships among narrowly defined, operationalized variables"
(p. 41). Hence, an inductive apprcach to evaluation research
entails ¢ at from experience with a program, an understanding of
program activities and outcome can emerge.

Qualitative designs are said to be naturalistic in that the
researcher does not attempt to manipulate the research setting.
The setting is a naturally occurring event, program, relationship
or interaction that has no predetermined course established by and

for the researcher (Patton, 1980). The point of qualitative
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evaluation methods is to understand naturally occurring phenomena
in their naturally occurring states. Naturalistic inquiry entails
a "discovery oriented" approach which minimizes investigator
manipulation of the study setting and places no prior constraints
on what the outcome of the research will be.

Qualitative evaluation research involves gualitative
measurement of data. The data collected from such an evaluation
consists of "detailed descriptions of situations, events, people,
interactions and observed behaviours; direct quo‘ations from people
about their experiences, attitudes, beliefs and thoughts; excerpts
or entire passages from documents, correspondence, records and case
histories" (Patton, 1980, p. 22). Qualitative measures allow
researchers to record and understand people in their own terms,
thus providing depth and detail.

According to sociologist, John Lofland (1971), there are four
elements in collecting qualitative data. First, the evaluator must
get close enough to the people and the situation being studied to
be able to understand the depth and details of what goes on. The
second element involves capturing the perceived facts-what actually
takes place and what people actually say. Third, collecting
qualitative data entails a great deal of pure description of
people’s activities and interactions. The last element consists of
direct quotations from people, both what they speak and what they

write down.
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The commitment to get close, to be factual, descriptive
and captive, constitutes a significant commitment to
represent the participants in their own termg. This does

not mean that one becomes an apologist for them, but
rather that one faithfully depicts what goes on in their
lives and what life is like for them, in such a way that
one’s audience is at least partially able to project
themselves into the point of view of the people depicted
(Lofland, 1971, p. 4).

The majority of gqualitative data derives from two sources;
through observation and/or through interviewing. For the purposes
of the present study, concentration will be placed on the process
of qualitative interviewing.

The process of observation involves a thorough description of
the program that was observed, the activities that took place, the
people who participated. Direct observational approaches has many
advantages. Unfortunately, it is not possible to observe
everything. For example, feelings, thoughts and intentions are not
readily observable. In many cases, interviewing is the best means
to thoroughly assess and describe people and situations. Thus, the
purpose of an interview is to find out from people those things
that are not directly observable. It allows the evaluator to enter
into the other person’s perspective.

For program evaluation purposes, interview data permits the
evaluator to capture the perspectives of program participants,
staff and others associated with the program. What are the

experiences of the participants in the program? How do

parcicipants perceive the program? What do people expect from the
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program? The answers to thase questions enable the interviewer to
be brought into the world of the in*erviewee (Patton, 1980).

Ali qualitative approaches to interviewing ensure that the
person being interviewed respond in their own words to express
their own personal feelings and thoughts. The response format in
most cases is open-ended. The interviewer is not permitted to
supply and/or predetermine the phrases or categories that must be
used by respondents to express themselves. According to Patcon
(1980), "The fundamental principle of qualitative interviewing is
to provide a framework within which respondents can express their
own understandings in their own terms" (p. 205).

There are a number of evaluation types or strategies that can
be used to qualitatively evaluate a program. The application of
any one strategy depends upon the type of information the
researcher is interested in seeking. For example, if one is
interested in knowing how and to which extent a program is actually
implemented, then one would probably opt to undergo an
implementation evaluation. Combinations of different types of
evaluation may also be useful in discerning specific kinds of
information. For the purposes of the present study an examination
of process and formative evaluation will now be sought.

According to Patton (1980), "Process evaluations are aimed at
elucidating and understanding the internal dynamics of program
operations" (p. 60). This type of evaluation focuses on how a

product or outcome is produced rather than looking at the product
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itself. It most typically involves a detailed description of
program operations.

Process evaluations have been particularly useful for
revealing areas in which programs can be improved as well as
highlighting the strengths of the program which should be
preserved. The evaluator thus, searches for explanations of the
successes, failures and changes in a program (Patton, 1980).

This method of evaluation is also useful for dissemination and
replication of programs under conditions where a program is
considered to be a model worthy of replication at other sites.
Patton explains: "By understanding the dynamics of program
processes and by studying descriptions of these program processes,
it is possible to isolate critical elements that have contributed
to program successes and failures" (p. 61). Hence, a qualitative
process evaluation enables one to understand the unique internal
dynamics of a program by ensuring that strengths and weaknesses
emerge from program observations and/or interviews rather than from
theories, predetermined hypotheses and evaluator expectations.

Similar to process evaluations, formative evaluations seek to
collect detailed, descriptive information about programs where the
purpose of the evaluation is to improve program operations and
procedures. The focus of a formative evaluation is to collect
information that can be used primarily for ongoing program
development and improvement (Patton, 1980). Thus, such an

evaluation provides feedback in terms of strengths and weaknesses
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to individuals directly involved. In so doing, those involved are
given useful information which enables them to make changes or

adaption which will improve the program.

Satisfaction Research

Satisfaction has proven to be an important and useful area of
study. Despite claims from some researchers who argue that the
assessment of satisfaction is too subjective, many authors have

used satisfaction indexes as tools in evaluating a number of

programs. The literature is permeated with countless research
undertakings which assess satisfaction across a number of different
populations and programs. Locke (1976) reviewed the literature in
this area and concluded that there have been over 3300 studies of
job satisfaction. With the growing concern about public sector
effectiveness, researchers have recently turned to measures of
client or consumer satisfaction as a way of assessing the general
effectiveness of a program or agency.

Knowledge of levels of satisfaction provides an evaluator with
unique information in regards to program functioning. Information
derived from detailed assessments of satisfaction of service
providers and of clients/consumers may give researchers clues as to
the strengths and weaknesses of a program. It may also lead to
suggestions of ways to improve a program. Hence, indexes of
satisfaction are useful in that they provide feedback to

individuals involved in a specific agency or program. Ia order to
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gain a better understanding of satisfaction research as it pertains
to the present study, a brief review of job satisfaction and

client/consumer satisfaction research will be sought.

Job Satisfaction

Issues concerning job satisfaction have intriqued
organizational psychologists for decades. The quest to find the
variables which contribute to job satisfaction has long been
undertaken. Early hypotheses put forth the notion that
satisfaction on the job was related directly to productivity-that
the happy worker was the productive worker (Smith, Kendall and
Hulin, 1969). It soon became apparent that such a simple
formulation was inadequate to explain the complexities involved in
job satisfaction. In order to understand and explain job
satisfaction, investigators put forth a multiplicity of diverse
studies. It is not within the scope of this paper to discuss this
melange of research undertakings. Thus, the following examination
of job satisfaction will focus on: organizational stress,

organizational commitment and interrole conflict.

organizational Stress

Recently, organizational researchers have begun to study
stress in the workplace by attempting to understand how stress
affects productivity and worker satisfaction. It is often assumed

that there exists substantial differences in the amount of stress
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that various kinds of jobs induce. In one study it was found that
specific behavioral characteristics of jobs are highly correlated
with measures of stress (Shaw & Riskind, 1983). Further research
suggests that admission rates to community mental health centres
differ by occupational category. In one study, it was found that
the highest admission rates were for health technologists and
technicians, waiters and waitresses and practical nurses (Colligan,
Smith & Hurrell, 1977).

Many studies have demonstrated that individuals differ
substantially in the effects of stress on their physical and mental
health. Research has shown the potential role of person-
environment fit in either exacerbating or minimizing stress (Katz
& Kahn, 1978; Levi, 1981). Many writers have discussed how coping
mechanisms are 1likely to serve as a moderator between the
individual and a stressful environment (Billings & Moos, 1981;
Osipow & Spokane, 1983; Roskies & Lazarus, 1980). It has also been
noted that the type A personality interacts with the work situation
and results in a highly stressed individual (McLean, 1974).

The scurces of stress in the workplace are multi-diversified.
They range from bureaucratic stress to fatigue, mental load, and
arousal (Cohen, 1980; Sharit and Salvendy, 1982). Physical
environment has also been found to be a major potential stressor
(Poulton, 1979). In addition, role stressors can be significant
sources of problems in the workplace (Fisher & Gitelson, 1983;

Kahn, 1974; Osipow & Spokane, 1983). Research has shown that



Evaluation of Attendant Services in University

10

contextual, task, and role-related variables interact with work
stressors (e.g., efficiency problems, role frustration, staff
shortages and technical problems) to produce negative outcomes
(Parasuraman & Alutto, 1981).

Csipow & Spokane (1983) have developed a measure of
occupational stress and strain-The Occupational Environment Scales
(OES). The OES measures a range of job stress from role overload
to role ambiguity. Results of these measures enable organizations
to institute intervention strategies to reduce stress in employees.
Reducing stress helps not only the employee but the organization as

well.

Organizational Commitment

The concept of organizational commitment has attracted
considerable interest as an attempt to understand the intensity and
stability of employee dedication to work organizations
(Eisenberger, Fasolo, Davis-La Mastro, 1990). Two major views of
employee dedication focus on affective attachment and calculative
involvement. These views are usually considered to be conceptually
and empirically distinct (Meyer, Paunonen, Gellatly, Goffin and
Jackson, 1989; Morrow, 1983; Penley & Gould, 1988).

The affective attachment view of organizational commitment
emphasizes the employee’s sense of unity & shared values with the
organization (e.g., Meyer & Allen, 1984; and O’‘Reilly & Chatman,

1986). Research has shown that affective attachment is influenced
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by personal characteristics, job features, and work experience and,
in turn, influences job performance, absenteeism and turnover
(Mowday, Steers and Porter, 1979).

The calculative view of organizational commitment sees
economic factors to be of primary importance in employee
absenteeism, work effort, and turnover (Eisenberger et al., 1990).
Employees’ role perceptions are assumed to depend on the types of
activities believed necessary for successful job performance
(Porter & Lawler, 1968). Further, research has shown tha; the
desire to remain with one’s current employer (continuance
commitment) results from the perceivad economic advantages accrued
in one’s current Jjob, relative to alternative employment
opportunities (Meyer & Allen, 1984; Scholl, 1981).

Recent investigations have shown the merit of treating
affective and calculative involvements within the context of a
process-oriented social exchange approach (Eisenberger et al.,
1990) . Researchers have suggested that, to meet needs for approval,
affiliation and esteem, and to determine the organization’s
readiness to compensate increased effort with greater rewards,
employees form a general perception regarding the extent to which
the organization values their contributions and cares about their
well-being (Eisenberger, Huntington, Hutchisson and Sowa, 1986).
Studies show that perceived organizational support is negatively
related to absentecism, and is positively related to the

performance of conventional Jjob responsibilities, employee
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innovation, greater affective attachment and greater performance-
reward expectancies (Buchanan, 1974; Hrebiniak, 1974; Eisenberger
et al., 1986). Recent research in the area of perceived
organizational support attempts to differentiate between perceived
supervisory support and co-worker support (Kottke and Sharanfinski,

1988).

Interrole Conflict

Role conflict has been defined as the "simultaneous occurrence
of two (or more) sets of pressures such that compliance with one
would make more difficult compliance with the other" (Kahn, Wolfe,
Quinn, Snock, and Rosenthal, 1964, p. 19). Pressures that accrue
across different roles can be incompatible in at 1least two
respects. First, role pressure incompatibility may arise from the
strains associated with one or more roles. For example, employees
who experience extensive stress and strain at work may find it
difficult to be attentive spouses at home or focused students at
school. Second, it is possible that the requirements of different
roles may —ompete for a person’s limited time resources (Kopelman,
Greenhaus and Connolly, 1983).

Several studies have found a negative relationship between
interrole conflict and job satisfaction (Jones & Butler, 1980;
Staines & O’Connor, 1980). Research has identified seven types of
work-family conflict, the three most prevalent being excessive work

time, schedule conflicts, and fatigue or irritability (Pleck,
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Staines and Lang, 1980). Kopelman et al. (1983) have developed a
measure of interrole conflict which assesses the extent to which a
person experiences pressures within one role that are incompatible
with the pressures arising within another role.

Further research in this area suggests that effective coping
with interrole conflict is an important source of rcle and life
satisfaction (e.g., Beutell & Greenhaus, 1982). Some researchers
postulate that the coping strategies chosen by an individual may
have a more powerful effect on feelings of satisfaction than the
magnitude of conflict itself (Kopelman et al., 1983). In addition,
research has found that education level positively moderates the
relationship between job satisfaction and 1life satisfaction,
indicating that the more education one has the stronger the
correlation between life satisfaction & job satisfaction (Bamundo
and Kopelman, 1980; Kopelman et al, 1983). Strong correlations
between family satisfaction and life satisfaction have been found
in lower educated individuals.

Besides organizational stress, organizational commitment and
interrole conflict, there are a number of factors which have been
found to contribute to overall job satisfaction. Variables such as
type of work, pay, opportunities for promotion, supervision, co-
workers on the job and employee characteristics, have all been
examined in the context of job satisfaction. The above discussion
is 2 mere paint brush stroke on the multicolored canvas of job

satisfaction. Its purpose is to provide a general understanding of
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job satisfaction research rather than an extensive literature

review.

Consumer/Client Satisfaction

Given the breadth and the scope of consumer/client
satisfaction, the present discussion will focus on consumer
satisfaction in mental health and health care settings. Studies of
satisfaction in these two types of settings have similar origins.
Three major sources have been cited in the development of
satisfaction studies (Lebow, 1983). Most prominent is the concern
of government and other third party payers with the adequacy of
care for which they pay. Consumer groups, constitute a second
source for the impetus toward satisfaction research. A third
source of research initiative is the program evaluation community.
The study of acceptability has often been undertaken as a first
step in program evaluation because satisfaction research is
considered to be the least expensive method of evaluation and a
method 1likely to produce positive results (Hargreaves and
Attkisson, 1978). Interestingly, it has been purported that
consumers themselves rarely initiate satisfaction studies (Lebow,
1983). In fact it has been noted that consumers have seldom even
been consulted in the development of the research (Windle and
Paschall, 1981).

The majority of research involving satisfaction in mental

health settings remains focused on scale construction. Good scales
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for assessing patient satisfaction have only recently been
developed (Pascoe and Attkisson, 1983; Deiker, Osborn, Distefano,
and Pryer, 1981). Controlled studies in which satisfaction is
related to other health behaviours such as utilization, quality of
care, change in practitioner, attendance, and relationship with
service provider have recently begun to emerge in mental health
satisfaction research (e.g., Jones and Zupell, 1982; Kirchner,
1981). Of particular interest to the present study is research
concerning the relationship between satisfaction with service
provider and satisfaction with care. 1In outpatient samples, high
correlations have been found between satisfaction and client rating
of the therapeutic alliance (Jones & Zupell, 1982), and between
satisfaction and the clients rating of therapist interest
(Kirchner, 1981). It has been noted that the relationship between
overall satisfaction with service provider remains strong even in
aftercare (Bene-Kociemba, Cotton and Fortgang, 1982).

In the area of health care satisfaction numerous studies have
been conducted to answer a multiplicity of questions. Among the
questions addressed have been the relationship between satisfaction
and change in provider (Marquis, Davies and Ware, 1982), the
relationship between patient satisfaction and the fulfilling of
patient social needs (Kurella, 1979), the relationship of
satisfaction to utilization (Roghmann, Hengst and Zastowsky, 1979),
the relationship of satisfaction to the structure of the health

care organizations (Fleming, 1981) and the relationship between
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satisfaction and accessibility to service (Penchansky and Thomas,
1981) . In addition, studies have found satisfaction to be
multidimensional. Factors frequently found include, satisfaction
with provider conduct, availability of service, convenience and
access (Lebow, 1983). It has also been noted that in health care,
the level of satisfaction with the interpersonal behavior cf the
provider is less positive than the technical aspects of care
(Lebow, 1983).

Of particular interest to researchers in health care sep;ings
is the notion of social-psychological artifact in assessing
consumer satisfaction. A number of social-psychological factors
are seen to influence the relationship between the quality of a
program’s services and satisfaction ratings. Levois, Nguyen and

Attkisson (1981) list 6 factors affecting ratings of satisfaction:

1. Social Desirabjlity Response Bias: This entails
clients reporting yreaater satisfacticn than they
actually feel because they believe that positive
remarks about a program are more acceptable to social
service program administrators than are negative

comments.

2. Ingratiating Responses: This involves clients
perceiving satisfaction assessment as an opportunity

to ingratiate themselves with program sponsors or
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staff. This is noted as especially likely if the
client does not believe that his/her responses are

anonymous or even confidential.

3. The Hawthorne Effect (Roethlisberger & Dickson, 1939):

It is hypothesized that reactivity to the additional
attention implicit in the data collection process and
to the apparent concern of the program sponsors about
one’s level of satisfaction is likely to lead to a

positive perception of the program, and, consequently,

to positive ratings.

Experimenter Effects: It is postulated that the

evaluator’s expectation of favourable ratings could
influence his/her perception, choice of instruments
and data recording and analysis strategies (Rosenthal,
1966). It is also believed that the evaluator may
provide clients with unintentional cues which
influence them to report high satisfaction (Friedman,
1967). Researchers have found that evaluators who are
affiliated with the program being evaluated are much
more likely to report program success than are non-

affiliated evaluators (Gordon & Morse, 1975).
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5. Economic Self-Interest: It is hypothesized that

clients are likely to perceive that their expressions
of satisfaction will contribute to the continuation of

the personally rewarding program serving them.

6. Cognitive Consistency: This is the view that when
clients are free to drop out of a service program but
continue to participate instead, they are likely to
report that they are satisfied as a way of justifying
their own investment of time and effort. Supporting
research evidence suggests that length of stay in a
program was positively correlated with expressed

satisfaction (Larsen, 1979).

When combining research from mental health and health care
settings, a number of general findings have been noted. Studies
have found that most consumers in both mental health and health
care studies report satisfaction with care provided. A relatively
small percentage (10%) of dissatisfied consumers is evident in the
research (Lebow, 1983). 1In addition, in both mental health and
health care research, consumer expectations have been found to have
an important relationship to satisfaction (Lebow, 1983). Research
also exists in terms of methodolngy and measurement of satisfaction
in both mental health and health care settings. Measurement

instruments available include, the Client Satisfaction
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Questionnaire (Larsen, Attkisso:, Hargreaves and Nguyen, 1979), the
Evaluation Ranking Scale (Pascoe and Attkisson, 1983), and the
Patient sSatisfaction 8cale (Ware and Snyder, 1975). Most
instruments are general in focus and thus applicable across both
mental health and health care settings. It is important to note
that unlike the above-mentioned widely-used instruments, most
instruments are developed by independent researchers with a
specific satisfaction measurement focus (e.g., Slater, Linn and
Harris, 1982-satisfaction scale assessing outpatient treatment;
Strupp et al., 1964-satisfaction scale assessing psychotherapy in
both mental health and health care, especially in determining
participation in treatment).

Consumer satisfactio' has importance in both mental health and
health care, especially in determining participation in treatment.
It has been noted however that, consumers are better suited to
judge most mental health services than they are health care
services. It has been postulated that in the health care field,
consumers are presented with a wvast array of technical
interventions that they do not have the expertise to evaluate.
They can make reasoned assessments about some aspects of care, but
unlike in mental health settings not all of them (Lebow, 1983).
Regardless of settings, satisfaction indexes are important tools in
evaluating program effectiveness and treatment services.

Of particular interest to the present study, is the assessment

of satisfaction in an attendant services setting. Little research




Evaluation of Attendant Services in University

20

in this area has been reported. Most of what is mentioned focuses
primarily on job satisfaction rather than client/consumer
satisfaction. 1In one study forty personal care attendants were
interviewed in order to identify factors which may influence job
satisfaction (Stelmach, Postma, Goldstein and Shephard, 1981).
Findings suggest that overall the majority of attendants were
satisfied. A significant positive relationship was noted between
job satisfaction and the attendant’s having had five or more
previous attendant care jobs. Job satisfaction was also positively
related to work ag with disabled adults requiring less than 25
hours per week of attendant services.

A similar investigation surveyed 56 personal care attendants
to assess attitudes and factors associated with job satisfaction
(Atkins, Meyer and Smith, 1982). Data was collected from a variety
of sources, including; interview, Attitudes Toward Disabled Person
Scale, Gorécen Personal Profile and the Current Attendant Profile.
It was found that attendants represented varied backgrounds, were
on the average satisfied with their job and felt they needed
specific training to be more effective. Results of the study
further suggest that ihere was no single reason why PCA’s quit
their job or found them unfulfilling. Probably the most important
information obtained in the investigation can be derived from the
attendants’ responses to questions relating to ways of improving
their jobs. Eighty-six percent of the subjects said that they

would join an attendant support group if such a group was offered.
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Seventy-five percent felt that it would be helpful if attendants
were given more training in personal care work. In the same vein,
seventy-percent of the attendants felt that it would be helpful if
disabled people were given more training in how to be employers of
PCA’s. Fringe benefits such as days off, paid vacation and paid
sick days were also recommended by seventy-percent of the sample.
A related study investigated attendants’ needs and
perspectives regarding attendant services work in a sample of
twenty-one PCA’s (Hutchins, Thornock, Lindgre and Parks, 1978). A
number of factors influencing job satisfaction were reported,
including: a sense of personal reward in being of help and
importance to another person; helping to meet the PCA’s needs for
companionship, security, food and shelter; and personal liking for
the client. Factors contributing to dissatisfaction were also
noted. These included: the fact that attendant care work was
tedious and boring; inadequate pay, lack of relief and time off.
In support of the findings of Atkins et al. (1982), it has also
been found that PCA’s often suggested that improvement in job
satisfaction could be attained by giving clients more guidance and
training on how to deal with attendants (Hutchins et al., 1978).
Research in the area of consumer satisfaction of attendant
services workers and/or programs tends to be focused on assessing
the needs of consumers rather than on investigating consumer/client
satisfaction. A study was conducted on the need for personal care

attendants in a sample of institutionalized disabled ccnsumers and
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a group of former institutionalized consumers (DeJong, 1977).
Findings suggest that of the 37 consumers living in institutions,
twoc-thirds would be able to 1live indeperdently outside the
institution if they had a PCA.

2 peripherally related study investigated rehabilitation
agencies’ perception of the attendant services issue with respect
to their consumers (Thornock, Hutchins, Meyer, Kenyan 2nd Williams,
1978). The sample included 131 public and private rehabilitation
agencies, institutions and programs throughout the United States.
Over 85 percent of all respondents indicated that attendant
services was extremely important to their consumers with
disabilities in the following areas: promoting independence,
maintaining higher morale and restored physical condition,
decreased hospitalization and improved overall health. Additional
benefits were mentioned including, reducing the necessity of
institutionalization and lessening the emotional and physical
burden to families. Over 90 percent reported that among their
consumer population were individuals who in order to 1live
independently, require attendant services. Further, seventy-one
percent of the respondents said that they had consumers who were
not living independently, but who could if attendant services were
available.

An extensive research study on attendant services in Ontario
has recently become available (Centre for Research & Education in

Human Services, 1988). One-hundred and seventy-six disabled







