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SUIVARY

The objective of this study was to explore the needs of post-

secondary institutions for instruments and procedures to be used

in assessing occupational competency. Overall guidance and policy

direction was given to the project by an advisory committee of

distinguished occupational educators representing a wide range of

viewpoints. Exploration and data collection was conducted by task

force groups of experts in eight occupational fields. Staff support

was provided by measurement specialists from ETS, CEEB, and WICHE.

The focus of the study was primarily on the need to translate

work-related experience into degree or certificate credit at post-

secondary institutions. Eight occupational fields were selected

for scrutiny: Accounting, Agribusiness, Data Processing, Day Care,

Electronics Technology, Management, Police Science, and Secretarial

Science. A task force delineated each field, identified the measure-

ment needs of individuals and institutions, identified and evaluated

available instruments and procedures, determined the new instruments

and procedures that need to be developed, and suggested ways to

implement new occupational assessment programs.

Although a need for occupational competency measures was iden-

tified in all of the fields explored, the clearast needs were in

Date Processing, Electronics Technology, Police Science, and Secre-

tarial Science. There are many non-degreed individuals in these
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fields who have acquired job proficiency and are likely to desire

credit and placement in pursuit of higher education especially

where the possession of a degree may have implications for career

advancement. Many colleges are currently granting credit for occu-

pational competency and more would probably do so if suitable

measures for assessing the knowledge and skill gained through work

experience were available. College representatives have indicated

that to be optimally useful, such measures should parallel the

curriculum so that: credit can be granted on a course by course basis.

Most of the standardized occupational proficiency examinations

used for this purpose are at an inappropriate level, are not struc-

tured to fit the curriculum, and cover dated material. There is a

need to develop and experiment with new assessment techniques in-

cluding written objective examinations, performance tests, situ-

ational exercises and self-assessment inventories in order to measure

the relevant cognitive, psychomotor, and affective competencies

acquired on the job. The Advisory Committee recommended that occu-

pational assessment programs be developed under the sponsorship of

a consortia consisting of postsecondary institutions and profes-

sional associations. The actual development of assessment procedures

and operation of the programs should be the responsibility of profes-

sional testing agencies working under the policy direction of the

consortia.
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INTRODUCTION

Postsecondary institutions play a vital role in providing skill

training and education to individuals who desire to engage in G4OU

pations which may not require the traditional baccalaureate degree.

Among these institutions are junior or community colleges, technical

institutes, corporate schools, and a variety of other public and

private training institutions. These institutions are an important

link between students and employers as they have assumed a consluer-

able amount of responsibility for the preparation of individuals

for the world of work.

The recent emergence and rapid growth of occupational training

in postsecondary education has given rise to a number of critical

problems relating to guidance, placement, and evaluation of students

who have acquired their training and experience in a non-traditional

manner. Young men and women wishing to continue their education

upon leaving the armed services often find that they are unable to

get recognition for the training they received under military auspices.

Adults who have received on-the-job training in business and industry

also encounter difficulty translating the knowledge and experience

acquired in this way into academic credit--or into some form of ad-

vanced academic placement.

Many occupational educators have recognized this problem and

have sought the help of various educational research and service
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agencikls in developing appropriate evaluation instruments and tech-

niques. While many educators were primarily interested in procedures

that would be useful in guidance and placement, others were concerned

with evaluating the outcomes of instruction; still others expressed

the need for tests and procedures that could be used for assessing

the trade competency of prospective teachers in occupational educa-

tion. Although all of these are probably legitimate expressions of

need, and although all are to some extent interrelated, how is it

to be determined which area or areas should have priority, which

can be dealt with concurrently, and which will require distinct and

separate approaches?

The purpose of this study was to obtain information that will

make it possible to plan for the development of occupational com-

petency assessment procedures in a rational manner, based on the

expressed needs of occupational educators and employers. Specifically,

the study attempted to:

1. verify and delineate the existence of needs for measure-

ment and evaluation services app:opriate for community

colleges and other postsecondary institutions concerned

with occupational training;

2. ascertain the extent to which assessment needs are being

met with existing evaluation measures;

3. specify the areas in which there are unmet needs for

evaluation services;
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4, develop suitable approaches for devising the needed

measures;

5. evaluate the process for the entire project to determine

specifically if it is a feasible model for developing

measurement and evaluation services in other areas of

postsecondary education.



PROCEDURE

Advisory Committee

The planning process Lived in this study involved a cooperative

effort by teams of experts in various occupational areas to explore

the needs and approaches to development of occupational competency

measures in terms of the questions raised in the previous section.

Overall guidance and policy direction was given to the project by

an Advisory Committee of seven occupational educators and measure-

ment specialists who represented a wide range of viewpoints. (See

Appendix A for the names and affiliations of the Advisory Committee

members.)

The Advisory Committee's function was to help implement the

broad goals of the project by posing a set of specific questions

to be explored, providing direction for the development of occupa-

tional competency measures, and identifying specific occupational

fields for in-depth study that would most likely profit from the

introduction of standardized assessment procedures.

The committee held two meetingr; the first on November 15-16,

1973 and the second on May 30 31, 1974. At the first meeting the

committee set the stage for the planning process by focusing atten-

tion on the objectives of occupational competency assessment and

by advising on the occupational fields that should be explored.

At its second meeting, the committee received the input and rec-
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ommendations of a task force of experts in each of eight occupational

fields. The committee synthesized the information obtained from the

task forces., drew conclusions concerning assessment needs, identi-

fied priority areas for development of job proficiency measures,

and advised on procedures for the implementation of the task forces'

recommendations.

Task Forces

A task force of five experts was convened for each of the

occupational fields selected by the Advisory Committee. The Advisory

Committee suggested that the members of each task force represent

a different viewpoint or interest 'nd hold the following kinds of

positions: (1) academic trainer, (2) non-academic trainer, (3) current

practitioner, (4) a representative of a non-degree granting insti-

tution, e.g. employer, and (5) a member of a government agency or

professional association. In general, the composition of the eight

task forces matched the Advisory Committee's specifications. (See

Appendix B for the names and affiliations of the task force members.)

The role of the task forces was to respond to the questions

posed by the Advisory Committee by discussion, research, and action-

oriented suggestions regarding the kinds of instruments and services

which met the assessment needs and the best ways of mobilizing support

and resources for developmental activities that would follow the project.



Each task force held two, two -day meetings. The initial meeting

was used to clarify, organize, and develop a strategy for researching

and responding to the questions raised by the Advisory Committee.

Some of the task force members received specific assignments for

research or have directed the Project's staff to carry out such

research. At the second meeting the task forces formulated rec-

ommendations to the Advisory Committee and suggested ways of imple-

menting these recommendations.

Staff support for the task forces and the Advisory Committee was

provided by the ETS, CEEB, and WICHE personnel. (See Appendix C

for the names and affiliations of the staff.) Although overall

fiscal and management responsibility rested with ETS, each organi-

zation participated equally in the Prcject by assut..i-; primary

responsibility for the operation of three committees.
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RESULTS

Objectives of Occupational Competency Assessment

The Advisory Commit4ee discussed at length the specific objectives

for which occupational competency measures would be employed. Some

of the possible objectives such measures might serve are as follows:

1. provide degree credit by translating vocational experi-

ences into units or categories that parallel the academic

curriculum;

2. facilitate appropriate placement or advanced standing

in the curriculum;

3. identify strong and weak occupational skills;

4. document the trainee's completion of various stages in an

occupational program;

5. determine the trainee's completion of an occupational

program;

6. evaluate the effectiveness of an occupational program;

7. serve as an alternative accrediting devicef

8. improve mobility across vocations by assessing basic skills;

9. select prospective vocational teachers for training

programs;

10. license or certify vocational teachers;

11. evaluate vocational teachers for the purpose of merit

rating;

12. select workers.
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The Advisory Committee felt the need to limit the objectives

of occupatiotial competency assessment to be explored in this study

in order to make the work of the task forces manageable. Also, it

appeared clear that a single assessment instrument could not serve

all or even moot of the foregoing objectives. The Committee sub-

sequently recommended that the project should focus primarily on the

need to translate work-related experience into degree or certificate

credit rather than on the other possible purposes of competency testing.

It was recognized, however, that examinations or other instruments

which were used for granting academic credit could serve multiple

purposes.

Selection of Occupational Fields

One of the functions of the Advisory Committee was to select

a number of occupational fields which would be explored in detail

by the task forces. A number of criteria were considered by the

Committee in their selection strategy. The major criteria used

were the number of students currently enrolled in the curricula

of community and junior colleges and the number of persons currently

employed in the profession or likely to be employed in the future.

The criterion of "social significance" was considered in relation

to various emerging paraprofessions such as legal aides and psychi-

atric technicians. The Committee believed, however, that it would

be inappropriate to explore the occupations that met this criterion

because the number of people employed in them is currently small and

there are few, if any, college curricula to train them.



In the process of selecting target fields for occupational competency

assessment, the Advisory Committee considered the results of several

surveys:

- A 1972 CEEB-WICHE survey of 225 colleges in 11 states re-

quested administrators to indicate the fields of greatest

need for occupational competency measures. The five most

frequently mentioned areas were: general secretarial ser-

vices, auto mechanics and related fields, industrial elec-

tronics, trade and industrial occupations, business and

technical services.

- An informal survey of the deans of junior colleges conducted

by an Advisory Committee member in one of the larger state

systems in the nation (Illinois) indicated that the most

frequently expressed needs were in the fields of police

science, supervision, secretarial studies, electronics, and

automotive mechanics.

- Information provided by the American Association of Community

and Junior Colleges indicated that the occupational areas

of highest enrollment at two-year colleges were cost accounting

and bookkeeping, electronics technology, and management.

In additionto considering the frequency of course offerings in

a particular field the Advisory Committee believed that the occupations

to be explored should be as diverse as possible. The project could
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thus lead to the learning of how to develop the evaluation process

in different types of occupations.

Table 1 presents the list of occupations selected by the committee,

the number of persons employed in each in 1970 and the number of

two-year institutions offering corresponding college curricula in 1970.

Questions Investigated by the Task Forces

The general role of the task forces was to gather, discuss and

interpret various kinds of information concerning the needs and

resources available for competency assessment in their field. The

task forces researched the reeds, determined whether established

procedures for evaluating occupational competency are appropriate

and decided whether additional assessment procedures are required

in the field. Figure 1 presents a flowchart representing the process

followed by each task force in evaluating an occupational field.
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TABLE 1

Number of Workers Employed in Eight Occupational Fields and Number

of Junior Colleges Offering Programs in the Fields.

OCCUPATION NO. OF
PERSONS

EMPLOYEDa

CORRESPONDING NO. OF JUNIOR COLLEGES
COLLEGE PROGRAMS OFFERING PROGRAMSb

Secretarial 3,504,000 Secretarial 640
Stenography 310
Typing 6

Accounting and 1,340,000 Accounting 530
Bookkeeping Bookkeeping 360

Mid-Management:
wholesale and

2,000,000 Mid-Management Retailing
Mid-Management Merchan-.

300

retail trade dising 260

Law Enforcement 415,000 Law Enforcement 390

Data Processing 400,000 Data Processing:
Computer Operator 220
Computer Programmer 380
Unit Record Operator 160

Electrical and Elec-
tronic Technology

205,000 Electrical Technology
Electromechanical tech-

150

nology 650

Day Care Child Care Technology 30
Nursery School Personnel 75

Agribusiness Agribusiness - management 150
Agribusiness-sales and

service 120

a From Occupational EMployment Statistics, 1960-19703 Bureau of Labor
Statistics, U.S. Department of Labor, Bulletin 1738, 1972.

b From American Junior Colleges, E. J. Gleazer (Ed.), American Council
on Education, 1971.
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FIGURE 1

[ Delineate field F-CAN'T.A

YES STOP1

CAN'T

YES

SUFFICIENT

INSUFFICIENT

.....""11
Identify competencies
(rely on job analyses
already done)

CAN 441,
Determine assessment
procedures (non paper-
and-pencil as well as
written tests

An outline listing specific questions under each of the major

activites given in the flowchart was provided to the task forces as

a guide for their discussion and research. The outline is presented

on the following pages.
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OUTLINEOUTLINE FOR TASK MACE MEETINGS

I. Delineate Field

II

A. Identify structure of the field.

1. What are the major topics and subtopics?

2. Which occupations exist in the field?

B. Indicate related disciplines which are not subsumed in the

field.

C. Project the future outlook for the field.

Identify Needs

A. Institutional needs.

1. To what extent do postsecondary institutions need instru-

ments for placement of their students majoring in the field?

2. To what extent do postsecondary institutions perceive a

need to encourage the enrollment of persons with work

experience?

3. How much degree credit would postsecondary institutions be

willing to grant to occupationally competent individuals?

4. Are any institutions currently granting credit? On what

basis is credit given?

5. Would postsecondary institutions be willing to financially

support the development and administration of occupational

assessment procedures?

B. Individual needs.

1. How many experienced individuals are there in the field

who would like to pursue higher education?

2. How many individuals would take competency examinations if

they could be given degree or certificate credit for their

work experience?

3. How much would candidates for credit be willing to pay to

take the examinations?
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C. Needs of business/industry and labor.

III. Identify Available Resources

A. Which tests are currently available for measuring competency?

What is their volume?

B. How appropriate are the tests in meeting the needs identified?

IV. Identify Competencies

A. What kinds of knowledges, skills, and abilities need to be

assessed?

V. Determine Assessment Procedures

A. Are currently available tests sufficient in meeting the needs

identified and in measuring the necessary knowledges, skills,

and abilities?

B. Which tests look most promising and how should they be made

available to candidates and colleges?

C. What other kinds of assessment techniques should be developed

and what approach should be used to develop them?

1. Paper-and-pencil tests

2. Performance tests

3. Non-test 'measures - s.g. checkli-sts- and portfolio-evaltatron-

D. How much emphasis should be given to assessing knowledge of

theory?

E. Could the same instrument or procedure serve multiple purposes?

1. Credit or placement

2. Selection
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3. Program evaluation

4. Certification

5. Other

VI. Suggest Procedures for Implementation

A. What are the political implications?

1. Policy board or advisory group

2. Role of professional associations

B. Who would fund initial development?

1. Manpower to conduct work

2. Administration of the tests

C. Which marketing strategies should be followed?
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Tha results of the work of each task force is described in

individuai position reports which attempt to answer the foregoing

questions raised by the Advisory Committee and discuss various issues

relating to the assessment of occupational competency. The reports

were reviewed by the Advisory Committee which used them to develop

recommendations for the implementation of assessment programs.

Since the individual position reports of the task forces describe

the findings and conclusions of the research in detail, no attempt

is made here to describe the reports in a comprehensive manner.1 In-

stead, the reports are summarized and the general conclusions drawn

from them by the Advisory Committee are described.

1 The position reports are available from the ERIC Documentation and
Reproduction Service under the following title:

Bergquist, W. H.; Jones, J. Q.; Kroll, A. M.; and Sharon, A.T.
Exploring the needs for competency measures in eight occu-
pational fields: Position reports of task forces. TM003818
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SUMMARY OF TASK FORCES' FINDINGS

Delineation of the Occupational Fielde

The task forces varied in their success in formulating a clear

definition of their respective fields and in delineating the occu-

pational structure within each field. Among the fields where there

is a clearly defined curriculum and job structure wcze Data Processing,

Electronics Techology2, Secretarial Science, and Accounting. Some-

what less well-defined are the fields of Police Science and Management.

In Police Science there is a wide range of subject matter being

taught at different junior colleges. The definition problem in Manage-

ment is that the field is too broad, cutting across different fields

such as financial, personnel, sales, and systems management. The two

least well-defined fields are Agribusiness and Day Care. Because

Agribusiness is such a broad term encompassing occupations ranging

from agricultural economics to pesticide control, the task force

decided to limit the definition of the field to "Farm and Ranch

Management." Day Care is an emerging field which is currently

undergoing formal definition and structuring by the federally-sponsored

Child Development Associate (CDA) consortium.

Although the eight fields differ widely in the number of persons

currently employed, most of them have good prospects for growth in

employment. The field of Accounting will grow because of the expected

2 The field of Electronics Technology was redefined by the task force
to include Electrical Technology
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increase in governmental regulations and reports and more complex

tax laws. Growth in Electronics Tecanology will cora about by

the increased sophistication of modern electronics equipment and

processes. The outlook in Data Processing is bright because of

the proliferation of minicomputers which will require large numbers

of personnel for their operation and maintenance. The major trend

in the Law Enforcement field is increasing professionalizatioA of

police and greater emphasis on degrees. The Day Care field is

rapidly expanding as a result of increased numbers of mothers in

the work fore, increased emphasis on early childhood education,

and new modes of federal support for day care facilities. On the

other hand, the outlook for Farm and Ranch Management is cloudy

because the entire agricultural industry is affected by a wide

variety of unpredictable factors. There is likely to be a reduction

in the total labor force as a result of automation in this field.

Institutional Needs for Assessment

Data concerning institutional needs for measures of occupational

competency were gathered in a CEEB-WICHE survey of community colleges

in 1972. A total of 225 colleges in 11 states responded to a

questionnaire requesting information on the extent of need for voca-

tional-technial competency examinations (see Appendices C and D).

The questions and responses were as follows:

- Is there a need for competency assessment in occupational

fields? (77% responded affirmatively)
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- Would the institution be willing to devote manpower to develop

occupational competency examinations? (60% responded affirm-

atively)

- Would the institution grant credit on the basis of occupational

competency tests? (80% responded affirmatively)

- Would the institution employ teachers certified in part on

the basis of occupational competency tests? (80% responded

affirmatively)

- Ire which araas is there the greatest need? (The five areas

mentioned most frequently were: general secretarial services,

auto mechanics and related fields, industrial electronics,

trade and industrial occupations, business and technical

services.)

The foregoing results strongly suggest that postsecondary insti-

tutions feel that there is a need for standardized measures of occupational

competency.

The need for occupational competency measures by higher education

institutions is also revealed in the task force reports. One of the

common themes emerging from the reports is that there is great interest

by colleges in assessing the knowledge and skill gained through work

experience which is similar to the knowledge and skill taught in the

curriculum. The need for assessment, however, appears to be limited

to off-campus experiences which overlap with the curriculum rather

than all of the cognitive, psychomotor and attitudinal competencies

gained from work experience.
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Two of the task forces, Police Science and Child Care, conducted

surveys of postsecondary institutions to find the extent of corre-

spondence in the abilities developed in collegiate settings and those

developed on the job. The results of these surveys suggest that

there is a considerable overlap between the tasks performed by persons

employed in the field and the skills taught in the curriculum, at

least in these two fields. The areas of overlap would be the primary

targets for formal assessment procedures to translate work experience

into academic credit.

Another common finding of the task forces is that many colleges

are currently granting credit for job-related experience using a variety

of formal and informal assessment techniques. Among the techniques

used are final course examinations, subjective reviews of work ex-

perience, national achievement examinations, interviews, and locally

developed written or performance examinations. Although it is diffi-

cult to evaluate the reliability and validity of most of these tech-

niques, it is clear that they do not meet the existing assessment

needs. The task forces found that many of the national standardized

examinations in the field are limited in their ability to establish

equivalency between knowledge gained on the job and curriculum content.

It could be speculated that many of the informal and subjective

assessment techniques are even less appropriate for accomplishing

a fair conversion of work experience into degree credit. Thus, there

appears to be a clear need by postsecondary institutions for better

competency assessment procedures.



-23-

The need for valid instruments and procedures for granting aca-

demic credit appears to be clearer in some of the fields than others.

Clear needs exist in Data Processins, Electronics Technology, Accounting,

Secretarial Science and Police Science. The needs in Management are

clouded because the field is ill-defined. The need in Day Care is

also questionable because of the emergence of a new national cre-

dentialing procedure for day care personnel. The fielc. with the

least need appears to be Farm Management. Although educational

institutions vigorously promote continuing education in this field,

there is very little emphasis on formal academic credit and degree

programs.

Individual Assessment Needs

The question of individual needs relates to whether there are

substantial numbers of non-degreed persons who have acquired job

proficiency in an informal or non-traditional manner and desire

to receive credit and placement in pursuit of a certificate or a

college degree. Since it is difficult to respond to this question

directly, the task forces explored several related questions: How

many individuals are working in the field? How many currently hold

degrees? How important is a certificate or a degree for employment,

promotion, and salary increases? Which specific occupations or levels

within the field should be targeted for occupational competency

assessment?
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Day Care. In theory, the Day Care field has the largest number

of persons who have the potential to receive credit for their life

experiences. Presumably, one need not have day care setting experience

in order to be credentialed--any experienced parent who has raised

his or her own children may be qualified for credit. The focus

in the field should be placed on the middle-level day care worker,

i.e. the teacher, and to a lesser extent, on the aide or manager.

The fact that the mean educational level of day care workers is at the

10th grade level suggests that many such workers might desire college

crediting arrangements if there is an increasing demand for pro-

fessionalization in the field.

Secretarial. The Secretarial field is the largest of the eight

fields in terms of the number employed. There are approximately

3.5 million secretaries, most of whom do not have college degrees.

The availability of competency measures in the field is likely to

encourage some secretaries to pursue college level courses and provide

an incentive to move up the career ladder.

Management. Another large field in terms of the number of

employed is that of Management. It is estimated that there are more

than two million managers currently in the work force. The strong

pressure for college degrees by many employers should encourage

many of the non-degreed individuals in the field to enroll in higher

education and seek credit for work experience.
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Accounting. There are approximately 1.3 million accounting

clerks and bookkeepers. Because the Bachelor's degree serves as

the entry credential for the professional accountants, many in-

dividuals working in the field would be motivated to pursue higher

education. Primary attention should be given to the non-degreed

junior accountant rather than the bookkeeper or accounting clerk.

Police. There are over 400,000 workers in Law Enforcement.

Because of the increasing professionalization of the field, many

policeman are encouraged to enroll in formal Police Science programs

with tuition reimbursement frequently offered as an inducement.

Since an increasing number of police agencies are making college

training a prerequisite for promotion, policeman are generally

hardpressed to find time for attending classes and are likely to

welcome any procedure that will reduce the period of time required

to obtain a degree.

Data Processing. There are approximately 400,000 computer

operators and programmers and they make up the bulk of workers in

the Data Processing field. Since a significant proportion of current

and future data processing workers will not have degrees, opportunities

for continuing education are likely to be sought. The focus in this

field should be on programmers and systems analysts rather than on

keypunchers and machine operators.
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Electronics Technology. The fields of Electronic and Electrical

Technology account for about 200,000 workers. Only one out of four

persons currently working in the field has two or more years of

postsecondary education. Many of the technicians who have been

trained in off-campus settings such as industry, military service,

corporate or technical school and correspondence school are likely

to desire formal recognition for their job competency.

Other Assessment Needs

It was pointed out earlier that the.Advisory Committee recommended

that the major focus of this study should be on how occupational com-

petency measures could be used to grant experienced individuals

academic credit. Several of the task forces, however, identified and

focused on other kinds of needs for occupational competency measures

in their fields.

Selection. One of the other assessment needs identified in the

fields of Management, Electronics Technology, and Data Processing

is selection of workers for employment purposes. Employers want

to maximize the probability that a worker will succeed on the job

and they would benefit from a procedure which would differentiate

among job applicants on the basis of their skills and job knowledge.

Job-related measures developed on the basis of job analysis will aid

employers in selecting the best qualified applicants.
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Upgrading. Another assessment need identified in the fields

of Data Processing and Electronics Technology deals with the need

to upgrade the technical capability of the current practitioner.

Since both of these fields are changing rapidly, the skills of many

workers are becoming obsolete. There is a need to encourage workers

to pursue continuing education opportunities. One way to accomplish

this is by a self-assessment procedure whereby individuals would

assess their knowledge and competency in comparison with their peers

or against some established criterion of basic competency. Presum-

ably workers would be motivated to improve those skills or areas in

which they are weak.

Certification. A common assessment need across most of the

fields is to identify and formally recognize (by means of certifi-

cation) those persons working in the field who have achieved a high

level of competence. All of the fields with the exception of Law

Enforcement and Farm Management currently have certification pro-

cedures conducted by the professional Associations.3 These

certification programs are primarily for the benefit of employers,

the public, and the worker (who achieves professional status, a

salary increase, or a promotion). Only in the Secretarial field

is the certification procedure specifically recommended by the

National Secretaries Association for use by colleges and universities

to grant academic credit to secretaries who passed the certification

procedure.

3 In the Day Care field the federally-sponsored CDA consortium is

promoting a national certification program for all mid-level day
care personnel.
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Available Instruments and Procedures

Although there are a variety of standarized achievement exam-

inations corresponding to most of the fields explored, only very

few meet the need to assess an individual's occupational competency

for the purpose of awarding college credit. Most of the available

examinations are at an inappropriate level, are not structured to

fit the college curriculum and cover dated material.

The College-Level Examination Program (CLEP), a national pro-

gram of placement and c:sdit by examination, offers equivalency

examinations in several of the fields explored in this study. The

CLEP Subject Examination in Accounting was judged by the task force

to contain language too greatly oriented towards the formal college

curriculum. The examination may therefore be unfair to the non-

traditionally educated person who uses a different vocabulary on the

job. The two CLEP examinations in the Data Processing fields

(Elementary Computer Programming: Fortran IV and Computer and Data

Processing) were felt to be somewhat dated. There are several

CLEP examinations in Management but the task force did not evaluate

their appropriateness in awarding credit to experienced individuals.

The National Occupational Competency Testing Institute (NOCTI)

administers written and performance examinations in 24 major occu-

pations. The written test emphasizes knowledge gair9d from the

job and covers the technical knowledge, understanding of principles

and problem-solving abilities. The performance test enables the
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candidate to demonstrate his skills in performing tasks typical

of the occupation. The major purpose of the examinations is to

grant academic credit to competent tradesmen who desire to become

vocational teachers by enrolling in industrial teacher-training in-

stitutions. Of the eight fields explored in this study only the

field of Electronics Technology overlaps with the NOCTI examinations.

There are tests in Industrial Electronics, Industrial Electrician,

and Electronics Communications. Tie task force felt that these

tests are too broad for granting credit for a specific course.

Certification Examinations. Five of the eight occupational

fields have certifying agencies which administer achievement exam-

inations as part of the certification process. In the Secretarial

field there is the Certified Professional Secretary (CPS) examination

administered by the National Secretaries Association. Although

there are about 50 colleges which are currently awarding credit for

satisfactory performance on this examination the task force felt

that there is a need to develop a parallel examination at a lower

level.

As far as is known, the certification examinations in the other

t'elds are not used by colleges for awarding credit and do not appear

to be appropriate for this purpose with the possible exception of the

CDA program in day care which is being developed in close coopemtion

with academic institutions. In data processing there are the Certif i-
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cate in Data Processing Examination and the Qualified COBOL Pro-

grammer's Examination which are administered by the Institute for the

Certification of Computer Professionals. In Electronics there is

an achievement-type examination called Electrical-Electronics Tech-

nology administered by the Institute for the Certification of En-

gineering Technicians. In Management there is the Certified

Administrative Manager Examination administered by the Administrative

Management Society. There are several certification programs in

Accounting ng the well-known Certified Public Accountant (CPA)

Examination (which the task force felt to be inappropriate for the

objectives or target population of this study), the American In-

stitute of Certified Public Accountants Examination, the Certified Internal

Auditor Examination and the Certificate in Management Accounting

Examination. There are no national certification programs in the

fields of Police Science and Farm Management. In Day Care a new

performance-based certification procedure is being initiated by the

CDA consortium.

The foregoing list of examinations reviewed by the task force

is not exhaustive. It represents some of the major standardised

achievement examinations available in the fields. It was the general

conclusion of the task forces and the Advisory Committee that the

available examinations do not meet the need to award degree credit

to individuals with work experience and that additional development

of instruments and techniques to assess competency are required.
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Competencies Requiring Assessment

The kinds of competencies that should be assessed have proven

to be one of the more challenging and troublesome questions for

the task force and the Advisory Committee. Job experience results

in many different kinds of competencies--cognitive, psychomotor and

affective--all meriting serious consideration in assessment. The

practical limitations of measurement technology, however, must pre-

clude the assessment of some of the important competencies.

All task forces agreed that job-related knowledge is an essential

competency which should be assessed. There was less agreement,

however, on the need to measure performance-based competencies, i.e.

skills rather than knowledge. A need to measure actual performance

was felt to be important in the fields of Day Care, Police Science,

Secretarial and Electronics Technology.

The Advisory Committee discussed extensively the role of attitudes

and values in job success because a need for the assessment of these

kinds of competencies was found in the fields of Day Care, Police

Science and Secretarial Science. Since postsecondary institutions

attempt to impart attitudes and specific orientations to their

students in addition to job-related knowledge, it is reasonable

to assume that these kinds of competencies whould merit academic

credit. The problem is that the state-of-the-art of attitude measure-

ment has not reached the point where a valid assessment of a_titudes
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can be made. First, it is frequently impossible to specify exactly

the kinds of attitudes required in an occupation. Second, most

attitudes are difficult to assess objectively partly because responses

are easily falsified on attitude scales or questionnaires.

The Advisory Committee concluded that assessment should be

limited to those competencies which are gained through work exper-

ience, are taught formally in the college curriculum and are measure-

able. No attempts should be made to measure all of the knowledge,

skills, abilities, and attitudes that result from work experience.

It follows from this conclusion that prior to the development of any

occupational assessment procedure there is a need to identify the

content overlap or corre5pondence between the college curriculum

and work experience in the field and to ascertain that reliable and

valid instruments could be developed for such an undertaking.

Proposed Assessment Procedures

A variety of assessment techniques has been proposed by the

task forces to measure the relevant competencies identified in

each field. These techniques include paper-and-pencil tests, perform-

ance tests, situational exercises, and self-assessment techniques.

Written objective examinations or paper-and-pencil tests have

been found to be most appropriate for the measurement of job-related

knowledge. They are amenable to the measurement of the knowledge

of the vocabulary, practices, and principles of an occupation as
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well as the knowledge of how to apply the principles. They are

relatively low in cost and frequently correlate highly with more

expensive non-paper-and-pencil procedures. They cannot measure

skills such as manipulating equipment, interacting with cliento

or solving problems which are difficult to simulate in a written

format.

Work samples and performance tests have been proposed in the

fields of Secretarial Science, Farm Management, and Electronics

Technology. These tests enable the candidate to demonstrate his

application of knowledge and his skills such as preparing a filing

system and troubleshooting electronics equipment. Performance

testing is important because an individual who has theoretical

knowledge may not know how to apply it. One disadvantage of stand-

ardized performance testing on a national basis is the high cost

relative to paper-and-pencil examinations. Performance tests require

a high examiner-examinee ratio, expert evaluators and special in-

struments and equipment. The Electronics Technology task force

recommended that individual colleges develop their own performance

testing procedures rather than rely on national examinations because

electronic equipment is not standardized and the examinee who is

not familiar with a particular brand or make of an instrument may

be at a disadvantage. Specific guidelines to developing such exam-

inations on a local basis would be useful to postsecondary institutions.
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Situational exercises are another major category of assessment

procedures proposed in the fields of Day Care, Police Science,

Accouating, Secretarial Science, and Management. These exercises

simulate the work situation and allow the candidate to assume a

specific role and work on the kinds of problems that actually occur

on the job. The in-basket test is a good example of this type of

assessment. The examinee is asked to work on a set of problems

in a specific time period and to carry out certain actions such as

make and 'communicate decisions, give directions, respond to requests

and ask for informacion to solve problems. Another kind of situational

exercise makes use of television and videatape. A specific situation

is dramatized and the examinee is required to indicate how he would

respond to the situation. A third kind of exercise is written

simulation which confronts the candidate with a realistic problem-

atic situation that requires a sequence of inquiries, decisions, and

actions. Other types of situational exercises include management

games, leaderless group discussion, interview simulation or role

playing, computer simulation, stress interview, peer rankings, and

the case study method.

Self-assessment techniques are a fourth major category of

assessment procedures proposed in the fields of Police Science, Day

Care, and Electronics Technology. An example of this kind of tech-

nique is the job inventory whereby the candidate indicates in some

detail the type and extent of job activities he has performed that

are related to the field being assessed.
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The four foregoing types of assessment can be elaborated further

by focusing on the recommendations of the Day Care task force which

described six alternative assessment models for the field of child

development:

1. The performance-based modal involves placing the candidate

in a simulated situation or observing him in a natural

situation;

2. In the contract-based model the candidate contracts with

an advisory committee to accomplish a certain type and

amount of learning and must produce evidence that he has

met the terms of the learning contract;

3. The knowledge-based model involves assessment by tradi-

tional written objective examinations such as the CLEP

examinations;

4. The job inventory model requires the candidate to document

his experience on the basis of a detailed job inventory

that is validated by previous supervisors;

5. The transfer model allows for the transfer of credit for

formal but off-campus experiences which involve training

programs similar to those offered by collegiate insti-

tutions;

6. The exchange model allows for the taking of courses at

oue institution and receiving credit for them at anoti,:.

institution.



-36-

Implementation of Aasessment Program

One of the major common themes in the task force recommendations

for implementation is that the professional associations representing

the practitioners in the field should be involved in the development

of a nationwide assessment program. Four such associations mentioned

by the task forces included the Institute for the Certification of

Computer Professionals, Child Development Associate Consortium,

National Secretaries Association International, and tho Institute for

Electrical and Electronic Engineers.

Although several of the task forces limited their recommendations

to general approaches to implementation of a nationwide assessment

program, others were quite specific in their advice. The Police

Science task force recommended that a feasibility study be conducted

and performance objectives and task inventory be completed prior to

the development of any assessment procedures. Subsequently, the

assessment procedures, which would include paper-and-pencil tests,

performance -based tests, and job inventory would be pilot-tested

in three states.

The Electronics Technology task force identified four high

priority areas in the field in which written objective examinations

should be developed. The examinations would be pretested, normed,

and validated at a representative sample of colleges.
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In Data Processing a number of issues will require further

consideration before the final implementation of an assessment

program. Some of these issues include: (1) Which competencies

need to be assessed? (2) Are present job analyses in the field

adequate for test development? (3) What is an adequate standard

of test performance?

The Day Care task force recommended that the six assessment

models described earlier be fully developed and described in a pub-

lication on alternative approaches to crediting occupef.ional exper-

iences. This publication should be made available at low cost to

persons in the yield.
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CONCLUSIONS AND RECOMMENDATIONS OF ADVISORY COMMITTEE

Needs and Approaches to Occupational Competency Assessment

The Advisory Committee reviewed each of the task force reports

and at their final meeting drew the following general conclusions

concerning the needs and approaches to occupational competency

assessment programs for postsecondary education:

1. Occupational competency measures can serve as incentives

for individuals to advance their personal and career

growth and raise the professionalism in a field;

2. Occupational competency measures for postsecondary insti-

tutions should be developed primarily for the purpose

of translating work experience into degree credit but

such measures should be useful in other ways such as

guidance, placement, and end-of-course achievement measure-

ment;

3. The content of occupational competency measures should be

based upon the content overlap between the curriculum

and experience on the job and should correspond to the

courses within the curriculum;

4. Occupational competency should be assessed

a. by multiple approaches rather than a single assessment

procedure

b. at multiple levels of proficiency

c. by measuring multiple competencies such as knowldege,

skills, and attitudes
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d. by instruments which emphasize as much as possible

the vocabulary and procedures employed on the job

5. Occupational competency measures should provide diagnostic

feed-back to the candidate to help him identify his

strong and weak skills;

6. Professional associations and postsecondary institutions

should be closely involved in the development of occupational

assessment techniques and programs.

Implementation

The Advisory Committee considered the eight fields in terms

of priority for implementing the recommendations of the task forces.

Two levels of priority were established--those fields where imple-

mentation should begin immediately and those fields that should be

held in abeyance. There was substantial agreement that implementation

of the task force recommendations should begin in the fields of:

Data Processing

Electronics Technology

Police Science and

Secretarial Science.

The committee selected these fields primarily on the basis of the

clear need for occupational competency measures as established by the

task forces. If implementation of assessment programs in these

four fields is successful, then attention could be focused on the
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other four fields:

Accounting

Agribusiness

Day Cake and

Management.

Implementation of an assessment program in each of the fields

should be a cooperative effort by postsecondary institutions, pro-

fessional associations and a professional testing agency. In each

field a consortium of pacesetter institutions and professional

associations would implement the recommendations of the task forces

relying on a professional testing agency for operational support.

There would be no formal links between the four consortia but com-.

munication lines would be maintained by the testing agency so that

assessment methodology developed in one field could be applied to

the others. Funding for the planning, development, and administration

of the assessment programs should be sought from government agencies

or private foundations with interest in manpower utilization and

assessment of experiential learning.

The next logical steps in implementing the recommendations of

the Advisory Committee might be as follows:

1. The project's staff will publicize the findings of the

study by preparing articles for journal publication and

by the submission of all reports into the ERIC Clearing-

house system;
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2. ETS will encourage the setting up of planning conferences

by key agencies and postsecondary institutions in each

of the four top priority fields identified by the Advisory

Committee. Task force members who have expressed interest

in continuing to work on the project will also be en-

couraged to participate in the conferences;

3. It is hoped that consortia of professional associations

and postsecondary institutions will be formed as a result

of the initial conferences. ETS would be willing to

cooperate with the consortium in each field and, if re-

quested, to prepare proposals for development and valida-

tion of assessment procedures and submit them to an

appropriate agency or foundation for funding;

4. If funding is obtained, then test and other instrument

development could proceed under the policy direction of

the consortia. The developmental work should be a cooper-

ative effort between measurement specialists and subject

matter experts in the field;

5. The assessment procedures, once developed, should be

field-tested at a representative sample of postsecondary

institutions, normative data would be collected and

procedures established to determine equivalency between

work experience and the kind and amount of degree credit.
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6. The assessment services would be most useful if they

could be offered by the consortia on a nationwide basis to

individuals who desire to receive degree credit for their

occupational competence. The actual operation and main-

tenance of the assessment programs at a high quality level

should be the responsibility of a professional testing

agency working under the policy direction of the consortia.
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EVALUATION OF PLANNING PROCESS

The planning process employed in this study involved a cooperative

effort by teams of experts who worked as task forces in various occupa-

tional areas. These task forces were guided and supported in their

research and deliberation by an Advisory Committee of occupational educa-

tors and by the staff of the three participating organizations, including

several measurement specialists.

It was the opinion of the Advisory Committee and the staff that the

procedure used in this study was generally successful in identifying the

needs for occupational competency assessment. The face-to-face interaction

of experts with different viewpoints was an essential element of the

project which could probably not be duplicated by other means of assessing

need such as questionnaire surveys.

Although generally successful, the planning process had a number of

disadvantages and problems. First, the concerns of the task forces we:e

frequently much broader than the scope of the study. These concerns some-

times had a direct bearing on the questions raised in the study but fre-

quently tended to cause the discussion to stray from the issue of interest.

Second, the task forces were too small to represent all viewpoints in the

field. Perhaps fewer fields could have been explored in greater depth

using a larger number of consultants. Third, the time between the first

and second meetings of the task forces was not long enough for adequate

data collection. Finally, members of the Advisory Committee somehow
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should have been more deeply involved in the "nuts and bolts"

activities of the task forces possibly by participation in the

task force meetings. Unlike the task force members who were all

interested in the same field, the Advisory Committee members

had little in common except an interest in occupational educa-

tion.
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APPENDIX B
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APPENDIX D

SURVEY OF VOCATIONAL-TECHNICAL COMPETENCY EXAMINATION NEEDS

In your opinion, is there a need for the development of standardized,

uniform competency (proficiency) examinations in the vocational and

technical fields of study?

Yes No

If yes, would you indicate in order or priority which areas are most in

need of such examinations?.

3. Would your institution be willing to contribute the time and expertise

of one or more of your instructors to work on the development of a

national competency examination?

Yes No

4. At this time can you indicate, by name, the member or members of your

instructional staff who would be given released time to work with others

in the development of proficiency examinations?

5. If such examinations were developed and made available nationally, would

your institution:

A. Grant degree credit for satisfactory performance?

Yes No

B. Employ teachers whose certification included credit generated

through such examinations?

Yes No

Name and Title:

Institution:

.
011TIllma...-

City, State, Zip:

Telephone:
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APPENDIX F

NAMES AND ADDRESSES OF RELEVANT ASSOCIATIONS IN THE FIELDS EXPLORED

Accounting

Institute of Internal Auditors, Inc.
5500 Diplomat Circle
Orlando, Florida 32810

National Association of Accountants
919 Third Avenue
New York, New York 10022

American Institute of Certified Public Accountants
AICPA Testing Project Office
The Psychological Corporation
304 East 45th Street
New York, New York 10017

DcQ ,:are

Child Development Associate Consortium
7315 Wisconsin Avenue
Washington, D.C. 20014

Nan...zdenc;nt

American Management Society
135 West 50th Street
New York, New York 10060

Administrative Management Society
Willow Grove, Pennsylvania 19090

SeJret:2r1.:2;

The Institute for Certifying Secretaries
National Secretaries Association, International
2440 Pershing Road
Suite G-10 Crown Center
Kansas City, :Missouri 64108
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Electronics Technology

Institute for the Certification of Engineering Technicians
2029 K Street, N.W.
Washington, D.C. 20006

Institute of Electrical and Electronics Engineers, Inc.
345 East 4/th Street
New York, New York 10017

Data Processing

Institute for Certification of Computer Professionals
c/o Data Processing Management Association
505 Busse Highway
Park Ridge, Illinois 60068


