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ABSTRACT

The main purpose of;\this ‘study was tov,identify and
validate the ‘skills required for an occupational health

and safety officer (inspector) to perform his/her JOb

B
>

. A second purpose of this" study 'was to determine at'

~vhat’po%nt invcareer development thexidentified inspector'

*. i B . . .

.

skills were ac#hired

%)

The study con51sted of two stages The first stage

“

1nvolved the: development of an 0ccupationa1 Skills Profile
"OSP" for an. inspector The "OSP" was’ developed duridg a
three day workshpp van01V1nJ a_'grouo of practicihg
' occupational health and safety "officers (inspectors) The
task of the workggop was to "identify - the general area of
competenée categories as.:§ellhyas the specific skills

" required to perform the job of;an/iﬁspectof.
A vtotal ,off,twelve’ geaeral areas of' competence_
categories were idencif}ed;_ with each hav1ng a' var}ing
- number }of spec1fic fskill statements; A total of ‘one
hundred ahd forty—sixi skill stateﬁents were identified.
'V_These comprised theaceﬁpleted skill'profile.
| - The second stage of the study involved the valldatlon
of the Occupatibnal Skills Proflle "OSP" by 'all~ the
occupatiosal health and-rsafety officers' (inspectors)

-

g

¥

iv
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o . : ’ . ’
workinq in Alberta. The Sntent of the vali;§§ion gstage
. ) . h

<
was  to determine the extent _of agreement that the

population of occupational hearth and safety inspectors in

nlberta “had with ‘the. original profile.l\ In addition,

4

, Staqe II of the ;!udy was to determine at what point in
. - . "

careeﬂ develop@ent the skills were . acquired

2

The ,extent to which the population Vof inspectors

b

agreed that a skill statement Was relevant varied from dne
( .

jgeneral area to another and from one skill to another oni
the "OSPE A total of eigh Y- four of the.. .one hundred and
forty-sii sklll‘statements ere reported as 100; relevant~
by allmrespondents.'The lowes reported level of agreement
that a skill is relevant on the entire profile was 79%.
The average_eXtent of agreement forAthe totaf profile Qas
97.7%. o ﬁ | |

Further® information ‘wasd obtained during Stage ll

regarding the acquisltlon of the identified skill

statements on the "OSP". Respondents who reported use of a

skill were asked when they acqﬁired it during their career

development From the respondents who 1nd1cated they use
the skills an  4dverage of 67% reported they acquired the
skills on the"OSP" while employed as an inspector. This

included an average of 58% of respondents who reported

that they acquired the,skills'informally,on'the job and .an



average of 9% re"ported‘ the acquvisition of the skills in 'a
totmal course, \semi/nar or workshop while inspector
employed. An averaqe of 32% ot respondents who indicated
‘they use the skills x:eported they acquired the skills
vprior to being enployed as an inspector o

The study resulted in the development ot a validated
‘Occupational Skills Protlle J“OSP“ for the occupational
heﬁlth and satety officer (inspector) As é result of the
findings of th‘e\ atudy, recommendations were made
concerninq the use and tollow up for the va&éﬁf |

&D\»
iad
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& CHAPTER I

B
INTRODUCTION
'The 'Gale Commission’ Repdrt (1975). on , Alberta
Industr1a1 Health and Safety comments that government mustb
take a much more comprehen81ve and consolldated approaeh«

to overall occupatlonal health and safety and make maJor

1mpr0vements to. strengthen the ex1st1ng 1nterdepartmental\

.’11nkages The . repoft states. that the follow1ng emphasls

-

should be made

Emphasis should Dbe. placed ‘by , government
authorities on the preventlon of’ accidents
”and diseases at wor.k Where it is necessary o
to -imPese penalties ‘for a breach of the .. - ’

regulations, however, they should be applied v ) ;ﬂ’
qulckly._unlformly, and in ‘such a manner as o /.
to act as a deterrent (p 17)- o . _ h//

. B . - . Vs
\\ . ‘ ,%/.
: /

FIn response to the Gale ?omm1831on Report (1975)/the

Albexta Government establlsbed the Occupatlonal Heayth and

Safety D1v131on in: the Department of ﬁabour and app01nted

an ass%stant deputy mlnlster "as head The new/ Dlvi51on“\

o
v e -

on> of Industrial Health

initiallyv 1ncorporated, the D1v1”

Services: ‘of thesx_Débartmem » of - Health ‘and 50c1a1

N

Development} .the Accident Pr vention - DepartmentA of the

. Workers' Compepsation "Board di later ‘the Mines Inspection

TR L . L .

. .
¢ - : : . —_
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/

‘steffb of, the Energy .Resqﬁrces Conservation .Board.The,‘
"Occupa’ltional~ 'Heeith and Safety ~ﬁiV£sion eventually
:‘developed tne ~ four major organlzatlona& | units that
basicaily"exist_ today. They are: Woré Site Serv1ces.
Occupationalb Healthv.Seryices, Research ‘anda Educatlon
‘Setvices"and Administtati;e ,Set#ices;‘ The ‘Work Site
1Se;vice o;ganization unit - contains the - inspectorate
:portion'of tﬁe.pivisionr although‘there is also a healtn
‘inspectional' conponent involved ’with the Occupational
- Health Service Branches ‘ R

The purpose of the Work Slte lServ1ces conponent as’
fstated 1n the Occupat10na1 Health and Safet? D1v151on4

Mlnlsters' Brleflng Book (1983) states:

- The purpose of Work Site Serv1ces s to,o]
,prov1de a work site focus in the preventlonfig
of work related adcidents and ill health. The: ; °.
service &ﬁ@the major safety orientated ‘group

_ within division. Work Site' Services
of ficers ‘are the maln‘ interface between the .
division  and the  public. Programs of
inspection, -incident " investigation, site
consultation _ and sanctions provided by
. generalist, specialist and engineering
'spec1allsts are the ma]ot areas qf 1nterface R
with industry (p.WSSI). : e K3

- . . -

The  staff complement of this 'work site service

organizationai unit totafls one hundred and five persons

allocated as -follows: one executive director, four

directors, three deputy .directors, two managers, seven

'S



enginoers, nine soécialists, eleven senior occupational
hea&th and safety officers A(inspectofs),' fofty—one‘
occhpatlonal health and safety offlcers (1nspectors). four.
staff consultant positions and twenty two support stszv-
positions.

'Since no formal training programé exiot-in.Albertavfor

the 'inspeotors;' the acqulsitlon, of skills is attained.

. . N . ‘) R .“ . . .o
through various ad hoc coursos:y- semlnars and work.

N :
experience. | . | :
In most Organizations. when nen personnol an? hirod

they are se;ecteé forgtheir proven oxpertise7in the fieli
and forftheirwability”to perform effectively in that role.
The job isfnsually‘defined'bY'a job desoription and the
person is'selected‘to fit it. Thus all that is'required is
‘a period of ‘time fon adéptation.“and.vorientation beforg
they are exoected to function well in thé position. |
When occup3tionél health and séfety inspectors ére'
ni;ed for the division, t;aining and"expertise as an
binspeotor are not mandatory but‘vceftainly desirable if
guch a »person"is available. Appropriate ‘technical or
industrinl training and a 'yariety of experience are th?/
main -qualifications sought.‘ Thus .the new inspeotion i
staff must, in most cases, adapt a completely . new roée,v
‘that” of . an inspector, and ‘develop exPertise in a

/

completely newtfield,‘that oftinspecting, consulting and k



advising

The Occupational Health and Safety Division has always

recognized its responsibilitles for the development of the

\
inspectors. A series of. 1dent1f1ed training ‘courses are

pro#ided _to' the' Work Site Services. personnel The

following courses were offered as outlined in the Work?

Site Services Annual Reportv1982/1983:

. A variety of courses were developed and
délivered  to W.S.S. personnel = during
1982/1983. Following are highlights of some’
of the major presentations -

- Basgic .Training Course: A 210 hour course
' was presented to ten new. field .staff over
_ a six week period.
- .Daily Activity Report Course With theq
" introduction of a ne information base for)
the collection of activities carried out RRT.
by field #taff, a training course was el
" develaped = and  presented.  to W.S.S. '
. personnel. ' ' . . o
- Use of field Kits for \\Mggitoring
Industrial Hygiene: Two day prese tations
were made to 57 W.S.S. and other DlViQ}on
personnel, providing instruction in the
use of monitoring equipment.
- . Respiratory Protection Course: Three day T\\\
sessions providing training to 24 W.S.S. ‘
eand other, Division personnel.
_ Introduction to Tar Sands Technology: The
¢course was prepared and presented with the
assistance of the Chemical Engineering
Consultant to selected .Inspection Branch
and Research and - Education Branch
personnel (p. 7). . :

These .types of programs are similiar in nature to the
ones offered for staff ‘training and de#elopment in

N

“

necessary inspecxional and operational skills for the new“f



] _ : ‘ ,
previous years. Th% means of identifying’ tne need and

content for such, coTrses ‘has . not = been analyzed
syetematioally. In ;addition, the on- going approach  to
skill acquisition and - Btaff development has not been

identified or developed. 7
¢ ,

Statemegtsof the Problem

The problem is that no systematic: analysis of ' the
skills apd knowledges required for an occupational health
and safety officer (inspector)’has been undertaken.

-

 Purpose of the Study -

Although considerable effort is put into tﬁe.provision‘

of training opportunities for -inspectional staff 1inp tne
Occupatlonal Health and Safety D1v151on. at present there
is no- comprehen81ve staff development plan. The difficulty
in establishing such a plan is that the job performance
requirements for inspectors are not 'well deflned jA;:jobv
description which outllnes general areas of work has been.
prepared, nowever, no well defined and.‘expected SKllly
’etatements are available from which .an ~overall 'etaff
training plan oan be deéeloped. This problem has occcurred
due to t lack - of va clear description of the»bskills'

required:by a'mcompetent"aoQCUpational health and safety

inspector.



|

'
P . h
& . . . ) . SR .

The following questions esﬁ%h}iéh the parameters of

the‘study.

1. What\skills ar{_used on the job or»pe:céivgﬁ as
relevant to thegjob of an océup ‘tion‘a‘l‘ healvt.h and
safety of%icer‘ (inépector; by hepéesentative
group of practicin¢ inspegtors? '} |
2. To what extent do all the occupﬁtibﬂai health and
 safe§y.officers (inspectors) in Alberta agreé with
the skiiis identifised by the iepresentétivelgrOUp?
3. At what point in career deQelopment the identified
gskills were acquired? |

Significance of the Study

Considerabl& resources are utilized each‘yea: for the
ttaining an@IdeveiPpihg'of skills of inspectional staff in
the'Proyince of Alberté. The allocation of ;nese‘fesources\
in the moét_efféctive and éfficient manner is of eéonomic
imporﬁance. In addition go‘thfs,‘it is imperative that the
necessary skills béhldeVBléped in order to have an
effectiVevinspectidnal pfogram throughout the Provinc%;

It is expeétéd thét the results of this study will be

utilized in the revision of the existing basic \training

program offered by the Océupatiohal Health and Safety



Division. Consequently, the identificatii;bof skills which

e€sources, can be

v

‘'require on-going staff development and
utilized in an over-all plan due to clear. identified

inspectpr gkills. ,

The Workers' Cpmpénsation Boa:d of British Columbia

(1980) comments on inspector training and stdtes:

""Completion of the inspectors' initial

training prepares them merely to commence
‘ ‘their 'own development towards becoming
6 - effecgiwe inspectors (p.12)".

This study is significant in that it has already

increased the Occupational Health énd Safety Division's

awareness of the role, expectatidns of an 0ccupétiona1<

health énd;séféty'ofﬁicer. Identification and 'validation
of ah inspector's skills should ‘féciliﬁate further
dlarification of other staff roles within the Oécupatibnal
"Health and SafengDiVision. |

A}

i ! .\ ) e .
Limitations of the Sfﬁdxx\

The following factors may limit the generé&iggbility
of this study to situations beyond its parameters:
1. The study was limited by the ‘degree of

. { .. .
‘compreliension and accuracy of rgsponses made by
gpartiqipants to the questions n the research

instrument.




.....
,,,,,

2.

3.

The study was 1limited to inspectors working in
Occupational Health and Safety Inspection for the'
Govérhmeﬁt in the Province of Alberta. |
The data supplied by | the partiéipanté‘ was

restricted to the specific responses on the

"research instrument and thig congstitutes . a

limitation in this study.:

4. The study was limited due to the selec ion of one

specific methodology of skill identification.

A) v A ]
Definition of Terms

(=3

The following are definitions that are used throughout

‘term is used to, describe thkv job of an inspector

r

the study.

Occupational Health and Safety Officer (Inspector): This

3

within th? Ipspection Branches of the Occupational
Health and Safety Division. The Occupational ﬁealth
and Safety Officer is responsiSIe for thé
inspection of 'places of work in 1industry and to
enforée compliance with the regqgulations made under
the Occupational Health and Safety Act and in so
doing réquires a highly developed ability to
inspect, investigate, and ppovide concise factual
repo;ts. (OccupationalyHealth and safety DiVision,

1981).
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DACUM: This is an acronym for "vaelopinq a Curriculum".

Competence: “The ability to do well in - g

CAP:

i1t is considered to‘be bogh a process and a product.
As a product it is one or two sheets of paper showing

a skill profile for 4 job or subject area which can
5o

process it

: 3y ,

is a dynamic group analysis of a particuldy job™ or

gerve as a turriculum outline or plan. As a

* ! .
gsubject area. It is this process, under the lkadership

%

while: the. knowledge, skills,
lneeded to carry out properly an activity imporggﬁt.to
success in one's personal' or profeséional, life; the
ability to meet or SUrpass’ prev#iling standards of
adequacy for 'a particular activity" (Butler, 1978,
P-7). |

This is an acronym for "Compeggggwagglzsis Profile".
This term ié-used fo describe a document which sbates

'
general areas of competence and specific competency

. stgtements, that in total represent the

knowledge,skills and attitudes required to function
. : ‘ /
effectively in a specific occupation {(Manuel and Dean,

1976) .-

Validation: A term used to outline the second phase of



*.

“Job Analysis: Any process of .collecting. ordering, and

. Y e

! (\ o ‘/ - ¢

. ’\
their process in developing an occupational profile.
- This phase in(:lves subnitting a draft profile
y a

developed b representative group: to a 1larger

segment of the practitionere to - determine the exten
of agreement with tne original draft profile (Manuel

and Dean, 1976).

evaluating worker related information. (Wiison. 1974).
Task: A relatively 81mp1e act1v1ty or small portion of an

act1v1ty which is performed within one organizational

unit and which has both a .beginnié%% and an end

(Barish, 1951)

" gkill Statement: In this study a skill statement is

something exerc1sed in performing a ‘job. It should
stand on its own.'haveAa beginning and an end  and be
prefaced by "the ipdividnal must be able to".
GeneralwArea of Competence: In this study a General Area
ofl Competence 1is a logical division or category of
work performed and comprised of ‘eeveral skill
statements. |
OSP: 1In this study an acronym for "Oocupational skills
Profile" is used. This term describes a document whioh
oraphically contains behavior skill ‘statements that

represent what a person does in a specific job.

4



CHAPTER 11
REVIEW OF RELATED LITERATURE

The purpose ef this study is to identify the skiils of
‘an’ occupational Hhealth and gafety ,inspeeter.‘ The first
part of this literetqrev review will 'be» centered ﬁpon
descriptions which relate to curriculum deveieﬁﬁbnt and
occupationel, skili_or task apalysie. Secondly. a summary
of usds for job analysis ﬁilllbe'given The third pakt of
this‘Tev1ew wd?l deal with the information and research
which 4dentify methods for . conducting occupational sklill

O
or task analysis. . )

Descriptions Relating To Occupationai Skills Analyses

0'Hanlon (1974) organizes the various models and
methods of currlculum development into the follow1ng threei

categories: open access, management ena systematic.
) o . " - . H‘ . . .
Sinnett (1974) reviews this summary and describes the open

access model in the following way:

The open access model 1is - based upon the
humanist tradition in philosophy. Decisions
arg/ made with respect to their congruence to
the original humanist rationale. Discourse,
openess and discussion methods are used
(....) The process, is one{ of .continuous
experiment (....) 1Its chlef‘mqparacter}stlcs
are its humanist approach and its openess to
interpretation baé%? on con31dered | human
values (p-3).

»



A second commonly used model of curriculum development
is the'*® management model. This approach to curriculum
development has been used in many technical inatitutions
and colleges = in  Alberta. Sinnett  (1974) states
the‘following regarding this model:

The management model 1is perhaps the most

familiar. The ©process itself follows the

manaqement hierarchy within the institution.

The ultimate decisions are made at the top.

Proposals are fed to the teacher, supervisor

and curriculum committee levels | and are

screened by various levels of manegenent,(p.l)

This model has been used and modified to euit the
particular 1nst1tution and program. Sinnett (1974) also

po1nts out that the chief’ characteristlc of . thls mode} is

~that, it is the 1nstructor and admlnlstratorvwno primarily
-

orlglnate the nature of the currlculum content
The systematic model of curriculum development as

outlined by O'Hafllon (1974) and Sinnett (1974) is goal

_orientated. Here the purpose or aim of the curriculum is

estabiisned fibst’and decisions regarding its development
are guided only vby the purpose. Sinnett (1974) outlines
that the chief. characterlstlcs of the systematlc model are
its "goal or purpose orientated charactl . and theb need
for 1nvolvement from the 1nst1tut10ns as well as many
“areas of the community to achieve the stated goals (p. 2).
Deane and Manuel (1976) state the followlng regarding the

A P

l
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systems approach:

The application of systems theory in business
and industry have resulted in effective and
efficient operations at a high 1level of
sophistication. < It is time that training, .
planning, and curriculum development be
subjected to the game rigorous analysis
to reap the same benefits (p. 1).

Hindes (1976) suggests that one basis for developing
‘all levels of vocational training and education 1is to

analyse the compothnt“ worker's pa:formadée.u He outlings

that "occupational analysis is a process that examines an

occupation and 1lists the various performance skills and
knowledéé. which iﬁ total make up the occupation" (p.7).
The use of the competent workera or . practitioner
performance is an important c0nsidera€10n when de oping
a traininq‘program, regardless of the type of c¢ riculum
developmént‘ model being used. Individuafs who are
performing a“ job in the community to expected: s;andatdé

ate important sources of }nformation when determining

training needs and . designing a specific curriculum

ré‘gired for the occupation. Brooks (1977) outiines,that

too often educational programs are developed' without

adequate input from community practitione;s and cautions
againsf pfogramkplanging Qiﬁhout occupational analysis.
e ’ .
Reg;rdless of the model used task analysis 1is an
important process which‘can be employed in the development

of curriculum.
;

13
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Erega and’ Loolioan (1975) ﬁefine tvask analysis as:

The process of  identifying (1) each task and
. sup-task ' to complete .a specific wpart of a
' “sppplete job, and. (2) the skills and knowledges
% #ded to enable the employee to pedform each.,
ﬁmsk and;sub task (p 22).

i . .
\The same authors a190 901nt out that task- analy51s may not

20

havg} appllcablllty for tralnlng development in every

subJect,area. and«that limitations could»ar1se from users'
lack of'expertise:

v I : ) C . | . '
In -addition, Pipe (1975) states the following abeut

‘"task‘analeiSE

Task analysis: is a way of gettlng spec1f1c'
.about what ‘goes on in any useful work; task
nalysxs begins breaking down somebody s job

into tas*s ,(...) a task occuples a &
2 slgn1f1canﬁ part of a-worker's time and is ‘
' performed for. some purpose, by some

'method(s), according to some standard of

speed, accuracy or quality (p. 11).
Similarily, Hindes (1976) reViewsioccupational

analy51s and defines it as:
Occupatlonal analys1s is .a process that K
examines an occupation and lists the various .
performance skills nd knowledge, which in
.total make- up the occupatlon (p-7): .,

-

The above author also empha51zes that when analy51ng

r’"’

an ~00cupatlon 1t -is the competent worker s performance

that should be analysed.

The National Centre,mfor Research in Vocational

, P ‘ - ) , , .
Education at Ohio State University outlines the purpose of

-



. an occupat10na1 analysis:

An ,occupational ana1y31s deflnes a 'worker s
role thdt is, ‘what the worker does on the. job i

(p. 6). g

. L ‘ | ,‘ B ‘ . . . Y ‘- ‘. )
Many of the descriptib@b - used to define‘ the

_occupational Job, or task analysis are slmllar 1n natun

The .intent" of the ana1y51s is to 1dent¥fy what a competent
' I
.1nd1$1dual does or is expected to be able to do on the Job

& )
g . >
. -

Uses for Occupat 1ona1 Skllls Analy51s

Thls part  of the 11terature rev1ew “will examlne .the
uses for occupatlonal skllls ana1y51s
| The Natlonal" Centre ' for, Research in Vocational
. Education at Ohio State iUniversity .outllnes that the
results of an occupationali enalysis .are used fori the

‘following four purposes:: A t -_':, i : . -

v

First, thls type of information 1is often
-given to a prospective worker to- explaln what
he/she is or/ will be expected to do on the
job (.- ) second, an analysis can serve as a -
basis ,for organizing the job (....) Third,
- educational programs can be developed using
the analysi® (....) The fourth purpose for
" which . analyses are . often used is .
evaluation (p.6). o, o '

2wk

Dav1s and Alexander 11977) 'outline that 1industrial

»

psychologlsts and 1ndustr1al englneers often refer to "job

analysis" ‘as well as "task analysis" and use this process

I3

"in breaking jobs -down into concrete tssksf (p.2). The
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above'authors state that iob analysis may be used to:

(1). help make"‘ decisions - about the
recruitmentand "selection _of workers; (2)
classify jobs for a varlety of purposes such
as compensation of workers; (3). aid in the
redegign  of jobs:. (4) evaluate worker
performance; and {(5) design better training
programs (p.2). , :

cadl

,Annett et ‘al., (1971) review the usefﬁlneSS of job
ana1y31s and state that: |

Sound tra1n1ng is built on careful analy51s
of the work which 1is  to be done and the-
capacities and .potential . of the people
available to do 1t Jobs may be analyzed for
' many purposes - to 1mprove working methods
and patterns of organization, to determine
wages .and salaries, for vocational guidance
and selection as well as for .training (p.13).

-
b

.Freda' and Loolloan (1975) point out that for ‘those
~areas where it is appllcable,'task ana1y51s can be used to

Justlfy or dlsprove the tralnlng need and must serve as
A

he key element in the "traln" or "do not train" decision.

Mart1n and Brodt (1973) outline that a task—based
- E \ ‘ ~ )
curriculum which is developed by a task analysis process

demonstrates the relevance of the tralnlng to . the Job to
be performed. They caution that as -the number of discrete
tasks to be performed increases in cOmplexity it ‘is

\<1\\\neoessary to reduce this massive amount of task data into

a manageablg form. Accord1ng to Martln and Brodt (1973)

™

task anal‘ is assists_in reducing the amount of data.

Wllson (196 identifies several areas where job

Ui



analysis can be applied directly and utilized

effectively.The following is a summary of the areas

outliﬁed'by Wilson. ‘

1. Job Restructuring: Data obtained from analysis of job

content can identify situations where workers with a given

level expertise are functioning over  er under their

level of 'competence or where they are performing duties

o

unrelated to the main intent of their jobs. i
2. Training Progtam -Development: A job analyéiél'can
identifyvspécific skili and knowledge reéUiréments which
are needed by industr?. Using'task'anal}Sis will assist
traiﬁing agencies '§t ipstfﬁﬁtiops in designing up-to-date
curriculﬁm . and avoid designing ~ curriculum dn
misconceptionsyand with outdated methods that canrlead t6
'inédequate“or inappropriaze trainin§ programs.v. -

3. Qualification Standards Development: . Administrators

can use anal?sed task data when preparing entry level and

promotional requirements. This can provide decision makers
. with better 1ideas precisely"as to what kinds of work
‘expefience and educational requirements are needed for the
job.
. . : . 3". ) . ‘

4. Test Development: Analyé@@ task ‘data can reflect -
accurately the work being - performed, _and as a resuit,’

based upon the data, better tests or other ﬁethods of

;evaluation can be developed.



5. PenfokmanceaEvaluation: Job analysis ean teflpct the
aceurate expectations of the jeb. Adcuraee and up-to-date
job- descriptions - ‘can }easily be developed based on the
analysis‘ data. Therefore, Job analy81s can be used to
fdentify 'tne superior or 1nfer10r ,werker"in rela;ien to
the identifled jeb skills. | | .
6. Employee Counselling: ?ersonnelﬁ a@encies will have
aécuraee job descripeions and as a result fhey can counsel -
their cliente noreﬁ"effectively redardindA entry leVel,
_‘upgradlng requlrements or career alternatlves
o 7. Identlflcataon of Safety Hazards Job analysis can ne
a ‘useful tool for the 1dent1f1cat10n of"existing or
potentlal hazards 1n Job situations or tasks.
8. Other Usee: Wilson 1dent1f1es other p0551b1e uses for
job analfsis EUch as wage and salary administrationg jebq
ldevelopment and manpower plannlnq | ) ‘

Newman (1979) andmyan Selllet al.;.(1981f point'out
‘ﬁhat classification and compensation management ake nased

¥

on job analysis and job evaluation. rhey also indicate
that hunan resource planning..‘ career planninéf/////ﬂ
counselling, organlzatlonal development and ]Ob design all
require job analys1s,AIn addition, stud1es gerfalnlng to
role‘ amb1gu1ty, role conflice and job stress have

_organ12at1onal‘ factors that would benefit . from data

ob;ained'in job analysis.



In summary., an -overview of the relaﬁgﬂ 1ﬂ'érature'

~strongly indicates that the ﬁtiliqption of an occupational

skills analysis” is both useful and beneficial to all
occupations. .
7 \

Methods Used in Conducting éccépgtioggl.
| | Skilis Analysis g
Thig section will Feview select méthodoiqgies which have.
been developed for conducting occupéaional anéiysis.

The-ﬁnited States Department of Labour develdped and

“used jgb analysis methodology quite extensiQely. The

methods and emphases of ,their technique were expanded and

modified to.meet the .changes of the employfilent situatioen
from the depressibn'pé;iod in the nineteen thirties during

a period of "surplus workers" to the "shortage of workers"

period during the waﬁfyears. The more -recent methodology

used by the United States Labour Department in analysing
jobs 1is  outlined in the Department Publication Handbook

for Analysing Jobs (1972). This publication outlines  that

there are various categories of information that must bg‘
thained in order to meet the requirements'.of the job.
These -include - worker functions, worker 'fiélds. wquér
traits, worker- aides, equipment and tools.

Fine and Wiley (1971) -outline the Functional Job

u

19



'Analysls Bystems approach The- approach' begins by

examining the. goals of the organlzation in wh1ch the job'

occurs. When the goals are identified the analyst.

determines what must be done to achieve them.) First, this

includes serting specific objegtives by taking into .

account the restraints of mime.‘money, manpower, geography
and’ consumer ,'response. " Second,  the procedures or

t cﬁ?ologles required to 'implement theflobjectives . are

v

20

grouped Third the specific tasks which are requlred to . bek“'

completed ;o achieve the ObJeCthES'for each grouplnglare‘

1dent1f1ed The Funct10na1 Job Analysis approach focuses
on both the way in. whlch work 1is belng performed and the

tasks which serve to advance an organlzation's.ob]ectlves.

The appLoach also provides for the use of worker funct1on

scales ‘in terms of -1¢We1 “and orlentatlon of 1nvolVement
with "data; people and things".

The Internarional Labour Office, Vocatlonal ‘lraining
rand Guidance Branch (1977) outlines the action, resources
"and principles ‘cg%he aédressed in a vocational training
system. The first,~action, to which they refer is "job
analysis"” and that it ' is needed to improve "the
"effectiveness_ of ‘learning material content". lThe first
resource they describe as being required to carry out the

action is "job analysts" who are capable of identifying

[ 4
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the tasks and task 'eleqﬁnts of any job as a basis for

curriculum development. The first principle to which they

A . ,
refer is, "the process of determininyg’"i4either through

~ )

direct observation or by any other method which can be

'validated, the tasks and task elements of any given job,
to such a degree of certainty that itgban be used as the

basis for the identification of modular units" (p.3)."

in an attempt to assist in resolving the difficulty of

curriculum 'development in the field of industrial arts
Yoko (1969) identifies what he calls the "orchestrated

"system"f In this system broad objectives for a course are

structured  ‘into "snap maps" which are flog;;eharts for
' : . i ' //"‘ -

-

objectives% The objectives from the ffirstt level .mép
explode into a more precisely defined chart at the second
~level. The process continues throﬁgh many levels, up to a

maximum of five at which time specific objectives are

identified. However, by the time the fifth level has been’

identified, the volume of objectives may have increased to

cumbersome proportions.

%

Thev National Centre /for Research in  Vocational
Education at ©Ohio State Uhiversity (1981) éutlines the
folloﬁigg steps in conducting aﬁ ocaqupational analysis:*,v,

1. Define the =scope or breadth of the

‘ analysis, That is, determine| whether it is

for one specific occupation or for an.
occupational cluster. :

21



2. Prepare an initial 1listing of analysis
components (duties and tasks). That is,
develop a list of statements describing
worker duties and tasks in each occupation
involved.

3. Verify initial listing of analysis
components. That is, confirm that the
.statements actually describe the work
performed in the' occupation(s) considered.

4. Compile a final listing of the analysis
components. That is, gather together
statements which have been confirmed as
degcribing the occupation (p.7).

[

The "DACUM" (Developing a curriculum) model, reported
by (Adams, 1975) seems to fit into the systematic model,
al;hdugh modified forms of its dynamic group brainstorming
techniques may be used within the framework of any one of
the models (Sinnett, 1974). The use of the "DACUM system"
provides an organization that proposes to dévelop a
program with -a means of jdentifying the intended outcémes
or ‘tasks. The actual job compohentsfare established by a
committee,ofgseveral persons who perform the actual iob.

-not'management or sﬁpervisqry level personnel. The "DACUM"

.

~system consists of several stepsv as outlined on the
prepared "DACUM" co-ordinator's cassette tape kit. (Adams,

1974). These tapes indicate that an appropriate person is

o .

éppointed to co-ordinate . the curriculum development

session which is held over three days. This co-ordinator

should have a broad academic aﬁd inte g;gbnal baékground.’

Committee members are appointed from/a wide section of the

22



industry or occupation. Sinnett (1974) points out that
“only peréons who perform the act&al job énould be
appointed to the committee. Instructors and superviso;s
should not be appointed to the committee, unless .theif
jobs . are being analysged, due to the fact that they have
.
vested interests which could interfere with the purpose of
the session which is to analyze the actual job. The actual
"DACUM" analysis session consists of several stages - as
outlined on the cassette tapeé by Adams (1974). The steps
are to: | | ‘
1. Provide a general J.'ptrbduction and orientation to
the commlttee. |
2. Review a description of the'specific occugation'to
be aqalyzed. |
3. Jddentify: the General Aréas' of Competence. The
committee identifies duties or broad areaé’ of
aﬁility which'occupy a large part of employee time
on the,job and are~theﬁgeneral areas of compe;ence
or general categories.
. 4. Identify the first band of ‘skills. One of thé
general areas of competence is selectéd and the
skilis that make'up this general area of competence

are identified. These horizontal distribution of
&

behavioral skill statements are referered to

23
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as"bands". Each skill that makes up the general
afea of competence must be identified before
proéeeding to the‘development'of the next area of
general competence. ’ \

Complete the :émaining bands. The remaining general

areas of combetence are completed in the same

manner as ‘the«first.

Review and refine. The co-ordinator reviews with

. L3 :
the committee each skill statement in all the

general areas of?compétence bands.

Sequence the skills. Each band 1is sequenced in
relation to ‘thé other based on the following
question: Which pasksAwogld a‘ﬁew employee dp first
on the job if he was just hired and had no‘p;evious
tréining?

Complete find&a%;ructuring arid conclude. A review
takes’ plaée with only minor chqnges} No major

¥

adjustments are made at this point.

After,the completion of a "DACUM" occupational profile

chart based upon the above process the progrém developmeht

model is then utilized. This model would take each of the

identified skills and prepare individual | iéarning

batteries which would -include:

1.

Selecting printed learning materials.

|
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2. Developing printed learning materials. . .
3. Selecting audio visual lsziing materials. .

ﬂ%%keveloping audio visual learning materials . ;
'These would be individually prepared or selected to

<

fi& each of the 1dentified competencies , : o
| The Competency . Analysis Profile System developed by

Manuel and Deane (1976) also has similarities to the

systematic model of‘cufricnlum deyelopment; in that it is .

- goal orientated. " The purpose or aim of the cyrricnlum is

established'first andvdecisions‘regatdino its deVelopment.

are governed only by tne purpose. This type of "system"

requires involvement of many 1nd1v1duals sucn as a broad ¢

”» ~ (A

selection of practitioners and educationai_ ‘experts. The

A
~

Competency Analy81s Profile -System-. for pfogramv planning .
‘and developmeht by Manuel-,(l976)\ grov1des " gpecific
information' on this system.. The':process as, outlined" in
this module has five stages. They are: B * “
1. Development of the profile. ’
‘2. Validation of the profile. Y
, . ‘ ~
3. SpeCification of competencies. - ‘ | /7f7\°
4. Preparation of learning resources.

'5. Establishment of management delivery~sy§tems.

Both the "DACUM" and the "CAP" systdms differ from tne

management system in the following ﬂanner These 'two""'”

systems identify What skills or competen01es a gpersoh



&%

should havv'%n *der to tunction adequately, at a'epecitic
occupation; The 'manaqement system’ howoyer.  does not
identify the general and epecitic skill areas. In the
"DACUM" and “CAP"y gsystems the 1earningv”environmect and
learning activities are established to tit. the specified
curriculum not in the revetse order as in the management
model. The evaluation schemes in the "DACUM" and "CAP"
syetems are designdﬂ” to eyaluate feach skill - area. The

hanagement model uses rardom, subjective  teésting

procedures. - ‘ .

W X . ' B B , ) :
The "DACUM" and "CAP" systems havé major differences.
B . w»

The "DACUM" system does not validate the general areas of

AN

"competence and the skills that make up each of these

areas. The "DACUM" system employs a. seven point evaluat}on

scale, in a manner similar to most industrial on the job
evaluations, to each sklll or competency The evaluation
scheme is based on the premlse that a supervisor on the
Job can evaluate performance of a sklll or task baeed upon

his/her experience. The "CAP" system has a team develop
_ o :

and establish the criteria for each competency by

specifying this in - the objectives written for each

i k3 g \‘ .
competency. These levels of ‘competency are then qecorded

in one of the three domains of learning, cognitive,

peychomotor or ”affective, dependihg upon the objectives

26
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written for the individual competency statement. The

critiria for eibﬂ\ cémpetency or skill is iq.ﬁtiti;d in

advance by the ”CAPN systen.‘ )

In seummary, . a .review of related. literature was

donducted in this chapter. The review centered upon:

desc:iptions; uses and methodologies which pertain o
‘Gecupational, skill or task analysis. ‘

+
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CHAPTER III

RESEARCH DESIGN
| Thls chapter w1ll descrlbe the methodology used in the
development of thls study The models adapted for ‘this
! —

study were developed by Adams. (1974) and by Deane and-
. o=

' Manuel (1976) Both of these models are systematic in

relatlon to the 1dent1f1cat10n of competenc1es or sﬂ{?ls

o
w,

requlred 1n an occupat1on and can be used 1n developang

: programs and -curricula. The adapted model used in this

,study will betnamed themOccupatlonal Skllls Profllei(OSP)

system~' This ‘model includesl.the“ development of ‘an

L]

,‘1nventory of sklll statements that persons perform, or may
‘be required’ to perform, 1ni‘the1r. partlcular ocougatione

‘Although the total system is intended to consist of four

stages,,only two stages-wlll be used in“this studv. The
remalnlng two stages are, dlrected at ut11121ng the skills

proflle 1dent1f1ed in. Stage I and II as -a ba51s for the

development of modularlzed tralnlng .and “for determlnlng v
the level of employee sklll achlevement in the 1dent1f1ed
skills’ on the 7Occupat1onal, Sklllsv Profile. In addltlon.
this ,chapter‘_will provide anvpoutline ’Qf. the:—data
collectionband a desgripthn ofﬁthe sample used in Stage I

and 11 of this study. It will also,provide‘an explanation

of the profile, ‘outline the related pilot study amdastate

- o
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' Vthe procedure for data analysis.

L
) . g ¢ .
2 N :
v

";9‘ * 1 Data Collection and Sample y
A‘ Stage I

Tﬁe flrst stage "of this study was de51gned to prov1de 4

J
data whlch would answer "the follow1ng questlon related to

-

the problem What skills or competenc1es are used on the

%

]ob or percelved as relevant to the job of an occupatlonal5

health and safety 1nspector by a representatlve group .of

)

'1nspectors? This stage involved ,t the lrstlng of gener&l

&

areas of competenée ahd specific skills‘ystatements for
each general area on a chart like document yThis type”of
document 1s referred to by Adams (1975) as .a Developlng a

Currlculum Chart "DACUM" and by Deane and Manuet3(1977) as

¥

Ca cOmpetency’ Analysis Brpfile “CAP". In this, study the

adapted document will be:referred to as the Occupational
‘ | S

Skills Profile "OSP".

The skills profile was developed during a three day
workshop

R .
health - aTh

i volvingh'a ~group of practicing occupational

safety inspectors selected to represent all

occupational health and sa- -7 inspeCtors‘in Alberta. .
“The researcher met with -the Occupational Health.vand

safety Division, Work Site Services,manabemént personnel

Sy

; ;
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ito select a- representatlve group of inspectors who best

N

deplct he tetal population of inspectors in Alberta The

followin cr1ter1a ‘were used in the selectlon process 1in

e

order to give the best p0331b1e cross section of all

potent1a1 workplaces and personnel 1n this work group The‘

criteria used in the selectlon of workplaces' 1nc1uded the.

"following:

i. -S8ize of the ~workplace. The. Occupational“ Health and

L4

‘safety D1v131on operates of fices which vary in size from.

. two to sixteen person offices. It was necessary to 1nvolve'

inspectors from small medium and large offices because

1nspectors worklng in a small office may require dlfferent'

skills than a- person worklng for a medlum and large

1nspectlonal offlce

«

2;1 Geographical locatlon of . the ‘workplace. Various

\ ’ oL

industries are located” in different regions of the
Propince and as ’a"result vdifferent‘ types of ﬂskilis ‘are
reQuired .in' ooing 1nspectlons intfvérious industries. in
different regiohs. In addition, “more isolated locations

may require different' inspectional - SkillS‘ because of

44ccess1bility to - specialiZed personnel 'tq assist and

<

e Iﬁ" ~“order to have an-’effec%iﬁe'rworking group”»ten

‘consult w1th 1nspectors.
@

v

. members: were selected. This  size . of group has Dbeen-

e 2

“
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determined to be the most appropkiate to allow a wide
. . o

enough representation . to cover the occupation. The
: J ‘y ’ . . .

guidélines used " in the ‘selection of individual group

members included the following:

1. Competent in the gdccupation. Individuals who | have

exhibited -a high degree of skill and who are aware of

current developments in the inspectional field.

2. 'Capéble of.verbalizing‘the needs of skills of . his/her

occupation. -Individuals who are not\only skilled but have

demonstrated an ability to describe skills and needs of

their job orally. o 7 . >

3. Capable of functioning as a member' of a  group.

Individuals who are able to contribute as'a]memberméf a

+

group and .react' well to criticism or having his/her

contributions analyzed and re-organized.

4. Variable years of experience. R’ was given to

X R S ‘ - . =
perspective members with differing years of experience in

ﬁheir’present and/or other inéﬁectional position.

UsiRg the{ guidelines outlined above ‘the researcher

worked W&th the Work Site Service management personnel who

~selected a ten member committee to participate in Staée‘I.

A  three  day - workshop was scheduled' involving the teh 

selected committee members. The researcher acted as a

facilitator and directed the activities of the three day

31



‘work session. The purpose of the three days .was to develop

a chart-like ‘document which depicted a profile of the

general areas of competénce and specific ékill'statements

fequlred by an occupatlonal health and safety inspector.
bThe process 1nvolved fac111tat1ng group .interaction - and

individual reSponses in’ generating behavioral skill

e

sfatements for logical categories that covered all the

sﬁllls'pertaining to the occupation.

\5ﬁ32“tge individJel team nembers were selected, dates
for\the three day workshop were set and facilities booked.
Letters with very brief details of the proposed session
were'sent and branch directors discussed the workshop with
selected individuels._ All ten selected .participants

attended the workshop

The locatlop for the workshop was selected away from

-the normal place of wofk to ensure total concentration and
limited distraction. The room selected was environmentally
suitable for'concentreted.group work.'comfortable chairs
werevplaced at long tables.‘angled at each end softhat all
participants had a very visible andmunobstructed view of
‘the’wall-on which the skills inventory was developed.

The following equipment wasAreguired for the session:

1. Long wall surface on which file ‘cards could be

‘fastened to create an occupational skllls‘ profile.
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2. 8" x 10" fife cards of various colors used to list in

¢

‘a vertical row the general areas'of competence on the

profile.
3. 4" x 6" gets of various colored file cards used to

list hofizontally the specificA‘ skill statements

included in each general area of competence.
Lk )
‘4. Felt-tipped pens used to letter each file card.
5. Two sided‘;ape‘used to fasten the file cards to the

work surface.

6. A free standing flip chart and overhead projector to

assist the facilitator in orienting the group to the

three day activities.

Recording assistance was obtained for the three days

to write the identified skillvstatéments on the file cards

[l

for the profile.‘This *allowed the facilitator to maiqtaiﬁ

¢

‘the uninterrupted activity of the group's endeavor without

having to stop to record skill statements on file,cards. :

G

o i . . -
Claims ~ for travel and subsistence eXpenses were

/

processed in the usual manner for government employees. On
' o . v
the morning of the first day the facilitator welcomed and

introduced the gréﬁp of ten participants and the recorder.
A brief outline of plans for the three days and an

orientation to the project was given.

The facilitator then provided an orientation to the

33



Occupacional Skills Profile system and showed part1c1pants
a sample of an 6ccupationa1 Skills Proflle deVeloped for
an occupational health and safety education officer In
addition to this the fac111tator showed several examples
of other charts developed Dby the Competency Analysis

Profile "CAP \:yst m and by the Developing a Curriculum
"DACUM" systen. %”Time was prov1ded for .the group
x : :

question procedures and to seek further clarification.
By the end of the first_morning the group had agreed

on the general areas or logical categories of work which

were listed on the wall vertically on the right side of

the profile. Each general area of competence was labelled
by a designated letter such as A", "B", "C", npn for

reference purposes.

i

Individual skills -that are -performed for each of the

@

' general areas of competence were then identified. The

following guidelines were oiven to participants to use as
information in generating cleaf skill statements:

1. The skill statement:.shouid be.vrepresentative’ﬂof
something you perforn in your job..

2. The skill should stand on its own.

3. The'skill should have a beginningland an end.

4. All skiil statements will - be prefacedb-by "the

individual must be able to".

[
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' The above guidelines were written on a flip chart’

sheet and placed on a wall visible to the participants
during the entire workshop.‘

As the participants became familiar with;the ptocess
of 1identifying and stating‘ behavioral skill statements,

/

there was a free ‘exchange of yideas and refining of

/
/

sp@clfic wordlng during the development. The inélusion of
a spec1f1c Sklll statement by an 1nd1v1dua1 teanl member
was allowed without agreement of the other part1c1pants.
By the end of thelfirst’day, three of the general areas of
coﬁpetence categories were completee with specific skill
stateméntsvrelating to what an individual does in each of

the general areas. The specific skill statements relating

to the same general area of competence were 'put on the

same color card for easy reierence and were spread out’

along the wall horlzontally to the 1left of the general
area statement.

No attempt was made to order any of the general areas
ef competence or the specific skill statements during the
initial identification and development”of the profilet

The second day of’the workshop saw most of thevgeneral
areas of competenee completed with speeific skill
statements stated for each. |

The first half of the third day involved a review and

/"_
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refineﬁentiof each skill statement in order to reflect. the

actual skill pefformed on the job. The second half of thev

thifd day involvéd.seguencing and structuring the skills.
One \<rpleted general area of competence and its rélated
specific skills was taken at a time and sequendéd from
left to right. The skill statement placed fatthest,fo the
left of the gene@al area of competence wasxthe skill which
‘could be perforﬁed first by a new'inexperiénced‘employee
on the jpb7 The group reviewed the band of skills for each

+general area of competence and determined the skill which

a new inexperienced employee could perform on the job most

: ) .
productively. This skill was placed at the extreme left of

the band. They proceeded to select the next skill from

that band in the same manner until all the skills werQ 

sequenced for that,pécticular general area of competence.
Each band of specific skills for each general area of
competence category .was Ethn sequenced in the 'same way
until all the general afeasfand their specific skills were
sequenced. |

The group then ﬁroceedéd to struc}ure one genefdl area
of conpetence band in relation to another. That is, ode
4feneral .érea of competence band was -selecged as a base

band for structuring another to it. The group proceeded to

structure all skills in the bands in relation to the base

36



band. The same cr;teria were used. What can a new
inexperienced employee perform | first to be most
productive, and with the 1least amount of training time?
When the final structuring was completed the.sequenee of

skills vertically and from left to-right across the entire

|
profile represented what skills a new employee should

perform and learn to do first in 6nder to be most

-

productive for an organization.

The general areas of competence and specific skill

~

statements ‘generated aed sequenced duhing this Stage I
portion*gf the.etudy were preduced in a graphic chart-1like
docﬁment L;by a codpﬁter plotting system lehiCh. was
originallyyﬁeveloped by T.C. Montgomerie, (1976) but was
..modified te ailow for sequencing, structuringvahd layout
t'based upon thegOccupationdI Skills. Profile (OSP) system.
Eeeh skill statement was written in a box-like format in a

o

modified format és used by Dawson (1979)t to facilitate
N [4

validation of the prqfile by respondents in Stage II.
\ . stage IT o»

Thie staée of the'étudy was designed to provide data
which would answer the following tw0‘questions‘re1ated to
the ¢problem. First of all, -~to what extent do all

occupational heélth and safet? inspectors agree with the

37



| skills identified\gggl the representatiﬁe group? Secondly,
at .what point in“ career development were the skills
acquiredg This phase\ of the

’ .
determine the agreemeﬁt that the occupational health and

;‘study was designgd to
éafeéy inspectors‘ have - about ‘the skills ' or competencies
identified 'on the ocgcupational skills profile. wnich was
developed \in stage I of the stﬁdy. The representative
group who developed the ekills profile in Stage I was felt
to be‘ -representative of the total popUlatign of
inspectors. Ho@ever. in ord%r to maintain a high level of
confidence in the data developed by the representa;ive
.group, a validation yith ~a large number of practioﬁers
representing a true cross section bf'tﬁé occqg;tiéﬁ%ﬁgs
cghducted; In this study ,ﬁhe ' topalJ"po;ﬁlation of

inspectors in the Province of Alberta was included in the

study.

Explanation of the Occupational ékills Profile (OSP)

The gene;alvareas of competence categories were listed
vertically in a box format on tne right side of the
profile and assigned an identification ‘letter as shown in
Figure 1. The-specific.skill statements relating to each
general area of competence were listedvﬁorizonFally'in a
box format with each statehent assigned an 1identifying
humbek as shown in Figure 2. 4

o3

Y
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INSPECT
HORKSITES 5 -

Figure 1. ‘ v
Box, format designed to . ipdicatg general areas of
competence. A ‘ u - : :

AEVIER APPROPAIATE [SELECT AND COCATE MECOGNIZE WAZAADS

OATA AND INFORMATION
AFPROPARIRTE DURING
FOﬂ INSPECT;I ONS - Q‘ NOAKSITES INSPECTIONS
— : A 2 R 3
! r J -c Y r J | ¢ ’ Y P J c
-~ NR NT NA N NA NT NA N NA NT NA
.~ Pigure 2. )
;o2 9l ,

T—BUx~Ee;maﬁ,daSigﬂsﬂsigxifiiSite specific skill statements.

£ o
0y

i

- GETERNINE : FPRIOAIZE (INITIRTE INSPECTION
, |contRavENTIONS TO INSPECTION CONTACT
LEGISLARTION ACTIVITIES '
{ACT AND AEGS) [A & o |FROM OATA " [As AS
; » J c Y r J ¢ Y Pl c
NA | NT | NRJ. ‘| N NA NT NA N NﬂﬁLfn? NA

"Figure 3. - : , ‘ . :
Box format designed to facilitate the validation process.



It

» Below each specific skill statement are eight small
Q »

%oxes for validation responses as shown in Figute 3.
Respondents were msked to indicate if they use the sk1£1
as stated in tne box. I1f they circled "yes" -(Y), they were
asked t§ circle the response which best described at,ﬁha;
point 1in career development ‘the skills wege  acquired:
prior éo“bmplbyment as an inspector (P), on the job during

employment as an inspector (J)., or in some form of formal

course, seminar or workshop while employed as-an.inspector
L]

(<.

i
. If respondents did not use the skill as stated in the
box they were asked to circle "no" (N). NeXt they were
asked:- to circle the response whlch best described why they
did not perfo:m the skill: not relevent or required for
the occupation (kR), or ‘required but not -trained to
perform this skiil,(NT), or required but not assigned to

perform this skill (NA). -

TTTTTee———

This modified format for obtaiﬁing the réquired
information was programmed on a'coﬁgute: plotting system.
The general areas of competehc; and speéific skill
statements-idehtified during Stage 1 were plotted by the
computer to produce the ptofile to‘ be ﬁsed as ﬁhe test
instrument for the vaiidation stﬁgeu

i
l’&ﬂ
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The methodology and procedures” used in Stage I and
Stage I1 were pilot tested by the researcher pr}or to this
study. The researcher developed and validated a skills

profile for an occupatiomal healin and safety education

officer. (Appendix A) This pilot skills profile was

developed and validated in a similar workshop setting
using the same iﬁstructions and qu t{ons. The results of

the pilot stﬁdy led to - changes in the wording of the

directions for more precise clarification. As a result of

the vpilot study. the researcher decided™ to conduct an
orientation meeting with Stage II participants in this

| ailn the process and the procedures

study in order to

more fully beforelyibleting the validation stage. The
s ' , ,
researcher met witITW inspectors from the northern half

of the Province in Edmonton and all inspectors in the

41 .

P

. AN '
southern half of the Province 1in Calgary. At t?qggf‘j

: AN
meetings the Occupational Skills Profile system' was

explained. In addition to this, the validation sgtage was
outlihéd Qin Tde#ail to the par£icipgnts and time was
prqvided fgr ques;ions‘and discﬁésion. Copiesﬁof’tﬁe Stage
1 0ccupatibﬂal“Hea1th and Safety Inspector Profile (Appen:
dix B), 1instructions for completing the Qalidation staée

”

(Appendix C) and a demographic data sheet for Stage I and

2
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I1 participants (Appendix D) was handed out £at these

; 4 .
meetings. All forty -one occupational heaIth- and safety

1nspectors in the Prov1nce attended the meetlngs Each of
the reg1ona1 and .area 1nspectorate offlcers ensured that

deadllnes would be 'met for returnlng valldated proflles

and demographlc 1nformatlon sheets..

] = Procedure for ﬁatg;Rnalzsis
' The-,data supplled by TStage‘ I1I participants was

analyzed wusing the Statlstlcal Analysiawv5ystem (sas).

\

, Cross tabulations of percentage frequencies were produced

1.  The extent of agreement and relevance of each skill to

L Ly -

Gt o7

the occupatlon The data ana1y51s w111 show
.ai Whlch skllls are reported ‘as used or performed on

T the Job>(Y)

b) Which'skills_are‘reported as not used or performed
on the job. (N) but considered as required‘due-to~

'i)5'being"reported‘ as not being trained 'to.

perform the Sklll (NT)

. )
\

perform the skill (NA). - ’s?‘;

2.  The exten2g9f non agreement and non relevance of - each

skill to e, occupation. The data analysis w111’show:

:

. - . . a Y
» B . . . P e

| o ;
- i) belng 'reported as n‘tf being assigned to
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a) Which skills are reported as not used or performed

on'the job‘(N)/because—
iy they are reported as not requlred (NR)

3. The extent to where each sklll in the occupatlon was

nmost 31gn1f1cantly acqu;red. The data analy31s w111' |

y

‘show: o . ) *

a) Which skill was ‘reported‘ as most significantly'

\

yacqulred prior to employment as an 1nspector(P)
b) Whether a"sklll . was reported as being’ most
significantlyﬂ acquired on the jot. during informal
training by' a coiiéague. sﬁpervisor; or 'other
1nforma1 means whlle employed as an 1nspector (J) |

S

‘c) Whether a sk111 &was“‘reported as belng' most
sigmificantly"acquired in a fdrmal comree, eem;nar
or workehop th}e employed as an imspectorQ¥C).

In summary  the- research design’vused in- this study

'consisted"of‘ two main etades? Stage I° involved the

identification ‘of ‘the oeneralv areas of .oompetence and

“specific skill statements required by an occcupational

~health and safety mnspector ‘ Stage"II -involved‘.the

‘~‘va1idation of the 'complete.d Stage I skills profile. The'

. I =
v ; A / ) . :
test instrument ‘took the form . of a large .chart-like

document zreferred to as the Occupational Skills Profile

(OSP). The data were tabulated by computer and the

findings and.conclusions7are‘reported\in ChapterQIV.
o .

|

»



CHAPTER IV

13
[\

ANALYSIS OF DATA AND SUMMARY OF -FINDINGS n

This chapter is divided ‘into four parts. The .first
part w1ll review the demographlc informat;on »concerning
‘the ten occupatlonal health and satety ‘inspectors " who
part1c1pated 1n stage I of the study as compared to the

[k

forty -one respondents igvolved 1n Stage II of the study

Part two contalns thﬁ Occupat10na1 Skllls Proflle
(OSP) as developed by the Stage I part1c1pants The (OSP)
11sts the skills that are used‘on the job or percelved as
relevant to the'Job of an inspector.  .A separatedllst of'
the - general areas of competence categorles and Aall thelrp\
related skllls from the (OSP) is also prov1ded

The thlrd part presents ,the’ analyzed statlstics'
'prov1ded by the Stage II respondents »The statistics show
Vthe extent to which all the occupatlonal health and safetyf'
’1nspectors 1n Alberta agree\that the Skll%S 1dent1f1ed byv
.bthe Stage I part1c1pants are relevant

d‘
The fourth part reports the analyzed statlst1cs that

L

relate to where ﬁthe Stage 1 1dent1f1ed -skills ‘were'

acguired as percelved by the StageFII respondents

SR

0Demograph1c Information

Th1€ ﬁart of the chapter will dlscuss demographlc data
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regarding étage I and Stage 1II participants involved in

“the study.

-The participants'involved in Stage I of the study were

selected _to represent all the occupational health and

safety inspeotors working inpthe Provincekofﬁhlberta.f‘The

oriteria used for the gselectior of this representative

group 1is outlinéd in Chapter III. All of' the ten
- S S 4 ) '
inspectors 'sel}'pev

\ifor Stage I  of ‘the study

: A ik
participated. Al""? The forty -one respondents in Stage

II completéd and returned the validated Occupational

skills Profile (OSP) giving a response rate of ~100%.

Tables 1 to 5 provide demooraphic information on Stage I

and II participants.' . ) g
Table 1 reports the geographic workplace locations am
which the inspectors from Stage 'I and Il are locaked
throughout Alberta
| Table 2 reports the length of time that the 1nspectors
have worked in their present p051tion The. largest number
of part1c1pants have been in the  job from l to .5 years‘
only one respondent has been in the present position less
than one Year.
Table. 3 reports the 1ength of time that the 1nspectors

have worked in the occupational health and safety field

Thevlargest number ofvinspectors have been working in the

!
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‘occupational health and sag;;& field from 1 to 5 years.

\ ) . / N . .
only one respondent has worked 1in this area of "work for
‘one year or less.

} TABLE 1
<

Geographic Location of Inspector Workplaces

X, ,
\‘ ‘Number of Participants Number of Respondents
gi;x From Stage I From Stage II
Medicine Hat  + 0 2
Lethbridge 1 2
Calgary "3 19
Red Deer | 1 \ 2*
Grande Prairie 1 1
Fort‘McMurray = o} g 1l
"Peacg River .0 1
Edmonton 5FJ_5; “ 16
Total .10 ‘41
W |
N ks ‘r. ‘
* TABLE g§§
. N ~ t4 ’
Lendgth of Time in Present Position
Number of Participants Number of Respondents
" Years ‘ Frqg_ggaqéfl ' From Stage II
0-1 o 0 1 \
1-s5 5 o 25 |
5-10 2 12
10 + 3 ) 3
Total o 10 | A
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TABLE 3

Length-of fﬁﬁg in Occupational Health andxsafétz Work

\ Nuiber of Participants’ Number of Respondents
Years : From Stage I , - From Stage 11
o-1 0 1
1- 5 | I T 22
5-10 . 4., o 12
10 + ' : 2 6 h
Total - : 10 o a1 oy

i

Table 4 reports the grade level completed by each of
the participants. The 1arge§t'\number of inspectors had
completed a grade twelve grade level or equivalent. The

lowest grade *level was reported by one' respondent at a

grade eight level. | A ‘\\\A
TABLE 4 o )
| )
‘ Highest Grade Level Completed in School
Grade  Number of Participants ‘Number of Rgspondents
Level From Stage I From Stage II ‘
8 . | o : B |
9 ' 1 1
10 1l . 3
11 - 1 , 5
12 or equivalent A _1 31
Total 10 41
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Table‘.'réports the various types of‘trade/uechhicihn
training or certificatibn completed by’ the-inspectois of
thiS‘étudY ‘Twelve of }de 1nspectors have not completed

- Q
trade or technician tralnlng or certlflcatlon It should

“be’ noted that several 1nspectors hold more than one trade‘

or technician tralnlng or certlfication,A

| TABLE S
,mgxpes of Trade/Technician or Certification Held

Trade/Technician or , Number of Number of
Certification Held Participants Respondents

by Inspectors From Stage I From Stage II
‘Carpenter - R |

8
Machinist 0 2
Welder o 0 1
Roofer 0 2
Toolmaker 0 1
" Iron Worker 0 2
Steam Engineer | 0 1
Réfrigeratiqn,Engdneer‘ 1 1
Millwright 0 2
Painter 0 1
Aircraft Malntenance Englneer 1 1
Auto Body Mechanlc ' 0 1
‘Sheet Metal ' 0 2
‘Instrument Techn1c1an 0 1
Plumber/Plpefltter 0 1
Rigger 0 1
-Design Engineer o 1 1
Heavy Equipment Operator 1 1
Arphitecturai Draftsman 1 0
Compréssot Operator 0 Y
Total ’ 6 - 31

o



'bnly one respondent reported noiding an undergraduate
university degﬁee. Two 1nspectors reported oompleting
certificate programs at the university . level in the- safety
field "In addltion, gseveral 1nspectors reported completlng

various courses in business studies, management, and

occupational health and safety.

Stage I - Occupational Skills Profile (OSP) Development
Question #1 D | ' |
What 'skills are used on gthe job or perceived
as reievant to the Jjob of an occnpational health

and satety inspector by a reptesentative group of

practicing inspectors? )
 This QUestion was addres by having a represent-

1
i .
ative group - of 1nspectors develop an Oocupatlonal SklllS

Proflle (OSP) listing the general areas of competence -and
DRI
1dent1fy1ng the speg&tlc skill statements requ1red for an

occupational health and saféty inspector as outlined in

Chapter‘ III. 7A photo reduced copy of the Occupational
Skills Proflle (0OSP) which 1lists the skills that are used
or percelved es relevant to the job of an inspector as
developed by Stage I participants is presented 1n Appendix

B.

The following are the general " areas of competence

)
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. e/
categories and their related specific skill statements

identified by the participants in StéQe I and extracted

“from the (OSP). | ¢

pl

[N

General Area A - Inspect Worksites

A 1
A 2
‘A 3
A

A S
A 6
A 7

o

A 8
A 9
A 10
A 11
A 12
A 13

Review Appropriate Data and Information for

vInspectiona.

Select and Locate‘Appropriate Worksites.

\Recognize Hazards During Inspections.

Determine Contraventions to Legislation.
Priorize Inspection Activities from Data.

Initiate Inspection Contact.

~Issue Appropriate Orders‘at Conclusion - of

Inspecgions.
Apply Appropriate Degree of Authority

(Constraint).

‘Obtain the Cooperation of Employer/Employee

in Inspection. - ‘
Request Inspection Assistance f:om
Intgrnal/Extérnal'Resources.

] : :
Evaluate Employee/Employer Awareness of

Legislative Requirements.

Check Plans/Equipment/Process for Meeting

" Approved Specifications.

Review and Evaluate Safe Work Procedures and

-Policies.



A 14 - Détermine Credibility of Information obtained
from Inspecgions. .
A 15 - Provide Appropriate Assistance to Employers
During Inspections. | |
A 16 - Recognize and Resolve Confrontation
Situations.
General Area B - Maintain Professional Role
- B 1 \- .@%tend.lnternal/External Courses in‘Area of
Occupational Health and Safety.
B 2 - Oﬁﬁéin ahd Relate Information to Emplofer
;énd/or Employee.

B 3. - fParticipate in Safety Associations.

B4 -  Use Verbal éommunicatibns at Appropriate
Level. = |
B 5 - Maintain a High Level of Self-Control.
"B 6 - Recognize Areas Which Need Tfaining:and/gr
Upgrading.‘
B 7 - Provide Equal and Unbiased Service to

Employee and Employer.

B 8 - Project a Confident and‘Competent Image.

. B 9 - Perform First Aid at the Standard Level.
B 10 -~ Keép Current With Legislation Changes(
B 11 - Motivate Self.. |
B 12 - Plan Personal Career Objectives and

Activities.



'B

General Area

c

C

13

14

15

1

2

10

11

12

13

. |
Review Current Publications to Keep Abreast
of New Technology.

Recognize Areas That May'be in Conflict of

Interests.

Recognize and Cope With Stress Factors.

C - Use Relevant Equipment /

Operate Motor Venicles.
Use Telephone Effectively. \

Use Photo Copying Equipment. )

Usé APPropriatellps;rument Devices.

Use and Read Angle Metér to Determine -Slopes
of Walls of Trenches, Etc. f
Operate and Maintain 35mﬁ and Polaroid:
Camepas. B

Wea} Appropriate Protective Equipment as
Required. |

Maintain Personal First Aid Kit.

Operate and Maintain Appropriate Fire

Extinguishers.

" Use Mobile Communication Devices.

Operate Projectors/lémm Slide/Overhead.

v

Use and Maintain Respiratory Protective

Devices.

Locate Worksites by Legal Site Description.
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c 14

C 15

C 16

cC 17

C 18

General Area

D 1

2

‘o v v U
[*-Y

10

11

v bt U U v v U
(e

12

D 13

General Area

'Prepare and\ytite Memoranda.

53

Use Survival, Kits.
Use Qightueﬁer to Meésu;e Light Intensity.
Use Sound Level Meter to Measure Decibel_
Levels. o ‘*

. . . L Nﬁ
Use Direct Reading Air Sampling Equipment. o
Use Video Camera and Monitor. |
D —1COmmunicate Effectively o ﬁﬁf f‘v~@
Listen Effectivély. o

Write Legibly.

.Use Effective Telephone Techniques.

Recognize Communication Barriers.y‘
Recognize Non-Physical and Physical Cues to
Communicatiomi———— . =

I < : [
Receive and Provide Construct.ve Criticism.

Organize_Material Into a Sequential Manner.

Prepare Telebhone Conversation Reportsl
Write Meeting Reports.

Interpret Technical/Industrial Terminology.

Write and Edit Various Reports Ef fectively.

" Employ Appropriate Interviewing Techniques.

E - Analyze Worksites
Request Search Master File.

Access and Review Previous Orders.



(P

10

11

- Files.

. Hazards of the Ihdustry.

. . »,‘
Accessg and Review\P&evious Prosecution/Fatal
Review Alert Sheets.
Consult Colleagues for Previous Involvem‘Ft
With Employers. . ‘g}
Review Accident Frequency Data~ror Similar

Industries.

De'termine Other Branch A¢tivity With

Employers.
Appraisa Empioyer/Employee.Attitudes@Towards
ealth and Safety.

jse Data and Information to Assess Potential

t

-

‘_gggﬁgataquaﬂake Employer/Employee Aware of

, Potential Hazards

General Area

F

F

1

2

Work Processes and Procedures

Observe/Evaluate and Make Recommendations on

F - Enforce Leglslat1on

E

i
<

A

P
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F 5 - Display and Demonstrate a Diplomatic Approach.

F 6 ‘- Determine and Obtain Supervisory Assistance
When Required. A
F 7 - 1Inform and 3&ari£y the‘Duties‘and
Responsibilities of All Parttes; -
‘'F 8 - Determine Whéiher to Recommend ayProsecufiﬁﬂ.
P9 - Prepare "Recommend to Prosgcute" Form. e
F 10 - Review and Prepare to Givévzvidence At Court.
General Area G - Perform‘Administrative Duties
G 1 - Complete Daily and‘Correction‘Activity Sheets.
e 2 - Review;Reading Filé; énd'lnte;departmentaln
Information. *
G -3 Use Michrofiche Reader.
G 4 —‘ Use Computer Terminals.
G 5 - Complete Order Forms With Details..
G 6 - Use and Aééess Filiﬁg system: -
G 7 - Compfete Standardized Fo;mé As keguired By
OéerationaQQPr%Fedu;es Bbok.i‘ha “ QW
R % - ;
G 8 - Complete Accigznt Information Forms.
"G 9 - Plan and Schedule Personal Ac;;vities.J -
G 10 - Use’Internal and External Information -
Resources.
G 11 - . Prepare Minutes of Meetings.

<

S
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b

',q

‘§~i3 e

\

at
G, 14 -

/—f-

D, 61z -
A .

Update and Amend Personal Files/Operational
'"Procedures/Manuals/References. S

&
\?rovide Informatlon For Reports

/

Monthly/Quarterly/Annually.

Act In a Temporary Superv1sory Role.

‘J General Area H - Interface WLth Varlous Groups

CHO1 - Relate to Various Legels of Div151on
“l \“Fanageﬁ~nt
H 2 —A Obtaln Infovmatlon From Varlous Ext%rnal
f’ ' oréanlzatlons. |
H ; ;,'Reqﬁest\A%slatance From‘lnternal bivisio; /7R
. . L e Ry ' (/'
N . Resources e L
b RH“4 l_& Coﬁduct Co- Inspectlons Wléh Other Regulatory
. | genc1esr | »1 . | f ‘ // o
H 5 ‘i Establish Credlblllty With All Partles R the
. “ Work81te /
'Hl 6 = -A831st Employers. In Conductlng Thelr Own
Inspectlons |
7 ﬁh 7 - vRelate to'Varlous Levels of Exte:nal
~ | _Manaoement.j
‘ llﬁ 8 L Recognlze L1m1tatlonx§p Dea11ng W;th Law
- ‘ | Enforcement Agenc1es.' - Q\‘
‘ H 9 - .Prov14e Media Informatlon In Accordance Wlth

‘Branch POllCY.
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‘General Area I - Perform AcCiden:/Incidents

I 1 - ‘Prepare Supplies and. Equipment For

- Invest}gatlone
I 2 - Gather Initial Infor i' | Prior to
Investlgatlons .

f 3. - Measure and SKetch Slte of

| Acc1dents/Inc1dents
;.i 4 f:'Photograph Acc1dents/1nc1dents In An
Appreprlate Manner
I Sr 2| Determine Severxty of Acc1dents/1nc1dents

I 6 - ‘Verbally Brief Approprlate Personnel on

Acc1dents/I c1dents. e : v _ s

1 7;e;'Take/Obtaln/Meanlnbful Statements
1 ‘é ,Q fGather Tec nical. Informatlon Spec1f1cj?o the.
_Acc1dents/ nc1dents. . | _ka
~I_ 9 f .Lialse Wi h Other Appllcable Jurlsdlctlons
During In estrgatlons. A
:1110' f ’Ensure Cqmpllance After Acc1dents/1nc1d nts
f 11 —;iAnalyze (o] Ensure No Further Danger EXIStS
'i 12 - Analyze, Acc1d%nt/1nc1dent Scenes For
| ﬂInformaklon
;Ih13 B, Determlne Cause of Acc1dents/1nc1dents
ST 14 ,; ‘Determine Additional Resource Required To

Investigate Accidents/Incidents.
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5.

3

J

15

16

17

1l

2

10

11

L)

- AFollow Up To Flnalq;e Investlgatlon of

'Accidents/Incldenés f

L

- Complete Detalled Accxdent/Incldent Reports.

- Present Accident Informatlon To Appropriate

bGroupsQ

General Area J - Promote Educetionallhctivities

- ,Complqte Request For Educatlon Service Form.

- Attend Health and Safety Meetings
- Promote anerlscuss h«allable Programs and

Materials;

S 3 PR
- Identify Need For Education and/or Training.

- Deliver In-Service Presentations To ,

' Colleagues.

.- 'Assist With Field Training of Colleagues.

Prepare and Present Safety Talks To
Interested Groups.
4‘3Act As. a Resource to the_Educatlon and

&

ranch

-

Program Development_

«-* Aggist. Educatlon Branch In Development of
» . R

;Spec1alxzed Programs.

- 'Assist With Division Training ®Programs.

‘- | Prepare and Present Information At

‘Significant Accident Review Board.
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" General Area ﬁ‘— Interpret Legislation

K 1
K 2
K 3
K 4
K 5
K' 6

K 7

General Area L - Use Consu1t1ng Skllls

-Q,

L

;'..72
L 3
L 4
L 5

-

-

o

‘fdentify Specific Legislation Re1evant To the

'Situation.

Interpret the Intent ofﬂthe Legislation.

Form An OpinionDBased Oaneliahle sources,

_ Such As,

Codes(Staqdards.

»

”»

'Use Layman's Terms To Explain Legislation.

Explaih\the Reasons For Having Legislation.

'Compliance.

‘Reccqnize Alternative Methods to Achieve

L

Compllance

R

<

Advise and Refer Inqulrlng Parties To

Approprlate Informatlon Sources

'

Describe the Positive Benefits of Receiving

Present Informatlon Wthh Will Be Accepted By

Employer/Employee

Motivate Employer/Emplcyee In Health and

Safety Issues.

"~

Organlze and Conduct Effect1ve Meetlngs%;

_ Evaluate Employer/Employee Proposals To

Ensure COmpllance Wlth D1v1sxon Standands

=)

&)..% .

h

W—_

§ ¢

o : i
[ YPPRE .

.

¥

K \( "

o .
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tage II - Occupatlonal Skills Profile (OSP) Validation
Quegtion #2

To /what extent do all the occupational health and

safety officers (inspectore) in Alberta agree with. the
\ )
skills 1dent1 ied by the representative group?

" This questio was answered by carrying out a. |

validationkprocees of the (OSP) which was deVeloped‘by the

Stage I participants. The validation_was conducteq'with

the total >population -of inspectors in Alberta and was

designed to shdw the\extent to which all the oecupational
health and safety 1nspectors in Afberta“‘agfee 'that' the

1dent1f1ed by the Stage I partlclpants are relevant

fipreement was considered to 1nc1ude respondents who
reszrted use of the skill or percelved the sk111 to be
requlred for the ]Ob of an occupat10na1 health and safety
;inepector. The 1eye1'of agreement to show that a sklll is

Eele?ant represents . the comblned reported use of 'each
. {tﬂ - .

g

whenjthe,ﬁglll wag not reported as used.v S
‘The statistics for the percentage distribution of all

g

: ,Validation responses are included in Appendix E. These

responses are derived from allﬂforty-one respondents.

%4 Tables 6 to 17 report the level of agreement that all

_forty-one respondents have .regarding the relevance and

A
il

s sklll and the percelved requ1rement of each Sklll even
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' nonQrelevance of .the skill statements 'deveI%ped°iby the

irepreeentative group in each general area of competence
! ~ . - :

acategory

Table 6 reports the ‘level of agreement for the skill

| statements in generfal area of competence category A -
Inapect ‘Worksites. All the skills ‘gtatements in this
category except AS, Al4 and Al6 are repo to beaiooi
relevant. Sﬁill statements'AS and 12/:;ije:oth reported
to be 98%.re1evant Sklll statement Al4 was reported as
- 97% relevant and 2% of the respondents gave no response or

.

an 1nva11d response.

Table 7 reports the level of agreement for the skill

i

statements ‘in general area of competence category B -

. Maintain Professional Role. Nine skill statements in this
‘_category were reported to be '100% relevant for the

occupation of an _inspector. The' lowest percentage -'of

releﬁance‘ for - this ' category was' reporteg for rskill‘

tatement B3 -at 83%. ‘

| Table 8 reports the 1eve1 of agreement for the sklll
e
Relevant)Equlpment, Six sklll statements in thls category
werefreported‘to be 100% relevant for the:opcupatlon of an
inspector. Tne lowest percentage of relevance for this
category mas reported for skill statements Cl0 andgﬁéf‘at

~

80%.

gstatements in- general area of competence category C* - Use

’
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8kill
’Statement

et e B D D B D
WoOoO~JooumbWwNP

>
=
N O

Al3
-AL4’
' AlS
CAl6 .

LEGEND

Re]evait

~ Not Relevant:

éercent»
Relevant

TABLE 6
T
OCCUPATIONAL SKILLS PROFILE (OSP)
INSPECTORS
S R e#an e

‘Qeneral,Area A:

100
100
100
100
98.
100

- -100

100
100
100

. 100

100
100
97 °

‘100
98 .

Other: . no‘tcspon:cl1nva11d response

Bl
%

'* -
o

Inspect Worksites

0
0
0
0
0.
0
0
0
0
0
0
0
0
3
0
2.

uge or do not use as need ttaznzng or not yet csszgnod
. not required for the job

Percent
Qther

~

OO0 O0O0O0OO0O0O0OOONOOOO:
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~ TABLE 7J/ '
OCCUPATIONAL SKILLS PROFILE (OSP)
) , . ’ INSPECTORS

: - gkill Relevance _
General Area B: Maintain Professional Role

skill, v Percent Percent not . Percent -

§§a§q§g§p Relevant '~ Relevant , Other
NG ' - ' , : .
v F
B 1l 100 0 0
B 2 100 o o
B.3 ’ 83 17 o)
B 4 100. 0 0
. B.S 100. . 0 0
B 6 95 . : 2 3
B 7 100 o ‘ 0 0
B 8 100 ' _ 0 0
B 9 95 c° 5 0
BlO 100 h o- 0o
Bll 100 0o 0
Blz ' _ 100 0 0
B13 . 95 2 3
Bla 98 2 0
Bl 97 ’ 3 0
LEGEND
Relevant: use or do not use as need tta:nzng or not yet assigned
Not Relevant: not tequzted for the job :

Other: no response/invalid respopse
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'TABLE 8 y

OCCUPATIONAL SKILLS PROFILE (OSP)
INSPECTORS

Skill Relevance

General Area C: Use Relevant Equipment

skill , Percent '~ Percent not Percent

Statement = Relevant Relevant Other
c1 100 o 0
C 2 100 | - 0] 0
c 3 100 L0 0
C 4 97 3 0
cCS5 100 o 0
“C 6 100 . o o
c7 100 0 0]
c 8 95 5 0
cC9 98 2 (o]
C10 = 80 ' ; .20 0
Cl1 97 3. 0
clz2 . 98 2 0
C13 98 ’ 2 0
Cl4 91 ’ 7 2
C1s , 80 20 0]
Cleé 85 15 0
Cl7 86 12 2
C1s8 83 17 0.
LEGEND _ . - o N v
/ b
Relevant: use or do not use as need training or not yet assigned
Not Relevant: not required for the job
Other: no response/invalid response .
. A iﬁd
E) F@ J

64



'Tabie 9 reports the level of agreement Eor the skill

¥

statements in general area of competence category D -

Commﬁnicateu Effectiveiy. Seven skill statements were
reporteq to be 100% relevant for the occupation of* an
1nspecth » The 1oweet percentage of relevance for this
category ‘was reported f§£'3k111 gstatement D5 at 93%.

Table 10 reports the 1eve1 of agreement for the skill

‘statements in general area of competence category E -

Analyze wOrksitee All the skill statements in this

category except Ell were, reported to be 100% relevant A

skill statement Ell was reported to be 97% relevant.

Table ll‘reports'the level of agreement for the skill
statements‘ in ugeneral area of competence category F -
Enforce Legislation. Five skill statements were reported
to be 100% relevant. The 1lowest percentagerof relevance
for this category was reported for skill statement F7 and
93%.

Table ' 12 reports tne- level, of agreement forl skill
statements in general area of competence category G -
,Perform AdministratiVe Duties. Seven skill ,statements in
this category are reported to be 1ooe relevant for the
occupation of an inspector. The iowest percentage of
relevance was 'reported for _skili 'statements G4, Gll1 and

&

G12 all at 93%.
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TABLE 9

OCCUPATIONAL SKILLS PROFILE (OSP) }
INSPECTORS

§Eill gg;evagce

General Area D: Communicate Effectively ' .
%

skill ' percent - Percent not Percent i
Statement . Relevant : Relevant ' . Other
D1 100 o
D 2 100 0 « 0
D3 98 2 ' o
D 4 96 2 : 2
D5 93 5 2 .
D 6 98 0 2
D7 100 0 o
D 8 100 -0 0
D9 100 0 o
D10 100 ) 0
D11 100 -0 0 O
D12 98 * 2 0
D13 95 ' 5 0
LEGEND >
‘R;Jevant . use or do not use as nced training or not yct assigned
Not Relevant: - nct required for the job -

Q.

. Other: no response/invalid response



TABLE 10

Ve

' OCCUPATIONAL SKILLS PROFILE (OSP)
INSPECTORS

. e y . ’
Glneral Area E: Analyze Worksitesd

¢

skill Percent Peréent not Percent
Statement Relevant ; Relevant Qther

E 1l 100 0 0
E 2 ‘100 0 0
E3 100 0 0
E 4 100 0 0
ES 100 0 o -
E 6 . 100 0 0
E 7 100 _ 0 0
E 8 100 0 o
E 9 100 0 0
ElO0 "100 0 0
Ell 97 3 0
LEGEND ‘ ‘ \

Relevant: use or do not use as need training or not yet assigned

Not Relevant: not required for the job

Other: no response/invalid response
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o~
o e B Bt B Be e e Re

for

Skill
Statement

Qv WNH

LEGEND

Relevant:

Not Relevant:

Other:

AR,

TABLE 11 .
‘ o ' ‘ :M“?
‘ OCCUPATIONAL SKILLS PROPILEz(OSﬁ% B
& INSPECTORS ) RS R
'Va - , !

General Area F: Enforce peqislation

Percent

Other

Percent not-

 Relevant

Percent

gelg!agg

100
100
100
.100
100
.97
93
95 =~
95
98

comMunwooooo
NUONOOOOOO

use or do not use as need training or mot yet assigned
not required for the job
no response/invalid response '
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T  TABLE 12 , Lo c
aﬁﬁ* : , : ‘ AN

| OCCUPATIONAL ‘sKiLLs ProMfte (osp) '~
| INSPECTORS

&-,

‘ "ﬁ -

General Area G: Perform Administrative Dutias

F
£
4, . ! ‘ M
. Skill Percent : Percent not , [ Percent "
q
; ’
G 1 98 2 0
G 2 100 0 ¢
G3 , 100 0.
G 4 . 93 5 2
G5 £ ' 100 0 0
G6 4 T 98 0 2
7 . .. 96 2 2
G 8 - Y &% 100 -0 0
. @ 9. et o100 0 0
Y- @0 <., . 100 0 0
g1 ;0 93 7 (]
G, T L. 93 5 2
R - R 100 0 0
o Gla . -1 o -~ ’ 5

f K" 13 “" :'v"' ﬂ/:\;ﬂ : | ‘ o ' . ' P
Rglévanm “Auge or do not use asg.need training or not yet assigned >
Noc:Rclev‘vt: i }oquz:od for the job 4
étbqr / no tpspdnﬁ:/xnvalzd response , - ‘ .

o ’1:/g b '
\R T ;;,;;-/ { " 7 7 LS 0 .
5 . : d
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‘} 1 4. o ¥ \ R ‘. . - . \
j@able 13 repgrts the level of agreement for the sk111

‘

statements 1n general area‘ of competence category H - 5
/“' Interface ‘with Varlous Groups . anee sklll statements in #
‘ this dategory were reported to be 100% 'relevazt Tne'v
IOWBSt éercentage \of relevance urorf thls‘:category wags

reported for sk111 statement HQ at eoz.v, PO ". L B P
“ o ) ‘ ', .
£ Tab1e~'14 reports theA level hgreement for the skillf

‘\

statements in general area of competence category I -

. - {

Perform Accident/Incidédt Investlgatxon.w Fourteen of the
\

. ‘J e N el
: vseventeen sk111 statements rn thls category were reported
L5 ",‘»T» 4 *- el

to be 100% relevant for the occupatlon of an 1ns§bctor
: R

The lowest percentage of relevance “for~ thl& category wasv
»z * [ - Ly
reported fdr sk111 statement 117 at 95%

N o4

S P
Table 15 reports the lebel of agreement for the sklll

“in general area of competence category 3 -

o

¥ »

Promote Educational Actlvrtnesn, Flve skill statements 1n 'bkﬁ

'f_t, thlB category were reportid to nbe 100% relevant ~~The

e S \, +

v,10west percentage of releyance :or thlS category.and fo;

.

th€ bntire proflle was reportedggor°sk111 statement.JlO at
79%.«' mﬁis» dkill statemenm and A repofted 1eVe1 of’ not :M
\ A .'/X" ) '.’ ot
i“;’relevant of 14t and 7t po response pr hnvalld résponse ’T“T ‘-

d (

Table 16 \Eeports tnhf 'fel of agreement for sk11ﬁﬁ¢ﬁ\§_

‘ statements in general apea of compeﬁence category iF\s\
- , / . ‘\(‘-vs=\ )

tw o fntérpret Legislat1on Two Bklll statemeﬁts were reported

: A e .

a.ﬁ 1



. IABLE 13 ‘,_/ )
e
OGCUPATIONAL SKILLS PROFILE (OSP)
L INSPECTORS o .
. & . | ‘\.. . L " | , . - i ‘ . ‘ ) . ’
General Area H: Interface witn Varlous Groups e

o B g ) . P . L3 P A

T

Skili o Percent . .. . . -Pergemt not '_ 'Pérceﬁtu- -
Statement = Relevant e gelevagt " Q;gg;__' S
‘ . o T ot :p Voo e
LS ST U

SURERETCR : L - N,
O B, o

HZ 97 T

R v

He RSO °95

HS ° S 100

Hs“‘:. . : oo . . co 97

Hg S0 L \
‘H9. " . 80 Sy

NoOoONwWoOUOMdDww;n
s

.‘ .

WOOOOQOOO

- .LE J ”Dv ‘ o

Relev:nt’ y:c or; do/not u:o cs neeJQQraxnzng or " dot yg; a::xgncd ,,Kff RN S S
Not Relevant:” ‘mot required-for’ the job R B N ISP L TINR P
‘Otbqr‘, ‘no :esponsef;nValzd rctponaa “'.ﬂJ p_~ l',-,%T' o

. - ..
) L ‘L o




r S TABLE 14

./ i OCCUPATIONAL SKILLS PROFILE (OSP)
\) ’ L INSPECTORS: R

re 1

E o skill Relevance :
General Area I: Perforn Accident/lncident Investigations

skill .1 Perceat [ Percent not _~ Percent
.gta ent +  Relevant - : ‘jRelevan} "AOther

100 ¢ -
- .10 < “ .
A . 100- . ‘ °
' - 100 o) '

98 . «

100

100 o 4
100 - '
100

98

: . 100"

112 ‘ © 100

#

et e
socoqmm‘pw&n-‘
~ 3

[a]

[rm

[«
4

—-
-
o
OCDO0O0O00O0O0O0O0OONOOOO

W00 00O0ONOOOOO0O0O0O0O

113 ‘ 100 ‘
114 . - 100

15 . . . ° 100 - .

16 .. 100

Tt L .o 95

[ S ' o e e R
 LEGEND u R A
R hd : A3

R;Icvant‘ :, use \:t do. not use as need trunmg or not yet ass19ned

.» Not’ Relevagt: - oot requzred for the job i et T ST

- X o

, Q;bpr N no. :esponaélmvahd reaponse ST

0 . h
- . N
. ’ N '
. e W . N co ’
’ .
. ” A5 . s s
- - ¢ .
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skill
*Sta;emegt
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PN PN IR PN IY S Y S SN

B .
e

VWYV WN M

-

E ‘?&"‘LEGEWD, )

Relevant:
... Neét Relavant
’O;@er ' no

.

L3
B

. TABLE 15
o

OCCUPATIONAL SKILLS PROFILE (OSP)
INSPECTORS N

A
Percent - |~ Ppercent not )
Relevant % Relevant o
‘ , | :
'/’/.
4 . '
A
: . 0 o
. s 'E\‘} 0 g
, v ‘ 0 e
, oo o
.2z .
» °5
\- 1d
14
-0,
‘,
, A
; ; ) g S

: uac or do not uac:a: need traznzng or not yot as;zgncd :

" not required ‘for the Job
taaponaefznvalzd telponae .

e

1

_ Pé#cént

=

Other

et
?

ONwuONOOOOO

t
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to be 100% relevantl The loﬁest percentage of celevance*
torwthificategorv was‘reported‘for skill statement Kﬁ}at

97%. | .
Table 17 reporte the' 13621 of agreement-‘for 'ekill
statements in general area of competence category L - Use.
Coneulting : SK1113.QQ Three ekill statements in ,thisi
:category 'éerev reported to Dbe 100%' relevant’ for' the
occupatlon of an inspector. . ‘The two remarning skills in
th1e\category were reported to be 97% relevaﬁt R
Table 18 reports the ave ge level of agreement for

v - RN ’
all the general area of competence categorles and for the

entire pnofgﬁi he ngheet average of- relevance is

'reported to ,be {§9 .8% - for general area of dgcgpetence

7

category E - Anal;ze Work81tgq ¢ The lowest average of

relevance is reporteda to gpe 93.7% forih general area of

.u ; . _"‘

competence category c - Use Relevant“*ﬁqulplpnt “?he 2’53

*average 1eve1 of agreement on. the entlre prof11e was 97 7%.
. . ¥ » . & ) )
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TABLE 16

[}

‘OCCUPATIONAL SKILLS PROFILE (0sP)
. INsPECTeRS

A

General Area.K Interpret Legislation

n I |

s

ey

Percent ' Percent not . Pe:cent

"Relevapt = _ Relevant gﬂgeg

-

codbooon.

usg or, do not usc as ﬁced craznzng or. not yat a:a;gned

tazpon:clz vaI;d rcapon:c E :;ﬂ;fx _ j«.‘j ',.;“'Q y o

vanc o “.fﬂE=
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- ‘TABLE 17

'OCCUPATIONAL SKILLS PROFILE L
. . INSPECTORS . e
P . wﬂm_&ﬂ e

v General Area L: Use Consulting SKlllB - .
. skill | _ Percent -  Percent not
Statement -  Relevant ) - . Relevant -

1 ¢ 100 0

2 + 100 N
3 ' 100~ '

4 97 ,
5 97 I ;

A .
OwWwooo
1 4
("ReoNoNoN O]

- LEGEND - S U L
- . .- .. . ~ . %3)
.. Relevant: use or do not use as need ttuzung or aot - yet auzgnad
"Not Releth -mot. required for the job | , o VR o
Other: no -z:nponulmvalzd tuponu ST T ¥

-

dore
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* TABLE“' 18
4
- OCCUPATIONAL SKILLS PRO!ILE (O8P)
; ( - INSPECTORS
' ,‘ v . . _‘u v -
General Area of Competan&e Categories
) ' PCE A
) F"x;; i.’,.m
| Avo:aqe o . Average Average
o Percent - Percent not Percent
‘ Relevant® Belevant other
: s ' ‘ & _ : > E
N 99.5. 50.3 E 0.2
ﬁﬁﬁ{” 97.6. . 2.1 0.3
g G 93.7 S 6.0 0.3
L » 2 98.1 o Lo 133 0.6
B 99.8 T . Qa2 0.0
P - 97.8 L R L2 o, R ~;$_ xS
G , 97.4 R T T i §1”9*3
H . 95 .9 ’ 3.8 = - 0.3
1 ’ 99.5 @ 8.1 . 0.4
J e 9.1 - g 3.3 © 1.6
K © 98.3 7 § 1.4 © 0.3
'L - 99.0 0.5 0.5
5 ° 'S ’
Profile ; |
. Average % 97.7 1.8 0.5
? | LEGEND ) . , o
Average pecént,, the avc;agc of tbc sk111 porccntagca 3 .
,;onfxle nvetage perccnt : cbo averages of the gcncral area -
Yoe percentages ’ ' .
7Relevant or do not use as need training or not yot csi:gncd
> Not Relevant: ™ not required for tbc ]ob RV L
' Other: mo: rcaponscl:nwajgd zc:ponco ) - .

77



Stage II - Skill Acquisgition
‘Question #3

At what point in career deyelopment the 'identiffbd
skitls.were vauired? '

_ Tnis question was directed to respondents who

;indicated use of a specific skillﬂsta}ement.’Respondents

[} . : e :
were . asked to indicate -whether a skill was most

» 78

(p):ék*én the job during informal training by a‘cg}league.v

. L

“~'*su94@%&ﬂyr or other informal ‘means while employed as an
#9“*3& s N

1nmector :f) or 1n a formal course seminar or workshop

ployed as an 1nspector (c). S . 8

'lation .was - by”t frequency count and results

SN

," Dtgf?nted for each sk111 statement in each of the general
. ! ¥

‘a;eas of competence categorles

T '”“ " Y ..
»;‘ﬁQQ A Tables 19 to -30 report the Btatistics provided by
":'o y

A¢ .ﬁﬁQStage 11 respondents concernlng where they perceive the

P a') " '
~%; sk y“Vere acqulred The'responses are “derived only from.

3 tn&we reBppndents who indicated' they use the skill.

Respondents who 1nd1cated ‘they d1d not pecform or use the

®» e

'Sklll were not 1nc1nded in the tabulatigng. -

B L Table 19 shows = where " the respondents reported they
Lo . e s : . ; " ,;.,‘ -
acqulred the skills for -general- area of compétence

—

4

category A- Inspect WOrk31tes ‘In thls category an average

fnf" of 64 8% of respondents report that*‘they acqulred tnea
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TABLE 19

'OCCUPATIQNAL SKILLS PROFILE (OSP)
"« INSPECTORS

: ~ General Area A: Inspect Worksites

. ' A Number
skill Beroont 'Percsnt Percent - Percent Reporting

&

Al 10 , 85. . 5 %0 41

A2 5 88 7 0 41

A 3 47 46 7 0 41

A4 7 75 18 o 40

AS 18 73 10 0. 40
A6 15" 83 2 0. 4

A7 8 75 17 0 40

A8 54 o 44 2 ) aY

A9 . 51 49 0 0 gl

'A10 1m0 . 73 12 5 41 ,
‘All . 20 ) 76 4 0 41 o
© A12 a0 .40 18 2 . 0 .
Al3 - 24 71 5 0 , a1
Al4 32, 68 0 0 38 .
A5, 27 66 7 0 » Al )
Al6 S [ I 25 5 0 40 7
General- . ' A TR

Area , e ' o

Average ¥  27.2 - 64.8 7.5 .5 - . 40
LEGEND: Y-

Skill (ptznarzly) acquired : o
wrior: prior to INSPECTOR clpuoylcnt ' : o
Job: on the job while INSPECTOR employed
'fCoutsc from a formal course while INSPECTOR employed
Other: no response and other invalid response
Gcnaul Area Average %: the averagd of the skills in “thc
i : gcnc:al area
NOTE: This sample of responses includes only those respondants S
who indicated "yss“ they do use the skill. o _ 4

. N o




[

gkills by on the job i;}o:mal training while employed as
an inspector.‘ A high number hof‘ resp%ndents 88% reported
that skill statement A2 Cg?}‘ct and ’LocaQe Appropriate
Work Sites) was acquired by{on,the job informal training

while employed as an inspéctor.'A total of 70% reported

that skill statement  Al6 (Recognize and Resolve

Y

Confrontationosituat;ons) was acqairea prior to emplojment
as an inspector. A total of 5% of Vtespondents did. not
respond bt provided an 'igvalid response foﬂ‘~akill
statement Al0. | : SR |

-

T%ble 20 4@eports where the respondents acquxred the

skglls‘ for general areaOf competence Cateqory> B -

-Maintaid Professional Role. In this category an average of .

51% of respondents reported that. quired the skills

A high nhmber of

* Qv

: R A ‘ ‘
prior to employment as an inspec

respondents 88% report that they ~acquired both sﬁﬁll*

statements B5 (Maintain a High Level of Self “Correrol )™ aHd"

Bll LMotiVate Self) prior to employmeﬁt as an inspector.

)‘Table 21 rgporta wheré the reSpondents’ acquired  the

skills for general area of combetence Category C - Use"
_ . .

Relevant Equipment. Eleven °~ of the 'eighteen ;skili\

statements in this category. had a higher number of

, respondents reportlng that they acqulred the skllls prlor

1o

’ »

3

¢

to employment as an 1nspector than 1nforma11y ‘on the Jbb’;.

80
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TABLE 20 -a# v
. . N . . _‘l' )d ;’ )
OCCUPATIONAL" SKILLS PROFILR (osp) - L.
INSPECTORS K o
General Area B: Maintain Professional Role '[;;;

' ' Number . '
skill . Percent’ Percent - Percent Percent ‘. Reportin@f}
Statement Prior Job = Courge -Qihll_, < ’

B 1 10 ) 4s . 45 X © 38 g
B 2 25 63 10 2% 41
B 3 -39 , 58 3 0 31
B 4 85 - 10 2 3 41
B S 88 7 2 3 41
B 6 39 55 3 3 - as
B7 54 46 0 0 41
B8 "~ 68 29 "0 - 3 a1
B9 K} ] 18 44 0 39
'BlO 10 66 22 2 41 -
Bll 88 S 0 7 41
Bl2 68 - 27 . 0 5 T4l
B13 8 59 3 0 \39
Bl4 40 7 s0 0. 0 |40
B1S 64 o 18 15 3 39
General . ' A,
Area o
Average % 51 37.3 9.8 1.9 | 40 .
B ‘ \ | \
: N + i
LEGEND: ~ :
w ¢
Skill (pnmuly) acquired .
Prior: prior to INSPECTOR clployunt ) ’ o
Job: on the job while INSPECTOR employed:
Course: from a formal gourse while INSPECTOR uplogod .
Other: no response and other invalid u:ponn s ST
Gcnu-al Area Average %: tle average of the, thll: 1n tbc R
R goncul area : T : P
. L) ‘. S
NOTE. This sample of respohses @ncludes only those :espondantﬁ i
who indlcated "yea" they do use the skill. O % et ”Vng
' - ” .._“.’\ Y g ) ;’:{ -':.‘3?”"‘;"‘ BT | = -
’ ! LIRS . ‘ KRR, - "\\ ) ; . - - ._”G_‘Al"’ JER '," 7‘8}1-{.' ﬁ‘f
T e o e . D etk




TABLE 21 :
* . y 2 '“

! OCCUPATIONAL SKILLS PROFILE (OSP) 4 oy

R A INSPECTORS " ™.
‘%ﬂ . .
Tt General Area C: Use Relevant Equ‘ip}n’ent '~‘
skiil Percent Percent . Percent Percent’
Statement Prior Job course Q&h&;__ *
c1l 100 - 0 o . N
C 2 85 . 15 o
c 3 59 _ 37 2
c 4 51 32 14
cCS B 41 51 5 _
ce 54 41 S Y 41
c.7 T 78 v 20 2 -0 41
Cc 8 59 033 8 -0 39
c9 76 .21 3 -0 38
. C10 ' 48 ’ 52 0 0. 39
Cll ) ' 51 - .40 A 3 '35
C12 ‘ . 43 _ 23 34 0 - 35
Cl3 %, : 20 54 - 26 0o 39
Cl4 - 2 0" 34 ‘ 38 - 28 0 29
cis .18 , 47 " .. 29 6 17
Clé . 21 : 42 33 4 24
- C17 , 24 36 36 4 25
.c18 “ - 47 33 R 20 0 15
PN ;ia‘ener‘gl .'f{T S o . \ _
Area - S T . C ,
Average % 54.0 330 . 11.8 1.2 o 34
LEGEND: =~ - - - A : o ="
, . Sk111 (ptznnrzly) acquired-
< ’ " Prior: prior to INSPECTOR e.ploy-ent
) . Job: on the job while INSPECTOR .employed .
- - C Courlq ‘from a formal course while INSPECTOR. anploycd
A Otbo:u f#0 response aidd otbcteunvalxd tesponae’ ’

K N ' Gcnctnl Afta Mverage %: .the average the skﬁdlc in thq -
L e o N e fcncul cru({ . T
Cagn SO SR SN v -
Tom 0'1‘;; “This samp“le «af reavonbes 1nc1udes on1y~ thoge respondants T
;who ipiicated “yes“' ‘they: dcxnse the ski ‘ e -, L

o _w cayioe a 'ﬁg L ‘11'"!.‘) o W' N P N
-~ R ’ N T ~, . i‘,A_,v' D X . En 4@; .7 oo e d



P

N /'
. prlor ‘to. employment as. an 1nspector ~B high ’nummer or

. *

_or in a cpurs&fwnilewemployed sn111 statements 018 (Use

Vide6 ”cdmera and Moﬂltor) nad“ only 15 out- of 41

C
kY

respondents indlcatinq ?ay use thi,a oklll. This may be
due'to the‘gact that ¢ ‘video camerqa is just now beinq
inté%duced ‘for recording accidente at  work aitea.‘in,
Alberta. /|

[ 4 ) - “M‘
Table 22 'shows where the .respondents reported they

acouired the skills tor qeneral ~area -of competenoe'

.Category D’ - Communicate Effectively. All but two skills

D9 and D10 report a higher number‘ of respondents

"1ndicating they obtained the communication skills prior 5’

employment' as. an inspector Skill statements D9 (qlrpare
Telephone Conversatlon Reports) .and Dlo (Write ugetinq
Reports) had 71% and 66% of. resFondents indlcattng tney
acquired*tnese skills on the job j _ ‘ {,D‘

~

Table 23 reports where ‘the kespondents acquired‘lthef

sk1lls for general area ot competence categor§ E - Analyze~¢.

~ WOrks1tes In this category 'an. average ai 75 3% foﬂ

‘ respondents report that tneg acqulred tn:/skills on the

job while employed as ' an inspector
' / P r
statemente 1n ‘this’ category report a n&gher numbe; of

respondents aequﬁ}ing the skills 1nformally on thb job .

whlle employed as an inspectoc than by/a formal ceuyse or_w

v

”

v i .

11 “the Krﬁie;;’

~ b . . . . R X )
o : a EY v - i
* - Yol ? ’ 1 ‘ ’ i t [ o . “
L B P N N .
. @ E Lo - Y -~

o
A Y

s
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'TABLE 22
RS » | . J
« ' OCCUPATIONAL SKILLS PROFILE (OSP) . L
. C L 'INSPECTORS | .
el TN 55111 Acguisitidn o L.
Ce L General Ar D: Communicate- Effectively_ . o
| y ot . o : ‘ ' . S
: ’ - . ' L= o Number-
Skill . Percent . Percent - Percent Percent Reporting
. Statement  'Prior Job ___ Course Other - Use of Sklll
. : v J -
D1 92 ¢ o 5. 3 39
- D2 73 ‘ 15 & 10 ’ 2 41*
D3 - 85 -~ - 13% -2 0 40
D 4 63 - 29 5 3 38
DS 75 / 11 11 3 36
D 6 78 . . 20 2 0 . 40
D 7 ! 61 34 5. o 41
D8 48 .. 38 12 -2 40
D 9 T, is. .7 - 12 2 41
D10 17 66 15 2 41
D11l 51 44 5 0 - 39
D12 , 41" 33 26 0 39
D13 R 46 . 38 14 2 37
Geheral ' ‘ -
Area v I . . :
Average % 57 31.8 . 9.6 1.6 -39
LEGEND:
Skill. (pr1marlly) acquired - ‘ e

‘Prior: prior to INSPECTOR employment , .

Job: on the job while INSPECTOR employed v ’ !

Course: - from a formal course while INSPECTOR employed )

Other: no response and other invalid response

. General Area Average %: the average of the skzlls in the
o ~ general area ) //

’
~

NOTE: Thls sample of responses includes: only those respondants
who indicated "yes" they do use the skill. .
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’ ' TABLE 23 ‘ o 5

| | OCCUPATIONAL SKILLS PROFILE- (OSP) o -/
~o o , ~ INSPECTORS R o
N ’ . . L , . v . ! /ﬂ‘
— ' \ o ' .
- Skill Acquisition .
General Area E: Analyze Wotksites
FERN . . B h ’A.’ . 15' bt
, : ?\ﬂw. - ' A  - -~ . Number
Skill . ’ Percent ' Percent ~ Percent Percent Reporting
_Statement Prior - Job Course ~ Other - Use of Skill 4
o -) , o : . : o '
' v
N N a
E 1l 26 Tl 68 28. -2 40
E 2 T 90 3 0 41
E 3 3 . 90 5 2 a1
E 4 3~ 90 - ;D 2 ‘ 40
E.5 2¢ 773 . /3 0 - 41
E 6 10 - ‘78 M+ 10 2 a0
-E°7 .10 85 ‘ 2 3. 40
E 8 ~° 44 54 , 2 0 41
E 9 17 . 63 17 . 3 41
E10 S22 . 73 5 /0 . 4T
Ell T 35 .0 65 ) 0 0. —— 40
‘ R i ' — \, ; 7_._. ‘ _
General e R \,
Area - : / ‘ : S
Average % =~ 16.1 . - 75.3 7.2 1.4 . 40
~ LEGEND:
3 .
Skill (primarily) acquired . o |
Prior: priqr to INSPECTOR employment ' ‘ ~
“Job: on the job while INSPECTOR employed »
. Course: from a formal course while INSPECTOR employed )

Other:  no response and other invalid response :
General Area Average %: the average .of the skills in.the
o general area

| 4

\ NOTE: This sample of responses ‘includes only those respondants
.\ who indicated "yes"” they do use the skill. '

\

\



respondents 90% reported that skill statements’Ez_(Access?

H

~and Review Previous Orders, E3 (Access and Review\Previoﬁs
Presentation/Fatal Flles) and E4 (ReView.'Alert Sheets)

were acqulred on the job whlle inspector empld?ed
¥ .
Table 24" reports where the respondents 1nd1cated they

.

Qe
an Y
N

¢

'Category F ‘7‘ Enforce Leglslatlon - In th1s categorY' an

' 'average of 63. 8% of respondents 1nd1cated they agqulred

'the sk1lls by on ‘the ]Ob 1nforma1 tralnlng while empnged

as «an 1nspector Sk111. statements FSf (Dlsplaya and

(

'Tecquired rhe sklf‘bn.fqr general area vofv competence

i

'¢Demonsqrate a Dlplomatlc Approach) and Fb (Determine;andr,

Obtaln Superv1sory A551stance when Requlred) reported a

hlgher number of respondents 1nd1cat1ng tha& these sbllls

-

where acqulred prlox to employment as an 1nspector

.

. Table 25 “%hows where. the respondents reported they
-acqulredb éhe skllls- for general area of competence

category G - Perform Administrative Duties. In this

category an average .of 64% of the requndents indicated

L]

they acqu{red;m;he ‘skills informall? on- the job while\

) ’ Y . B - . ! ‘.
inspector employed. Skill statement G2 (Review Readpng.

Files and Interdepartmental Information) wasfreported by

\\\88% of the respondents to be acqulred on the Job

\

Table 26 reports where the resp0ndents 1nd1cated they

~o

=

acqulred *the skllls fbr generalADarea of competence

I

86
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‘ TAB;E_zq‘
N S : OCCUPATIONAL SKILLS PROFILE (OSP) g
} ' . , } ' INSPECTORS L
N ) .
‘ ! [ " . N l » !
» -  skill Acquisition
S \ General Area F: Enforce Legiglation ’ ) o
e C o Number
Skill Percent . Percent A Percent Percent Reporting :
. Statement Prior ‘Job Course Otge: Use of Skill
: 4 hal “ | .
10 » 80 7 3 a1
. 5 . 68 .24 3 a1
) 7 71 - 20 2 41
. 10 Y 68 20 2 . . 41
73 24 . 3° N 0 - 41
59 - v 38 .3 0 39
40 . w55 5, ) 38
- 8 : . . 82 10 0 39
3 !‘.. 82 . 13 2 8
. 10 . 169 - 21 o 39///
A - = .7
Genefal o o _ -\..
Area - e ' -
 Average % 22.4 ~ 63.8 . 12.5 1.3 40
LEGEND: = . S .
‘ ..

Sk111 (przmarlly) acquired

Prior: prior to INSPECTOR. employment

" Job: on the job while INSPECTOR employed

Course: from a. fprmal course while INSPECTOR employed

Other: no zespogne and other invalid response

General Area Aﬁckagc %: the average of the. sk1IIS/1n the
W7/, . general area

I

NOTE: Thls sample of responses 1nc1udes only those respond nts
who indicated "yes" they do use the skill.

1
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L »xgnLE 25

OCCUPATIONAL SKILLS PROFILE (dsp) e
. Iusﬁzcroas ‘ ‘

/_/ . .. o . vy
7 SR | | ;) gition N B
iy. 'Geperal Area G: . Perform Adminigtrative ties
i oo S t . ‘ ~ * Number

Skill ° -~ _Percent =~ Percent  Percent Percent - Reporting

Statement = Prior _ Job . Course Other Use of Skill
el ’/A, 12 .. 60 ', 28 .0 - " 40,
ez -/ s 88 . 5 .. 2 41

G 3 ' 7 .81 12 - 0 Y b !
G4 6 82, 1z 0 S 34

G5 2 78,17 5 a1 -

G 6 .23, 72 - 0" .40

G 7. ! 5 . 77 - 15 - 3 ‘. 39
G 8 12 - 81 7 0 S |

G 9 66 29 3 2 41

G10 41 C 0 81 5 3 41

Gll 63 . 31 . . & -0 35 . '

Gl2 3 . 56 6 3 34 }
G613 - 24 . 64 . ,1l2 . .0 41 I
. Gl4 . 56 - 4r 3 0 32 -
'Geferal

Area . . ‘ Lo Co - o LT : I
‘Average % 25.1 64.0 9.8 . 1.1 - 39

LEGEND: - - 3 o "“ AW

o o

-ﬁkzll (prxmarxly) acquired
Prior: prior to INSPECTOR employment
© 5 Job: on the job while INSPECTOR emplbyed , '
- Course: from a'formal course while IHSPECTOR employed
"Other:  no response and other invalid ﬁesponse
»General Area Average %:  the avetage of tbe skllls in the
o general area
P \
NOTE ThlS sample of responses 1nc1udes only ;hose respondants
who 1n&1cated "yes" they do use the sk111 . O
, s



' TABLE 26

OCCUPATIONAL SKILLS PROFILE (OSP)

INSPECTORS

skill Aggu;sit;on .

Interface with Various Groups i

89 .

who indicated "yes" they do use the.skill.

¢

: feheral Area H:
' o
2
©skill Percent Percent Percent Percent
Statement = Prior Job ' ‘Course Other
. ' }
Hi 49 ‘47 2 2 39
H. 2 46 ‘ 49 5 0 39
H 3 17 Y 78 5 0 41
H 4 6 86 .5 3 .37
HS ) ’ ., 54 39 - 2 41
H 6 13 - 82 5. 0] 40
H7 60 vt 35 5 . 0 40
H. 8 33 62 ¢ 5 0 40
H 9 0 80 ., 20 0 20
‘General . PR
Area . !
Average % 32.6 60.9 5.6 9 37
: ‘ )
LEGEND:
Skill (prxmarzly) acquired
Prior: prior to INSPECTOR employment .
"Job: on the ,job while. INSPECTOR employed
Course: from a formal course while INSPECTOR employed
Other: ™no response and other invalid response
General Area Average %: the average of thd skills in the
' general area ‘ .
NOTE: This sample of responses includes only tnose respondants
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category H - Interface With Various éroups-‘ In this

!

',-category'?an average of 60 9% of respondents report that

they acquired the'skllls op the Job while employed as an

1nspector A high number of rpspondents 86% report that

e

skill statement H4 (Conduct Co - Inspeetions with Other

i

Regulatory Agencies) was acquired by og the ]Ob 1nforma1
)

tra1n1ng while employed as an.1nspector{ Sklll statementS‘

t'H9 (Prov1de Media Informatlon In Accordance with Branch

Policy) had only 20 out of 41-respondents indicating they
perform' or.-use this skill. This may be due to more
experlenced inspectors using the sKill whereas more

1nexper1enced staff may av01d the media or let moreasenlor

4
>

staff perform this respon51b111ty.

Table 27_ reports where the respondents acquired the
skills forﬂgeneral area of competence category I - Perform
Accident?Incident Investi@ations. In this <category an
average of 66% of respondents reported that they acquired
the skills 1nforma11y én the )ob whlle employed as ah
inspéctor. All the seventeen sklll statements in this
cateoory had a higher number “of respondents indicating
they acquired .these skills informally' on .the 'job ~rather
.than in a formal course or prior to inspector employment.

L

Table 28 shows‘ where the repondents reported ’they

acquired the skills for general' area —of competence



TABLE 27

OCCUPATIONAL SKILLS PROFILE (OSP)
INSPECTORS \

)

. ‘; ) j:
Generd:hzreé I: Pert

form Accident/Incident Investigations

91

. . : . Number
Skill - ' Percent Percent ' Percent  Percent = Reporting
Statemgqt Prior Job Course other Use of Skill
I1l 17 V 68 12 3 . 41
I 2 15 73 10 2 2ty 41
I3 34 \ 54 12 g SYARTEY S § |
I4 29 ' 59 .10 2 f 41
I5 20 : 70 10 0 e 40
I 6 29 61 7 ! 3 41
I7 " 17 - 66 17 0 41
I8 34 \ 51 15 .0 41
I9 .15 78 7 0 41
I10 ' 10 78 12 - 0 40
I11 34 63 3 -0 41
112 37 56 5 2 41
113 , 34 .. . 54 - . 12 0 41
114 ‘ 24 69 . 7 0 41
115 14 - 76 10 0 41
I16 20 - 70 10 0. 41
117 13 87 , 0 o 38

- l . N }
General ‘ . p
Area , < ' ¢ : ,
Average % 23.2 66.0 "9.3 .7 41
LEGEND :

4

v Sk111 (pr1m1r1ly) acquired
Prior: prior to INSPECTOR employment
Job: on the job while INSPECTOR employed
Course: from a formal course while INSPECTOR employed
Other: no response and other invalid response
General Area Average %: the average of the skzlls in the
‘ 'qeneral area

NOTE: ThlS sample of responses includes only those respondants
who 1nd1cated iyes" they do use the skill.



. TABLE 28

OCCUPATIONAL SKILLS PROFILE (OSP)
. INSPECTORS

General Area J: Promote'ﬂducationai Activitibé

4

92

‘ : . \ Number
Skill Percent Percent Percent Percent Reporting
Statement Prijpr Job Ccourse Other _ Usge of Skill
J 1 o 83 17 0 40
J 2 27 ”{ 61 . 12 0 41
J 3 25 .* 715 0 0 40 \
J 4 44 46 10 0 41
J 5 28 R 62 8 2 39
J 6 24 74 2 0 34
J 7 18t 71 - 11 0 38
J 8 6 91 3 0 34
J 9 21 79 0 0 24
J10 19 ‘ ' 71 10 4] 21
J1l 0 .7 98 5 g 0 40
General
Area ‘ .
Average % 19.4 72.9 7.4 .3 , 36 .
LEGEND :

\

Skill (primarily) acquired

Prior: prior to INSPECTOR employment

Job: on the job while INSPECTOR employed

Course: from a formal course while INSPECTOR employed
Other: no response and other invalid response

General Area Average %: the average of the skills in the
: general area

NOTE: ' This sample of responses includés only those respondants
who indicated "yes" they do use the skill. )



I

e o

@
)

cateqo:y J - Proﬁote fducational Activities. Similarly
- this’ cateqory shows an average of 72.9% of respondenﬁs
reporting that theyZJ;quired the 8kills informally on the
‘job‘while‘iﬁgpectOr-employeﬁ. All the skill statoments in
this cateqoiy had a  higher nﬁmber dk“ respondents
1ndicat1ng they acqulred these skills informally on the

job than in a formal \course or prior ’%o ‘inspector

employment. Only 21 out of 4 espondents’ réﬂgrt that they
A y -

use skill statement J10 (AssisY “with Divtgion Training

. L
C

,Programs). i - -
Table 29 reports where respondelts acquired the skills
for general area of ‘;ompetence Ccategory K - 1Interpret

Y

//fzgislation. This category also reports a

respondents indicating they acquired all seven skills
the job while inspectdér employed. o '
Table 30 reports where the respondentg acquired the

gskills for general area of competence Category L - Use

Consulting Skills. In'this category an average of 61.1% of

respondents teported \ that they acquited - the skills
informally on the jobi Only'skill statement L4 (Organize
-and Codduct Effective Méétings) had a Bigner number of
respondents 65t.indicating they acquired this skill prior

to - inspector employment.
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skill
Statement

RRARARARR
Nowune wNH

General,
Area
Average %

LEGEND :

o TABLE 29 B
OCCUPATIONAL SKILLS PROFILE (OSP)
INSPECTORS

General Area K: Interpret Legislation

*

: ‘ Number
Percent Percent Percent Percent Reporting

94

0 71 27 2 41
8 64 28 o 39
i3 60 . 7 . o 40
33 59 8 0 39
25 60 15 o 40
18 75 5 2 40
34 ~66 0 0 41
21.4 65.0° 12.9 .7 , 40

Skill (primarily) acquired
Prior: prior to INSPECTOR employment

- Job: on the job while INSPECTOR employed

Course: from a formal course while INSPECTOR employed

Other: no,reaponsé,and other invalid response ' ‘ :

General Area Average %: the average of the skills in the
general ares

w

NOTE: This sample of nesponseévincludeS'only those respandants .
who indicated "yes" they do use the skill.

RN
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TABLE 30
\
OCCUPATIéNAL SKILLS PROPILE (OSP) ,
INSPECTORS
Skill Acqujsition .
General Area L: Use Consulting Skills
. ’ : : . Number
- skill Percent Percent Percent Percent Reporting
statement  Prior Job courge Qther ‘ Use of Skill
L1 15 78 7 o 41 -
L 2 39 56 5 0 41"’
L 3 39 59 (0] 2 41
L 4 65 33 2 0 37
LS 18 ' 79 3 0 38
‘General
"Area
Average % 34.9 ‘61.1 3.5 .5 40
| LEGEND: \

o

Skill (primarily) acquired
Prior: prior to INSPECTOR employment
Job: on the job while INSPECTOR employed
Course: from a formal course while INSPECTOR employed.
j) Other: no response and other invalid response ’ LW
General Areas Average %: the average of the skills in the

\

general area

L
Ed

NOTE: This sample of responses 1nc1udes only those respondants '

who 1nd1cated "ves" they ‘do use the skill’
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Table 31 reports the avoriqq of where the respondents
acquired the skills for all the general area catoqo:}cd as
well as for the entire profile, The xlarqost number of

v

respondents 75.3% reported that they acquired the ekills
informally on the job while inupccto:'olplpycd for donox;;
‘anpa‘ of ponpotoﬁbo catogbry‘ E - Analyze ﬁ;:knitoi. The
.-general area of competence category D - ‘Conmunicate
Effectively skills Qore¢repofted as S7% dcqu{rtd prior to
‘inspéctor employment. “Tbévéateqory wnich had the highest
number of invalid or no rebponses at 1. 9% wags B - Maintain
Professional Role. The( hiqhest aumber ot tespondents. a
58% average, reported. that the gki}lq on the entire (OSP)
are obtained informally on fgé job while inapector

employed.: An average of 32t ot respondents repo;t that the

96

skills on the (OSP) are acquired pnior to employment as an =

1nspector A total average of 9% respondents report ‘nat,

the. skills on the (OSP) are acquired in’ a tormal course,

sem1nar or workshop while inspector employed only 1% o£~

the responses ckncfrning skill acquisition'were inValid or

A |
no reSponse

q



TABLE 31 o !

v
\

2 | OCCUPATIO AL SKILLS - PROFILE (OSP) -
. ( - INSPECTORS .

i

Average Skill Acquisition
General Area of Competence' Categories

, : . Average
Average ‘Average - Average -Average Number -

‘ A Percent Percent  Percent . Percent Reporting
CdteQ&tx © Prior Job ~ Course Oother - Use of Skill
A 27.2 " 64.8 7.5 0.5 - 40

‘B. ‘51.0 37.3 #9.8 1.9 40
c 54.0 33.0 .11.8 1.2 34

D 57.0 31.8 9.6 1.6 39
E ¢ 16.1  75.3 7.2 1.4 40
F - 22.4 . 63.8 12.5 1.3 40
G 25.1 64.0 9.8 1.1 . 39
H 32.6 60.9 5.6 0.9 37

I 23.2 - 66,0 9.3 0.7 41
J “19.4 72.9 7.4 ‘0.3 36
K 21.4 65.0 12.9 0.7 ’ 40,

L 34.9 61.1 3.5 0.5 40
_Profile : : : ‘ L ,
~Average % -32.0 58.0 9.0 1.0 39 -

LEGEND

' : Skill (pr1nar11y) acquired
Prior: prior to INSPECTOR employment -
Job: .on the job while INSPECTOR employed:
Coutse from a formal course while INSPECTOR employed
‘Other: no response and other 'invalid response .
‘Average Percent: the avetrage of the skill percentages
Profile Average %: the average of the general area -
-  percentages -
oL ol AN
, | |
. NOTE: ; Thls average of responses 1nzludes only those respondents

who 1nd1cated "yes" they do use the skill.



CHAPTER V ° \

© * SUMMARY, CONCLUSIONS, RECOMMENDATIONS AND IMPLICATIONS

} Summary
" The méin purpose of this,btudy‘was systematically to
identify and ‘validate the  skills required for = an

: oécﬁpational‘ health and safety officer (inspector) to

perform his/her job. In order to carry out the étudy-thef‘

‘Developing a Curriéulum;"DACUMf'modei identified_bygAaam;
(1974) éﬁd the Compeﬁenc? Analysis Profile -system “CAP"
hddél developed by Deane and Manuel (1976) were adapted.
The ;adaPtéd.~model used in thié ‘study, to> faciliﬁate' the

identification of skills was named the OGcupational Skills

//

Profile,system_"OSP"l o E ' ’ I
A second pquose. of this study was to determine At

what ‘point in career. development the ski;lé identified/énd
‘ , B 3 o /

used by the inspectors were acquired. ' ' ./

" The. study consisted | of  two ¢§;ages. The first' stage

o : / ‘ .

, _ 7
involved the-development lof an Occupational Skills Profile

"OSP". for an inspector, The "OSP" was déveléped guring a

. . : /‘» | ; R .
three day workshop 1involving~ a "group - of ©practicing

- occupational health and safety officers (inspectbrs);vThe

task for the workshop was to identify the general areas of

P

.//

/.
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competence categories ‘and specific skills ‘required to
_perform the job of an inspector. . \

A ‘total of . twelve general-'arefs of competence

categories were identified with each ' having a wvarying

number of specific skill statements A total of one
hundred and’ forty six sklll statements were 1dent1f1ed and

' made up the completed "OSP!.

The second: stage was designed to determine the level

of agreement/disagreement that the entire population. of

forty-one occupational, health and safety juofficers

.

(inspectors)  in Alberta had about the - skills ;or

‘competenc1es 1dent1f1ed on the "OSP" . Agreement was

Uy
v

considered to 1nc1ude respondents who reported usewof thexj

sk111 or perceived the skill to be required for,
an 1nspector The level of agreement to show that a skill

was relevant represented the combined reported use of each

,skill ~and the}'perceived requirement of each skillf‘even

when the skill was not reported as used.

" .Phe validation stage -of this study was based upon
. : % :

S

fort?-one‘respondents} The extent to which the populat on

of inspectors agreed that a skill statement was relevant

varied from category to category and from skill to skill
on the "OSP" A total of‘elghty four of the one hundred

and forty-six skill_ statements - were reported as 100%

!

”e ]ob of,
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relevant by all respondents. The lowest reported level of

agreement that a skill is relevant on the entire profile

is 79%. The average extent of agreement for the. total
e : | : '~
profile is 97.7%. . | ’ :

.~

Further information -was obtained during stage II

l‘
regardlng the acqu131t1on of the 1dent1f1ed skill
$ B! . i
statements on the "OSP". Respondent who reported use of a
A‘: \}g ,"‘ : {(
Sklll were . askgd at what p01nt in tnelr career development

they acqu1red it. From the respondents who 1nd1cated they .

use the skillS'an average of 67% reported~k@ey acquired
o : : - N\
the skills on the "OSP"'while employed as an inspector.

-

This fncludes"an average of 58% of respondents reporting

they acquiredb the skills informally on the job. and an
: .

average of 9% ‘reporting achisition "of the _skiils’ in a

. e : K . . . . . :
- ~=“formal course, seminar oOr . workshopv while 1nspector

employed An average of 32% of respondents who 1ndlcatedv

they use? the skills reported. they acqu;red the skills
prior to being employed as an inspector.

Conclusions /

1. The Stage I of the Occupat10na1 Skllls Proflle system
B /

"OSP" was an effectlve means of performing a/ skills

analysis- of .an occupational health and vsafety officer

(inspector). : .
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2. The JOb of an oocupatlonal health and safety officer
(1nspector) con51sts of 1dent1f1able groups of skllls as
‘listed on the "OSP" as developed and vulldated durlng :;15
study. ‘V 1 - ' ‘ EEN -

3. . The acquisitlon of many of rhev skills that were
1dent1f1ed and valldated om the "OSP" occurred imformally

on the ]Ob whlle employed as an 1nspector

Recommendations

1

As - a result . of . this = study, the following

recommendations are made:

1. It s recommended that the "OSP" developed and

validated in this study be utilized as a planning’document
.v \ . - “.‘,‘ -

. \n\ '
in determining staff development needs.

2. It is recommended that the "OSP" “be utilized "as a

—

basid . for ~“the development of\fu\\comprehensive staff -

tralnlng program . RN
! ) ' \

3. It is recommended that spec1f1c modules of\ resource
\

imform%tion be.developed based upon rhe "QsSp" whlch\m;ll
enhance the.'opportunipy for .-inspectors ‘ro access and
improue skill competenoy.and skill inrormation on the job
in a more formalbmanneri ' ',

4., »15 is recommemded that the "0SP" be used as a’ basis
for hiring new inepeétors. The skills reported,.in. this

study as ‘"primarily acquired prior to employment" be

considered , N : , as

»

&
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entry level requ1rements for new 1nspectors

5, It |is recommended that. 1nspectors be provided with

coples of the "OSP" and that self analysls be conducted by
each inspector to determlne his/her level. of competency in
each skill identified,g. ' o o 1

Implicatijems for further studz

The job of an Occupat10na1 Health and Safety Officer

(Inspector) in. Alberta 1s spec1a112ed occupation w1th

a
relatively few 1nd1v1dua1s 6ork1ng in this f1eld Tralnlng
of inspectors 1is primarily .conducted on the® job '~ and
informally by a colleague:'or supervisor. ~The ﬁormal
educational preparation~of occupational health and safety
officers (Inspectors)' has not. been’ carried out+in a

systematlc manner based upon analyzed skllls

It is hoped that this study will prov1de an 1mpetus

for further research in’ thls area. Recommendatlons for

such research mlght 1nc1ude the follow1ng questlons

1. At what 1evel of competence do the- 1nspectors in .

Alberta perform the spec1flc Sklll statements identiﬁied

7:3‘

in this‘study?

2. wWhat informal methods of training are used in

assisting inspectors to acquire the skills?

1

3. Does the choice of method for training inspectors

affect the level of competence’ at which skills age

performed?

102
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"the skllls 1dent1$ied in this study? ‘ . :

T ‘ / - \
4. What types' of ,traingng EB hods pare used and most

eff1c1ent -and effeétlve injtrain ng inspectors to perform
\ )

A

5. What pﬂTnfﬁg approachef (su h as modhlar trainLng

packagesv,computer software and otﬂer innovative tralnlng

methods) need to be developed wh;ch will provide the.

|
requlged 1nspector skills. :

IS

6. Wth skills. are required im other junisdictions for
. ] p

| 51m11ark1nspectors to perform theln jobs.

y
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APPENDIX A
COPY OF OCCUPATIONAL SKILLS PROFILE (osp)

FOR OCCUPATIONAL HEALTH AND SAFETY
EDUCAT‘ION OFFICER
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APPENDIX B

»

' COPY OF OCCUPATIONAL SKILLS PROFILE (OSP)
FOR OCCUPATIONAL HEALTH AND SAFETY

OFFICER. ( INSPECTOR)
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APPENDIX C
INSTRUCTIONS FOR COMPLETING THE

VALIDATION OF THE OCCUPATIONAL )

SKILLS PROFILE (OSP)
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-

- e . . ‘
INSTRUCTIONS FOR_COM TING THE + - s
’ Gy

ﬂéﬁ VALIDAT ON OF T OCCUPATIONAL v

SKILLS PROFILE (OSP)

The accoﬁpanyin- occupational profile was developed by'your
colleegues. 3 justrates in a graphic style
skills/tag jonal Health and Safety Officer -

pef forms\on ig/. Your colleagues have indicated

fiow 1mportant to get your opinion 7bout

each task on the CRg or in_ other words. va11date the

[

complete chart.

There is a series of three queétions\that will be posed about

Ty

each individual skill. The questlons are: : !
1. ~Do’xou currently perf rm thlS sklll/task?

2. (If you answered "YES" to questlonﬁl)

NN
N

Where did you most 51gn1f1cant1y acqu1re this task?
3. (If you answered "NO" to questlon *l) {L A
Why do you not- perform this task? |
) ¢
At the conplusion of the above examination of each skill/task,
"thefe is one small additional job: y | Y
‘4. 'Add omitted tasks that in yeu opi%ion should be

included.



-
%4
STEP #0
Acquaint yourself with the complete chart. First, — -
examine the . ' "General Areas of Competence" on the
very right of the chart. L
Next, take one general area and examine the specific .

tasks in that line. This step is best done ‘by
proceeding from the left to the right. When each line
has been examined, you should be able to form a mental
picture of the complete occupation. .
Do not spend too much time on this aspect. If you wish
more information on the development, arrangement,
sequencing and format of the occupational profile, do
not hesitate to inquire. But, it is not necessary for
you to have an indepth knowledge of the production of
the chart to perform the validation phase..

Now you are ready for the real work!

w

STEP #1 : - S

" - .Choose any "general atea of competence" and
-carefully examine each specific skill within that

general area. _ ‘ "

.- Begin with the skill‘in the"left;most position and
apply the f0110ying_question to it. - "Do I ‘
currently perform this task?" (Answer with a "YES" ~7
or IINO“ ) " \ o . ) : .

- cCircle the "Y" if you perform the skill, or circle
the "N" if you do 'not perform the skill. '
. ! ‘ .
-STEP_#2 \ !“
‘l o : o
(If you answered "NO" to the above question, then omit
this step and proceed to STEP #3.  If you answered
"yes" then continue with this step)

. Lo . . *

- If you answered "YES" to the question, then you
agree that you now erform the skill. The next
question refers to he origin of the acquired,sEill&/}'

- Apply the following question to the task being - ;
reviewed. : ’

‘"Where did I most significantly obtain the training
for this task?" i
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(Anqwer‘witb)

g;;dr to my employment with Occupational Health
& Safety Division:

on-The-Job while employed with Occupational
Health & safety Divisiong

Oon. a 8 ‘employed wiib

P=
J=

while
Occupational HMedlth & Safety Division.

C=

~#* All of the above may have cpntributed,however
which had the most significant effect on you

learning 'this skill.

- Yod’must decide whether you acquired the skill
' ‘prior to your employment with the Division in
case you circ¢le the "P".

which

- If you acquired the skill while'péfforming the
regular field duties of you bccupation, you would
c;rcle the "J". ’ ‘

- If you acquired the skill whilé attending a course
‘or seminar (regardless who sponsored it) during the

c%rcle the ™C*.

~ You have now ¢ompleted this competency and may
proceed to the next competency to the right and
apply question #1 as outlined in Step #1. )

- Continﬁextill you cqmblete the.whoie general area,
then proceed %o the’ next general area.

» ‘ . ’ 1)

. STEP #3

(You

spswered “NO" to the first question and state that.
you d

not now perform the skill under consideration)

- Now-apply the following question to the specific
skill. . -

. > U
t"Why do I not perform this particular task??"
Answer with:

NR=
NT= "

Not required by the occupation.
Required, but I'm not trained on this
task.

Reguired,
task.

NA= but I'm not assigmed to this

NG

—_—L_

_ employment with Occupational Health & Safety, tg_e_r\x/,.m 2
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‘hot per

. gircle,"NA“. .

' | duties !0f !the coccupation,
"to do the skill,

1 ) , - 4 - O

If you feel that this task is not required during :
your regular duties, you would circle the "NR". o
‘1 . ' i “ . .
If you ifeel that the task
but you are not trained
or the training is still in
prgQress.jthen-circle"the “NT" on the chart.

If you feel that the task is required, but you do
form it because the task is not your -
personal assignment, or if the task being performed
by someone else as part of their assignment, but is
still a required task of your occupation then

L) . o . . L ow

You are now finished with this specific skill and

may move to the next skill on the right and apply ,
quegtion #1 as outlined in Step #l1. - =
- Continue till you complete the whole general area
‘and then proceed to the next general area. R W
" NOTE:  You must have two circles in the "YES line or
, ’ two circles in thz/;NO" line. It is invalid to
have one circle in-€ach line or more than twg -
circles. JE . SR : ' /%”/fa:

STEP

- task, you are-ready for the next chore which is to
include additional tasks. ’ B |

, Choose-é row of tasks and critically examine the .

] Also, provide the
" this skill 'should

e

ﬁftér~cdmplétih§ the above series of steps erfEach

row for tasks that. my have been omitted.

'if in yoUn,opinion a-task-éhould be included, thé;\\$*;

decide where on the row you would place your
additional task. , . . . ’

statement in the

R

Then. write in your task

aﬁpropriate space. f"-\x__*.-
usual indication as tp."Wheré“

be obtained, (P,J.C,) or "Why"

being performed (NT. NA) as

#1,2, and 3. |

this skill is not
outlined in.-Steps
- row of tasks by looking for

Complete each ]
and writing in your addition.

. omitted tasks

is part of the tégular L

:ﬁ—fxl\‘\
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A -5 -
s'rx-:fri&s . o . | !
R .You nave now completed the whole process and should A"
, rleturn the chart to the person who .is designated as ‘ P @
‘a contact.« . : (~ Pp,\
(- r" cu‘ pa

- All the part1c1pants of thls ‘process extend a
sincere “Thank You" for a job well done. : Everyone
apprec1a~tes your interest and concern. /

- .. .You w111 be informed of the aggregate results 1n SN
the near future. . o

FEE-D B8AcK

- THANK YOU.

s s A S e M2 XA



&
APPENDIX D
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| A
\
wh
& N d ]
| |

118



. 119

' DEMOGRAPHIC DATA SHEET FOR PHASE I AND II PARTICIPANTS

»

NAME : S - .

BUSINESS ADDRESS: - | o PHONE :

LENGTH OF TIME IN YOUR PRESENT POSITION: = I

O -1 YEARS ( ) 1 -5 YEARS ( ) 5 - 10 YEARS ( )
10+ YEARS ( ). ‘ - ' ‘

TOTAL LENGTH OF TIME IN QCCUPATQONAL HEALTH AND SAFETY:

O - 1YEARS ( ) 1 -.5 YEARS ( ) 5 - 10 YEARS ( )
10+ YEARS ( ). S :

' N

LIST PREVIOUS OCCUPATIONAL HEALTH AND SAFETY OFFICER
(INSPECTOR) EXPERIENCE: . '

H

EMPLOYER: | | o HOW LONG?

EMPLOYER: | . ' HOW LONG?

PREVIOUS OCCUPATIONAL HEALTH AND SAFETY EXPERIENCE:
"EMPLOYER: S o . HOW LONG?

.. STATE HIGHEST GRADE LEVEL COMPLETED IN HIGH SCHOOL:

s

LIST TRADE CERTIFICATES HELD:



o

9.

11.

120

‘ - ’ ‘ \\
& . M '

LIST ANY OTHER FORMAL TRAINING YOU HAVE COMPLETED. :
COLLEGE, UNIVERSITY, TECHNICAL INSTITUTE OR TRADE SCHOOL..

WHAT % OF YOUR POSITION TIME IS DEVOTED TO INSPECTION
DUTIES? .

TPLEASE ADD ANY ADDITIONAL COMMENTS BELOW.

‘¢

4



APPENDIX E

) PERCENTAGE DISTRIBUTION OF
VALIDATION RESPONSES
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OCCUPATIONAL SKILLsyPhOF?iE\TOSP)‘ 122
~ INSPECTORS :

Percentage Distribution of validation Resﬁonsea
Category A: Inspect Worksites

a

|

L _Percent responses Percent responses
skill . indicating use of indicating skills Percent No.
Statement - an acquired skijll not uged ag, Response
Percent P J ¢C © NR- NT NA O
Al 10 85 5 0o . 0 o 0 0 0
A2 5 88 7 0 o .0 0 0 0
A3 47 46 7 0 o o) o 0 0
A4 o 7 ‘73 20 o o 0. . 0 Q 0
AS 17 71 10 O 0] 0 0 0o - 2
A 6 15 83 2 0] 0] 0 0 0 0
A7 7 76 17 o 0 0 0 0 0
A 8 54 44 2 0 0 0 0 0] 0
A9 , 51 49 0 O o 0 0 0 0
Al0 10 73 12 5 0] 0 o 0 0
All .20 76 4 O 0 0 0 0 0
Al2 39 - 39 17. 3 o - 2 o. .0 0
Al3 ' 24 71 5 o .0 - 0 0 -0 0
Al4 - 29 66 o 0 3 0 2 -0 0
AlS. 27 66 7 O 0 0. 0 0 - 0
Alé6 . 68 25 5 0 2 o-. O 0 0
‘LEGEND R _ '
Acquired Skill: Skill not used as:
P: . Prior to OHSO employment NR: not required
J: On the job while OHSO NT: need training
employed ' NA: not yet assigned
C: Of a formal course while , O:  indicated not used and
OHSO employed ; other invalid respopse
0: Indicated used and other :
' invalid response ' N '

~ NO RESPONSE: did not indicate whether skill was used

Pt

v
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OCCUPATIONAL SKILLS PROFILE (OSP) . 123
t INSPECTORS
. Percentage Distribution of Validation Responses '
Category B: Maintain Professional Role
. ) I
Percent responses Percent responses }
indicating use of indicating skills Percent No.
. an_acquired skill ot u 8 Response
rcent P J .0 NR NT NA O
10 -« 42 41 0 0 o 7 0 0
25 63 10 2 0 0 0 0 0
29 44 3 0 17 0 7 0 0
.85 10 2 3 o .0 0 0 0
. 88 7 2 3 0 .0 ) 0 o
37 51 3 2 2 o - 0 .0 5
54 46 .0 0 0 0 0 (4] 0
68 29 o} 3 0 . 0 .0 0 (o]
- 37 17 41 ++ O 5 -0 0 .0 0)
10 66 22 2 0 0 0 0 0
88 § 0 7 o 0 o 0 0
68 27 o 5 . 0 0 o 0 0
37 56 2 0 2. 0 0 0] 3
39 59 0 0 2 0o 0 0 0
62 17 15 2 2 2 0 0 o}
a

LEGEND

Acquired Skill:

P:
J:

C:

ériot to OHSO employment

 On the job while OHSO

employed .
Of a formal course while
OHSO - employed
Indicated used and other
invalid response

NO RESPONSE

Skill not used as:

NR: not required

) NT: need training
NA:  not yet assigned
0: indicated not used and

otbej/ﬁnvalidxresponse' o

did not indicitg whether skill Qns'used

i



naoa0annan

invalid response
‘ NO RESPONSE:

did not indicate whether skill was used

OCCUPATIONAL SKILLS PROFILE (OSP)
' INSPECTORS
Percentage Distribution of Validation Responses
Category C: Use relevant equipment .
Percent responsges Percent responses
Skill indicating use of indicating skills - -Percent No.
Statement an _acquired skill not uged as " Response
Percent . P J c o0 NR NT NA O
1l 100 0 0 0 0 0 0 0 "0
2 85 15 0 0 0 o 0 0 0
3 59 37 2 2 .0 0 0 0 0
4 46 29 12 3 3 5 2 0 0
5 41 51 5 3 0 .0 0 0 0
6 54 - 41 5 (o} 0o 0 0 0 o
7 78 20 2 0 o} "0 (o} 0 0
8 .56 32 7 0 5 . 0 0 0 o
9 68 20 3 2 2 5 0. 0 0
C1l0 32 37 0 2 20 5 4 0 (o}
Cll 41 - 34 . 5 5 3 12 0 0 0
Cl2 - 37 20 29 0 2 12 o} 0 o}
C13 20 51 24 0 2 .0 3 0 0
~Cl4 24 27 20 0 7 - 5 0 2
C15S 10 20 12 2 20 24 12 0 0
Cl6 12 24 20 2 15 17 10 o (o}
Cl17 15 22 22 2 12 15 10 0 2"
Ccl8 17 12 ¢/ 0 17 27 20 0 0.
LEGEND
Acquéred'Skill: © Skill not .used as:
" P: Prior to OHSO employment NR: not required
J: On the job while OHSO NT: need training
’ employed v NA:  not yet assigned
C: Of a formal course while 0: indicated not used and
’ OHSO employed other invalid response
0: Indicated used and other X

124



OCCUPATIONAL SKILLS PROFILE (OSP)
INSPECTORS

Q

Percentage Distribution og'Validgtiog Responses

Category D: Communicate Effectively

Percent responses

" WOONNNOONWONN

Skill ‘ indicating use of
Statement an_acquired skill
Percent P - ¢ o
D1 88 o] 5
D2 w73 15 10
D3 ;. 83 12 3
D 4. 89, 27 S
.D 5 - 66 10 M0
‘D6, 76 20 2
‘D7 . 61 34 5
D8 : 47. ' 37 12
D 9 | 15 71 12
D10 17 = 66 15
D1l 49 42 5
D12 39 "32 24
D13 41 34 12
\ |
LEGEND S -
’Acquind Skill: = |

P:
J:
C:

0:

Prior to OHSO employment
On the job while OHSO
employed B

. Of a formal course while

OHSO employed

Indicated used and other:
invalid response

o NO RESPONSE:

Percent responses

125

-4

indicating skills Percent No. ¢

not used ag Regsponsge .

/

/

NR NT 'NA O

o 2 3 0

o] 0 o 0

2 o} o 0]

2 2 o) 0]

5 5 o o©0

(o] (o] 0] 0

0 (o] o O

0] o 2 (o)

0 o o 0

o o 0O o

o] 2 2 0

2 3 0 0

5 5 (o] o .

o Ty
(24

Skill not used as:
NR: not required
NT: need training
NA: not yet asgsigned
(032 indicated not used and

other invalid response

did not indicate whether skill was used

11

Q.

OO0O0O0O0O0ONNNOOO



OCCUPATIONAL SKILLS PROFILE (OSP) 126
INSPECTORS

invalid response
NO RESPONSE:

o

u

Category E: Analyze Worksites

g
‘ X
s
4 . )
Percent responses Percent IQBPOHBGB :
skill ' ~indicating use of indicating skills @ Percent No.
Statement an acquired skill not used as ‘ Response
Percent P J o NR NT NA O

E 1 3 66 27 2 o o 2 0 0

E 2 7 90 3 0 0 0 0 0 0]

E 3 3 90 5 2 0 0] o 0 0

E 4 2 88 5 3 o 0 2 0 0

E 5 24 73 3 0 0 0., 0 0 o

E 6 10 76 10 2 0 .2 o 0] 0

E 7 10 83 2 2 o O 3 0 0

E 8 44 54 2 0 0 0 0 o ~0

E 9 17 63 17 3 0 ) 0O 0 -0
El0 22 73 5 o) 0 0 0 0 0
Ell 34 63 0 (¢ 3 o (o) 0 0

L
~ LEGEND ,

. . . _ b

Acquired Skill: Skill not used as: .

pP: Prior to OHSO cnploynent NR: %olvtcguired,l : P/

J: On the job while OHSO NT:  need training

‘employed NA: not yet assigned
C: Of a formal course while 0: indicated not used and
OHSO employed other invalid response
0: Indicated used and other '

did not indicate whether skill was used



. " OCCUPATIONAL SKILLS PROFILE (OSP)
& . | INSPECTORS

catégB:y F: ‘Enforce‘Legislation

L

) : ‘ ’ b
Percent responses Percent responses

- skill indicating use of indicating skills Percent No.
Statement ap_acquired skill not used as Response
"percent P J ‘C O NR NT NA O

'y
/

10 80 7

P -3 o 0 .0 0

F 2 5 68 24 3 o -0 0. 0O

F 3 7 71 20 2 o 0 0 0

F 4 10 68c' 20 2 o o 0 0

F 5 73 24 3 0 o o o 0

F 6 56 - 37 2 0 3 o 2 0

F 7 37 51 5 0 5 o 0 0

F 8. 7 78 . 10 0 S 0 0 0
F,9 2 76 12° 3 0 2 0o 0
Fl0 10 66 20 ) 0 2. 0 0

[ .

i -

LEGEND @

Acquired Skill: : Skill not used as:

P: Prior to OHSO employment - NR: not required
J: On the job while OHSO - NT: need training

- . employed - _ NA:  npot yet assigned
- C: Of a formal course while , 0: indicated not used and
. OHSO employed y/px\\_/, : other invalid response
0: Indicated used and other ' :
' invalid response S ‘ ' ’

NO RESPONSE: did hot indicate whether skill was used

(

. NUONOOOOOO

=
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v OCCUPATIONAL SKILLS PROFILE (OSP) 128
INSPECTORS
@ t
L 91 3 348
Perform Administrative Duties

H

Percent responses
indicating use of

skill

Statement . a e
W ”

Percent P J

G 1l e 12 59

G 2 5 88

G 3 ’ 7 8l

G 4 5 68

G S , 2 76

ce N\ 22 71

G 7 S 73

G 8 12 - 81

G 9 66 29

G110 41 ° 51

Gll . 54 27

Gl2 29 46

Gl1l3 24 64

Gl4 46 32

LEGEND

Acquired Skill:

P: Prior to OHSO employment

J: ‘On the job while QHSO
employed
C: Of a formal course while
OHSO employed
0: . Indicated used and other

invalid response
- NO RESPONSE:

Catbgbry G:

[ Y ) \

Percent responses

indicating skills Percent No.

1 not uged as ____  Respomse
o) NR NT NA O
27 .0 2 o o0 o 0o -
5 2 o o] o o 0
12 0 o 0 o 0 o
10 ' 0 5 5 5 0" 2
17 5 0 o o o 0
5 0 o} 0 o o©0 2
15 3 2 o 0o o .2
7 0 o o] o o 0
3 2 0 *0 0 ~0 0
5 3 o] o] G o 0
5 0 7 5 2 0 0
5 3 5 0 10 - O 2
12 0 0 o -“0 © 0
2 o 0 s 10 O 5 .

Skill not used as: : o

NR: not required
NT: need training
not yet assigned

NA:
i 0: indicated not used and
other invalid response

did not indicate whether skill was used



OCCUPATIONAL SKILLS PROFILE (OSP) BT 1)
INSPECTORS ., . ,

Category H: 'Interface with Various Groups,

' ’ B ]
‘Percent responses Percent responses

. 8ki11 indicating use of = indicating skills Percent No. -
Statement an acquired skill ‘ Response
Percent P \J" c o - NR ‘NT NA O

H 46 ‘2 ‘s o o0_o0 o
H2 ; ' 44 o « 3 0 2. ‘ o
H3 17 0 0 0 o ©O o
H4 ‘ .5 2 5 0 5 o/ o
HS 54 2 0. 0 o] /}?3 o
Hé6 . 12 0 3 o o0 70 0

. H7 - 0 2 o 'o o » 0
H8. o 32 0 0 2 0 0 o
H9 _ "0 0 17 7 /24 ' .0

\\ /
| LEGEND
L) . .

Acquired Skill: ’ . Skill not uged as: .
p: f:iot to OHSO employment NR: not required '

J:  On the job while -QHSO NT: need training

: . employed ‘ " NA: not yet assigned
- C: .Of a formal couxse while A O: indicated not used and

- OHSO employed
- 0:  Indicated useqd and other

: invalid respgnse ) . . )

: : RESPONSE: did not indicate whether skill was used

other invalid response

Y



OCCUPATIONAL SKILLS PROFILE (OSP)

" INSPECTORS : .

Percentage Distribution of Validation Responses

112

. category I:
. .

Skill

e s e e

. " OHSO employed
~0: Indicated used and other
znvalld response . '

G .

~

‘Percent responses-

COOOONOOOOOWONONW

indicating use of
Statement an acgulred skill
Percent P. J c- 0
1 i7 68 12
2 15 73 10
3 34 54 12
4 . 29 59 10 .
5 . 20 68 10 °
6 29 61 .7
7 17« 66 17
8 34 51 15
9 15 78 7 ~
110~ 10 ° 76 12
I1l 34 63 3
_ 37 56 5
113 . 34 54 12
‘114 o | 24 69 7
s/ 14 76 10
I16 o7 20 70 . 10 :
117 . 12 80 0
LEGEND
~Acqu1red Skzl]
. P: Prior to OHSO ,employment
~.J: . On the job wbzle OHSO
‘ - "employed
C: Of a formal course wbzﬂe "

e

' Percent responses

indicating gkills
not used as '

'NR. NT - NA O
o o0 0 0
o -0 0 o0
o 0 .0 O
o o0 . 0 0 °
2 0p 0 O
0 o " o0 o0
0 0. o} 0
0 0 0 0o
0 0 0 0
0 o o o0
0 0. 0 0
0 o. 0 0
o 0 0 0 0
o. 0 0.0
0o 0 0 0
0 0. O 0
o} 0 3 0

Sk111 not used as:
i

NR: not requzrcd i
NT: need training R
" NA: not yet assigned

O: - indicated not used and .
- other invalid response

’ NO RESPONSE dzd not 1nd1c¢te wbetbcr gﬁgll 3&: used

}

3]

‘Perform Accident/Incident Investigations.

™

- -

Percent No.
Resgonse

-

NOOOOOONOBOOOODOO
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OCCUPATIONAL SKILLS PROFILE (OSP)

INSPECTGRS

' Percentage ﬁi§tribution of Validation Responses
Category J: Promote Educational Activities

X
B8]

‘ 'Percent responses
- Skill indicating use of

-Statement an. acgulged skill

. Percent | P J - C 0

J 1 0 80 17.
J 2 27  -61, 12
J 3 24 73 0
J 4 j 44 46 10
J 5 27 59 7
J 6 20 61 2-
J 7 17 66 10
J 8 -5 76 2
J9 12. 46 0]
J1o0 10 37 5
J11 o 93 5
: Lxmmm
"Acquzted Skill:
P:  Prior to OHSO emplagnent
J: On the job while OHSO
. employed. :
C:  Of a formal course while
OHSO employed ,
0: Indicated used and other _

1nval1d tesponsc

PO

cooocooNOOOO

Percent responses

~ indicating skills
- not _used as

NR

L - '
OPOVNWOOOOW

. NR:
- NT:

NA:
0O:

'NT NA O |

)

0o 0 (o]
0o 0 .0
3 0 0
0 0 0.
0 5 0~
0 12 0.
5 -0 0
o— 7 2
5 24 3
5 22 5
0 2 0

Skillvdot used as:

not required
need training
not yet assigned

indicated not used and

other invalid response

o ~ R
,-NO RESPONSE did not indicate whether sxkill was used -

v

ONODWONOOOOO

Percent'No.
. Responsge ,

I



o o o ’ I
Percertage Distribution of Validation Responses -

o~
-

OCCUPATIONAL SKILLS PRQFILE (OSP)
INSPECTORS

W

Category K:

. : Percent responqeﬁ
'skill

NO RESPONSE:

3 >q’. 2

Interpret Legislation

.

Percent responséé

did not zndzcate whether skill was used

.,\_ .
~ -\i

132

| . indicating use of indicating skills Perceht.No.
‘Statement an-acquired skill not used as Response
™ . . &
Percent : P Jg,. € ) NR NT NA O
. . ) . . \\ .
- b ¢
K1 o 71 27 é o o 0 0 2’
K2 7 61 27 ) 2 3 0 0 .0
K3 ' 32 59 .7 O 0 2 0 0 , o
K4 32 ‘56 7 0 2 o 3 0 0]
K5 . 2% 59 15 0 2+ 0 ) 0 0’
K6 17 73 S 2 3 0 0 0 0
K7 - 34 66 o) o) o 0 0] 0 o
! ; -
O
E ]
. LEGEND ' - -
. Acguzted Sk111 s o Skill not used as:
P: Prior.to OHSO cnployncnt ‘NR:  pot required
~Jz- . On the job while_ OHSO r‘_ﬁ, NT:  need training
\ clploycd F . e ‘NA: not yet assigned
C: Oof c?to. _f§§ou:seﬁhh11é' ' O: indicated not used and
. OHSO “employed Vo ~other invalid response
0: 'Indicatedbused and otbet VL
- invalid response o



OCCUPATIONAL SKILLS PROFILE (OSP)
: INSPECTORS

133

Peréedtage Distribution of Validation Responses

Category L:

Percent responses

ocoNOO

. Skill indicating use of
- Statement "an _acquired skill
‘ v ' “ . i
Percent P Iy o
‘ ‘ R n 4
Ll 15 78 7
L2 39 56 5
L3 .39 59 [o]8
\L4 59 29 2
. LS 17 73 2
W

LEGEND

Acquired SKill:

P:-
A

C:

Prior to OHSO enploynenf

'On the job while OHSO

employed

Of a formal course wb113
OHSO employed

Indicated used and other
invalid response

Usg,Consulting-Skills

. Percent responses

indicating skills
not used as ,

A

NR NT: NA o)

oOwooo
ONOOO
noooo
00000

Skill not used as:

NR:  not required
NT:" need training
NA: not yet assigned

O:  indicated not used and

“

Percent No.
Response

LA

WOOoOOoOo

o

N,

other invalid response

L

‘NO RESPONSE: did not 1nd1cate wﬁetbet sk111 was used



| OCCUPATIONAL SKILLS PROFILE (0SP) 134,
. INSPECTORS A .

CK

- Average Percentage Dlstr1but1on of Validation Responses
General Categories ,

-

\
v Average percent Average percent Averagﬂe
Cw . indicating use of indicating skill Percent No
Category an acquired skill is not used as Response
P J c O NR NT 'NA O

A 26.8 . 64.0 7.7 0.5 0.3 0.2 0.2 0.0 0.3
‘B 48.9 3.9 9.4 2.0 2.1 0.2 1.0 0.0 0.5
C 44.2 27.2 9.7 1.4 5.9 7.6 3.7 0.0 0.3
D 54.8 - 30.5 9.2 1.5 ' 1.3 1.5 - 0.6 0.0 ®.6
E 16.0 74.5 7.1 1.3 0.2 0.2_f~br7'0.0 0.0
F 21.7 62.0 12.2 1.2 1.2 0.5 0.2 0.0 1.0
G 23.7 60.3 9.3 1.2 , 1.6 1.0 1.9 0.0 1.0
H 29.8 55.6° 5.1 0.8 3.8 1.1 3.5 0.3 0.0 .
I 23.2 66.0 -9.3:0.7 0.2 0.0 0.2 0.0 0.4
J 16.9 63.4_J6;h“0.2 3.3 1.6 6.6 0.9 0.7
K 20.9 63.4 12.5 0.4 1.3 0.7 0.4 0.0 0.4
L- 33.7 .59.0é 3.4 0.5 0.5 1.4 1.0 0.0 0.5

. e \
Profile T -
Average % 30.0 55.2 8.4 1.0 l.ngﬁ”3 1.7 0.
LEGEND
Acquired Skill: Skill not used as:
.Pg Prior to OHSO employment . ~ NR: not required
J: On the job while OHSO NT: need training

- émployed : ¥ NA: . not yet assigned
C: Of a formal course while 0: indicated not used and
_ OHSO employed o other invalid response

0: Indicated used and otber ’ ’

invalid response :
NO RESPONSE: did not indicate whether skill was used
AVERAGE %: the average of the Skill percentages
PROFILE AVERAGE %: the average of the category percentages



