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ABSTRACT . : SPUIN
K L The United States Training and Employaent Service
Geperal Aptitude TeéE'Battery (GATB), first published in 1967, has
beer included in a continuing prograr of research to validate the
tests against success in many different occupations. The GATB
consists of 42 tests vhich measure nine aptitudes: General Learning
Ability: Verbal Aptitude; Numerical Aptitude; Spatial-iptitude; Form
Perception; Clerical Perceptiops Motor Coordination; Finger
Dexterity; and Manual Dexterity. The aptitude scores are standard
scores with 100 cs the averagé for the general working population,
and a standard deviation of 20. Occupational noras are established in ¢ °
terss of minimum gualifying scores for each of the significant.
aptitude measures which, wvhen combined, predict job perforsance.
.Cutting scores are.set only for those aptitudes which aid in

. *predicting the performance of job duties of the experimental
. sample. The GATB noras described are appropriate-only for jobs with

. gontent similar %o .that shoyh in the job description presented in -

this repott. A description bf the validation shaple.is also .included.
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' ‘ 7
. . RESEARCH SUMMARY

This report describes e reseq*;h vhich resulted in the develop-
ment of the following Specific Aptitude Test Battery for use In
~selecting Inexperience* or untratned lndtv!duals for tralning as
Electronics Assemhblers:

! Aé:i':llr_gg . QII::‘!BS S:-QEE L ) "f o »
s -{3patial Aptitude C R, A R ‘ .
. P = Form Percepntion, i o0 .
Q -~ Clertcal Perception . S oas
v -~ Manual Dexterity ooan o - .
. .‘ ' ’ \ e a e e & .....—-._
‘p . . . - . . - - .

Valldation Sample: > males*and 170 Fena!es employed 'ase E‘ectronics
Assenblers By various companies in the Morth, South and Uest (see -
‘Appendix 2)., A total of 82 were minority groun memhers (5® Blacks,
.13 Spanish Surnamed, 5 Orientals, 3 American Indians and 2 French
Canadians) and_ 103 ﬁonnunnr?ty group menhers., . . ‘ | \

: ‘>

Sy -
Cross-Validution {Sample: 1&7 female anplicants for employment as
. Elegtronios Assemblers at Litton Incustries, Salt Lake Clty, Utah
This study was conducted prior to the requirement of providing™
minor!ty gsroup inflormation. Therﬂfore, minority group status.
- Of samplg memhers/is unknown. .

Criterion: .
Supervlsory ratings. Frfterton data were co!!ected durtng
1073 for the validation’ samnlc and during 1963 for the cfoss- .

- »validation sample. ,

e -

N

val ﬂatfon Study: Concurrent (test and criterion Hata were
Ilﬂcteﬁ at apprnximately the saﬁe tinme). - .

Crosq-Va!idation Study: * tonr!tuATnalmTteqts were administered .
just prior to enp!oynent and crttirion data were colleeted two. SRR

months later. .




- s ’ a ,. ( .
Valldattion Sample: : o P )
Phi. coefflcient for total sample = .31 (P/2 < .0005.) -
Phi. coefficltent for Black subsample = .22 (P/2 < .05) . b
Phi coefficient for nomminority subsample = .37 (P72 < .0005) e
- Cross-Validation Samples ~ ‘ - ~
" - phi‘éoefficient for total sample = ,28 (P/2 ¢ .0005)

N

Lo, ~ B * . \ ' )
E££gcLlxsnsss_9i_ﬁax1g£x_igs;¥§ll§esl2g_§§mglsi‘“ .
For 'the ‘total validation sample, 663 of the nontest-gelected
individuals in this study were In.the Nigh criterion group; .
If they had been test-selected 77% would have been. In the high

criterion group. 34% of the nontest-selected individuals '
in this study were in the low criterion group; 1 £ they |
had been test-selected 23% would have been In the low criterlon

___group. -The effect&veness of the battery Is ﬁhowp in Table 1.

. .

~ TABLE 1~ - - <

\V .
Effectiveness of Battery for Total Validation Sample -

1
.

. . A 7
High Criterion 66% «  TI%
' Group ' ) ' .
’ . ’ .
- *+ Low-.Criterion - 34% . &sz . .
¢ Group - -t e

_QﬁmnnLLﬂm1JuLﬁuxuuismgjmu_ugnm&genlsx.ﬁ;oups:
*No differential vallidity for th batteey was fqund.

.The difference between the phi coefficlients for Black and ‘nonmjnorfity
group memher's is not statistically signlficant (CR « ~1.01). The
battary is.fair to Blacks, since the proportion of Blacks who met -~
the cutting scores approximated the proportibn who were In the high .
criterion group; 49% of the Blacks met the cutting gcores and 512 'a;,;
were in the -high criterion group. . N s

L J
.

. ’

v _ JOB ANALYSIS

‘ ~ ' .
A-job analysis was performed by observation of the workers® per-
formance on the job and In consultation with the workers' super-
visors. . On the basis pf the ‘job analysis, the job description

~« shown in Appendix 4 was prepared which was used to (1) select an

" experimental sample of workers who were performing the job dutjes; ' .
(2) choose an appropriate criterion or measure of: job performance; »

'. N g o - o | L) _\\.
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. ¢ . .
(%) 1etermlne which aptitudes are critical, important, or irrele=~
vant to job performance (see Tables 2.and 6); ang (4) orovide in-
formation on the applicabiVity of the test htattery resuiting from
-:his,;esearch.

A

L] N . * ’ \
¢ I R &
PR - TABLE 2 - .
' \ [ 4 . .
" Qualliative Analysis .
S - épatial Apti‘tude "« Required to visuallze final assembly
' - : . from dlagrams and speclficaxtons.
P - Form Perception Réquired to percelve'deta!l, nake )
- . . visual comparisons, select appro- '
e - - - priate—etregylt boards and comporent - ——
- parts, follow mod@!l ans Inspect for .
qualtty and tolerancges. RN
Q@ - Clerical Perception . - Requlred ‘to read diagrams, m!oro- .
a oo meters, scales, gauges and to maln- N
' ) ~ taln production_and inspection.,
. S \gCords. . .
- ; s B . 4 '. , " ) L
K -~ Motor Coordination - Requtred for rapid préduction lline -
o - . hand1inz of compenents, clircuit .
. . boards and tools, _
F - Finger Dexterity Requ!red to use,snail hand tools "
* . and assemble small components. . )
M = Manual Dekterity ' Required to use tooJE-Such'as
s . dovdering gun and wire cutters,
: ¢ to package completed circult "y
‘. e boards and to position and <
SR - assemble chass!s usIng hand tools.
DR ; EXPERIMENTAL TEST B TTERY . : : .
A1l 12 tests of the GATB, B~ 10028 were administered during S
1973 to the vatlidation sgpp!e and dUrtng 1953 to the.cross~ .
va\!dation sample, ] . !
‘ - cgnegm - . |
n las ’ . ' S
L 3 » 1
Th&“immediate supervisor rated each worker. The ratings were -l

nhtalned bx means of personal visits of State test development
[]kﬂjalysts who exp!alned the rating procedure to the supervisérs.




Two ratings were obtalned from ea¢h supervisor with an Interval
\. of two weeks between the ratings.  Since sample members' test

v scores are oconfidentlal, supervisors had no knowledge of the

" _taest scores of"the workers. : - "

A descripyive rating scale was used. The.scale (see Appendix 3)
cons}sts (of 6 ltems, Flve of these itéms cover different aspects
of job performance. The sixth item Is a global Item on. .the Elec--
- ‘tronics‘Assembler's "all-around" abiliity. Each iftem has flive :
~ alterdatives corresvonding to different degrees of -job proficiency. .
For the purpgse of scoring the ltems, weights of 1 to S.were
assigned to the responses. .The total score on the rating scale
s the sum of the weights for the six items. The possible range

' " for each Pating s 6.~ 30. - e

S
[

. : . - . /
‘A review, of the job“"description Indicated that the subjects

cbvered by the rating scale were directly related ‘to Important
aspects of job performance:

[ . B _.-::-

-~

— . R R

A = Amount of work:, Electronlics Assemblier must efflicliently
complete a large pumber of electfonlc assembllies.

L] ’ . *u . '.

B - Quality.of work: Electronlics Assembler must Insure that
all completed matetrlals meet rigid qqa!!ty Standards.

C -~ Accuracy of work: Electrontqg Assembler musg Insure that
' . al.l components and,mqterials ssembled meet gld
specifications and tolerances. - - X . 2
.b - Qéount of knowledge: Electrontqs Agsemhlér mush- have spegific
\ nowledge of electronic materials, and thelr assembly. K
T . . . . v r . - s .
"+ E - variety of job_dutles: Electronics Assembler %ﬂst be able
¢ - to perform a sufficient number of operations to complete
all necessary assembly required in specifications.
F - "All-around” abllity: :Ehéhtqqnfcs:ﬁssembigr's value 'to
the employer involves 3 combinatlon of the aspects of
_job performance 11sted aboya, . - .
» ‘ - L3

. . !
A rellablility coefficiént of-.83 was obtained betweén the ‘initial
- - ratings and.the re-ratings, Indlicating a sisnifjcant. relationship.
- Therefore, the final criteriof scorg ‘consists of the combined
*  scores of the two ratings. The possible range for the final
criterion is 12 = 60. - The mean score of\ the final criterion was .
4.0 with a standard deviation of 7.4.° The relationship between
%hg'cr;ter!oh afid age, educatjon and job experlence Is shown in
a e . . . - . - D )

[}
* e
.—j — - '
'r . ) . Y
. . - P .. 1Y IR » > . . e
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Means, Standard Deviations (SD) and Pearson t

Product-Moment Correlations with the Criterion (r) for
S Age, Educatlion and Experlience.

- ' . ' .

(; vaiidation Sample
. Mean S0 L
Age (years)’ 35,3 10.4  .102
Education (years) 11.% 1.5 ~.067

Experience (months §0.2 81.6 .160
. _on current job) -

e Signlficant at the .05 level

.

About one third of the workers are considered to be marginal workers.
Therefore, the criterion distribution was dichotomlized so as to
include, as alose as possibte, one third of the sample In the low
.criterion group. The criterion cutting score was set at 41-which
places 3% tn the Yow criterion group and '66% In the high criterion
. group.

-

Qtnsa:!allda&inn.ﬁamnl&: g :
: »

The criterion data consisted of pooled ratings made by the first®
ahd second.line supervtsors. The ratings were obtained by means
of personal visits of State test development analysts who explained .
- the rating procedure to the supervisors. Verbal Instructions
. “covering the same concepts as are contained In "Suggestions to. .
Raters" on the rfating form for the lvalidation sample were also '
given. FEach supervisor rated each worker: tndependently. Differ-
ences were dlscussed and, In consultation with the State test
development analyst, reconctteﬂ to obtain the pooled ratings. -
wWorkers were rated after they had been on the job for a pesied of
two nonths; pooled re-ratings were made two,weeks later. Super-
vtsors had no knowledge of the test scores of the workers.

‘A descriptive rating scale was used. £ The scale (see Appendix 3) .
consists of five performance Items. Four of these Items cover
different aspects of job performance. The fifth ftem Is a glohal
Item on the Electronics Assembler's "all-around" ability. Each
!tem has four alternative respofises corresponding to different .

. // ' ‘
. \Q. .




. degrees 6f job.proficiency. For the purpose of scoring the [tems,
welights of 1 tdo b were assigned to the responses, The total score
on the ratlipng scale the sum of the weights’ For the f!ve ltems.

»' The posstbie rangs-1s 5 = 29 .

A revtew of the job descr!ptton indlicated that the subjects d

covered by the rating scale were d!rectly re!ated to lmportant
_aspects of job performance- . . :

. 1 - Quantity of work: Electronics Assembler must effictentty
comptete a large number of electron!c assemb?!es. :

2 < uua!!ty of work: .Electronics Assembter must insure. that
all comp!eted matertals meet rigid- quallty standards.' ‘

o
3 - Speed of tearntng- Electronics Assembler must learn new '
procedures and techniques quickly in order to sustatn ' !
satisfactory pace of assembly, " o !
.4 = Aptitude for ;05“‘Eiectron!cs Assembler must hava ski .
‘ and profi€igncy .to perform Important aspects of the job
. efficlently. ) ce Y |
5 = "All-afound” ability: Electronics Assembler's value to |
the employer Involves a combinatlon of the aspects of
._job performance listed above. . .
- -»

A reliabllity coefficlent of .86 was cbtalned between the initial

ratings and the re-ratings, !ndicat!nr a significant relatlonship.’

Therefore, the final criterion score ‘consists of the combined

. scores of the two ratings. The possible range is 10 - 40. The

' mean score on the final criterion was 28 3 with a standard
deviation of 6.5. -

4
\

The relationship between the criterlion and age and education Is

showa In Table &. : e "

. TABLE & -

[
Means, standard Devfations (SD) and Pearson Product~
MoméVt Correlations with the Criterion (r) for
Age and Educatton
erss-Valldatlon Sample '
Mean 'S ¢

Age (years) . 31.3 7.8 -.135 ¢ .
Education (years) “11.7 . 9 -.122

\)“ '{/. ; 9 ’ ‘
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‘About one third of the workers are coonsidered to be margtngl

workers: - Therefore, the criterfon distrihution was dichotomized
so as to Include as close As possible to one third of the sample
In the low qriterion group. The criterion cutting sgore was ‘set
at ‘27 which places 32% .in the low crliterion graun d A% In the
high criterton group. - - '

t
L]

| SAMPLE | g
{ HPL

The validation sample consisted of 185 Electronlics Ass&mh!ers

(15 nales and 170 females) employed at varlous companles .

in the Morth, South and lest (see Appendix 2). A total of

82 were minogity group members (53 Blacks, 13 Spanish Surnamed,

S Orilentals, 3 American !ndians and 2 French Canadlans) and '103
were nonminority group members. The means and standard deviatlions
for age, education and expericnce of the total sample are shown In
‘Table 3. Sample members ware not test-selected. All workers Had -
‘been employed at least one nonth In a job whose duties are similar
to those found, In the job description In Appendix 4. Descriptive
statistics for subgroups of the sample are. shown tn Appendix 1.

‘The crosswvallidation sample consisted of 147 female applicants

for employment at Litton industries, Salt Lake Clty, Utah. Thls
study was conducted prior to" the requirement of p(oviding minority
group Information. THerefore, mirortty group status of the sample
members Is unknown. The means and .standard deviations far age and
education of sample members are shown In Table 4. Sample members’
were not test-selected. All.workers had been employed two months
In a job whose dutles are similtar. to those found In the lab des-
ceription In Appendix 4. .

"~

10 ¢
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STATISTICAL RESULTS
TABLE 5§
., N=18%§ .
Qtattsttca! Results for Vatid@tion Samole

‘,*4" Aptisude | ' .~ Mean SD-

G - Generat Learning Ablility . .30, q<~ 17 1 * 323 %n
¥ - Verbhal: Aptlitude ) aZ b 16,0 303w
. N = Mumerigal Aptitude = ' erf.1  1R.0 283w -
S - Spatia titude ' 5.7 . 10,0 Bhlee
—_ P = fornyPerception Cet _ IN7,2 218 S2dew o
~ Q@ - Cle !cat Perception ' . 110,20 16,2 (223w - *
¥ - Moto¥ Coordination ) o110, 17,8 JAhSe -~
F - Finger Dexgerity ° 112.5  22.0 ,lhne .
" - Manual Dexterity/’“,, . 112.7 21.8 .152«
' +«Signtficant at. the .05 ltevel! ©. .
. .#+Significant at the. .M level . {

¢
1 )

fabte 6 summartzes the quatitattve analysis and. s\attsttcal results -
shown In Tables 2 ‘and 5 and shows the aptitudes cnns!dered for

' tnc!uston In the battery. , . e
¢« .  TABLE v | _'
' Summa;v of Qualitative and Qmaptftative Data for Valldation Sample
. ’ * ¢
L S it
Type of Evidence 6 v N § P Q@ K F M
55:?2?2;?5';;'83;?;"7'"“":”":EZf""""""""""""" ,/(/

of Jobh Analysis | ¢
"important® on Basis : ) »

of Joh Ana!ysls B X X x X X X
"{rretevant" on Basls L

of Job Analysls

B S

etatively High ’

-3

-‘Q

- Mean . ' - ‘. x X B x‘ b x K.‘ ’
Retattvely Low Standsrd . o
. Deviatlion v . X
.Significant Correlation . . ) . .
with Criterion X X X X x x X X X
Aptltudes CDnsldered for - -

'"ER%p Inclusion in che Hattery o YV N S P .Q. K _F.

n...--—.-l------n-----.n--.------------c--n------n-ao-,n--n_--‘dc

S & R
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The Information iIn Tahle € indicates that the following aptitudes .
should, be considered for Inclusion in the hgtterv: G, v, N, §, P,

Q, K, .F and t'. The objective Is to develdp’ a battery of 2, 3 or

t aptitudes with cutting scores 'set at five point Intervals at

the point (a) where about the same percent will meet the cutting
scores as the percent placed in the high criterion group and (b)
which will maximize the relationship between the battery and .the
criterion. The cutting scores are sgt at dppraximately one standard
deviation below the mean aptitude scores of the sample, with |
deviations above or below these points to achieve the objectives

Indicated above. ' . N s
: - ° . -
— The following battery wvas developed: _ _ P
Aptltude +» - Cuttlne Score %
S - Spatial Aptitude ‘70 -
P - Form Perception a0
‘0 - CLlerical Perception 95 .
¢ - Manual Dexterity % -
. ‘ . .
N ’ .
- . . | .
' 4 _ . .
. ' ,) -
Y ‘ L] ' / . .
o ' . &
[ - / . i
¢
- . [ .
L] .\ A
® “ .
’\. \ . ~
.o -
| -3
ﬁ .

"
‘f .
- P 12_
.’
Provided by ERIC .
r
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. « YALIDITY OF BATTERY ' (
~_ A
. TABLE 7
Va!idtty of Battery for Total /Valldation Sample
L Below MeetJng?
. ..~ Lurtloe Scores Cutting Scores Tofal
High Criterion 30 g 92 122
-Group . ) /
Low Criterion : 35 28 83 X
Group -+ : '
Total 65 120 185

Phi Coefficient = .31 - '
Signtf!cance level = P/2 ¢ 0005 .

: ' " TABLE 7a
/ T VaItdity of Battery for Black validation Subsample
’ Below Meetlng o
. " Cutting Scores Qu&xlnx_§snngs‘lgxﬁl \\-
H?gh Criterion 12 . 18 30 |
Group :
Low Criterion e 18 11 29
- Group X . .
Total ° 30 - - 20 59 N\
S
Phi Coefficlent = .22 -“‘a\\\}
stgntficance level = P/2 ¢ .05 I
o a " TABLE 7b
validity of Bat:ery for Monminority Validatlon Subsample .
- Cum
. . ' Below : . Heeting -
' - LQusting Scores Cutting Scores Jotal
. High Criterion 13 64 77
. Group \
Low Criterion 15 . 11 26
- Group . : .
Total 28 . 75 103

Fhi Coefficlent = .37 (Yates' COrreétedr
Stgh!flégnce level = P/2 ¢ 0005 4 .

’f

’w.'
A

13
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TABLE 8 o

3
Sample

\

Vvalidity of Battery for Cross-ValIdat\x?
' _ Beléw : Meeting N
- - Cuttlns Scores Cutting Scores
3 , Io.m.l\\
Righ Criterion .24 .76 100
Group - '
Low Criterion 25 22 47
Group .
' i Total 49 _ 98 . 147

Phi Coefficient = .28
"Slgnificance level = P/2 < .0005

OCCUPATIONAL APTITUDE PATTERN

This occupation was incorporated Into OAP-42 iIn Section Il of
‘the 1970 edition of the Manual for the USES Geperal Aptlitude
Iest Battery with a double asterislk (+#») because the aptitudes
contained in the battery are not within 10 points of those In
0AP~42 but a significant phl coefficient was obtalned between
‘ the criterion and the 0AP-42 cutting scores of $-90, P-85 and
M=85. A phl coefficient of .14 (P/2 ¢ ,05) was obtained for
the validation sample and 'a phi coefficient of .23 (P/2 < .005)
- _was obtained for the crogs-valldation sample.

o , | . APPLICABILITY OF BATTERY

The aptitude test battery may be. used ‘in the selection of
Inexperienced applicants for the jobh described In Appendix 4.

»

’
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Descrtptive Stat!stlcs for. Blaek ‘and Nonmtnortty Subgroups
- of Va!&ﬁation Sample

s

B / | Sy
T ; Black . -Nonminority *
o (1e5@) : (N=103)
~ { o ' : ’
Yariahle ( Mean SR Ranse- | plean ‘.§Q: Ransze
Aptituce G 79.4  13.7 §2-127 96.0 16,3 58-179
« Aptitude V R3.7 11.6 \§3-133 ‘06,2 13,1 70-127 | e
Aptltude M 79.8 16.3 46-117 9%.3 , 17.4 53+<138 .
AptTtude §  B8R.2 1RO 55-127 = 90,¢°° 18,5 5R-150
. Aptitude P 99,3 28,67 33-145.. 110.% 21,5 56-157
- Aptitude-Q 104.2 15.0 70-13F¢ 114.5 15.@¢ ,77-154 °
Aptitude K 1ne.7 1R.4 C0=148 109.9 16,2 6R=157 ’
Aptitude F 11%.4 - 22.8 G7+173 113.6 22.1 55-160
Aptitude M 109.7 20,7 FhL~1K5 1130 22.% 58-169
Criterion 4n.8 7.7 22-5F 5.0 €.7 31-60
Age ’ 3q02 * Inol 10'62 - ‘ 36."‘ 1001 lq"sq
Education 11.9 1.2 9-15% 11.3 - 1.4 8-1€
Experience... 47.4 38.5 3-17G 51.5 . 57,0 1-3&4¢€
{(months on" | ' - o
current job)
LS s i
D
&
7 .~
3 ‘.' U
. .
. ’ y
= e :
u_ g 15 ¢ o -
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- .. APPEMDIX 2
< . , i .
Geographic Distribution of Validation Sample ‘
. . Black -~ = ' Totél . - <+
Subsample . Sample
' . % Morth EE LR 46 .
South 35 . n "
. b - .\‘ '
West . 8 ' AR | : -t
Total . * - 56 135 ,
LY é; - - ’ .
[} \ .
. , . X &
. Organizations Contributing Samples
- Validation Sample -
mz ’ " ‘ - . ) L4 ) ’ ‘ - . \ -
Burroughs Corporation Dovnington, Pennsylvania
Edwards Manufacturine Company Morwallk, Connecticut:™
Perkin=Elmer Corp. . Horwalk, Connecticut
South:
General Electrfc, inc. . - Salem & Lynchhurg, Virginia
. Honevwell, Inc. Aerospace Division. = Clearwater, Florida -
'  Honeywell Information Systems, Inc. Oklahoma City, Oklahoma
[} ' . .
Electronic Memories ’ : Hawthorne, Californta
Etlectronic Specialty Dtvision " Portland, Oresgon '
Hewlett-Packard . ) Colorado Springs &
' : toveland, Colorado
]  Hewlett~ Packard McMinnville, Oregon
) Sperry UNIWAL Communidations and ¢ :
. Tprminals Division - Salt Lake City, Utah
~  \hite's Eleptronlcs, ‘1nC. B Sweet que, Oregon
\ ‘ o P Cross-ValldatIon Sample )
! PN
Hesg: r.o T . .
. Litton Industries : Salt Lake Clty, Utah
—— . . . - . . \
, — 7

16 ' ,

W
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U.8. OEPARTMENTY OF LAIO?- t MANFOWER ADMINISTRATION
oo . .

', . DESCRIPTIVERATING SCALE
> . 9alication Sasnle *©  SCORE_"
RATING SCALE FOR ___ - >

" DvO.T. Titie and Code

Ditections: Pleasé read the “Suggestions to Ra&" and then fill in the items which follow. In m:kin;‘ your
mﬁiﬁ? only one box should be checked for each question. '
. ’ . .

é
SUGGESTIONS TO RATERS

Wemukhwyoutomedxejobperfommeeofﬁxepcophwhowo:kfor ou. These ratings will serve as
a “yardstick™ against which we can compare the test scores in this study. ratings must give a true picture
of each wotker or this study will have very little value. You should try to give the'most accumate ratings
possible for each worker.

These ratings are strictly confidential and won't affect your workers in any way. Neither the ra
test scores of any workers will be shown t& anybody in your company.
the tests." Ratings are n¢eded only for those workers who are in the test study. :

Wotkers who have not completed their training pefiod, or who have not been on the job or under your.
supervision long enough for you to know how well they can perform this work should not be rated. -
Please inform tectteehnicimlbomlhb_ifymma*edtomemyuwhwmmp .
Complete the last question only if the worker s no longer on the job. .

. ‘ *

In making ratings, don't let general impressions or some outstandifig trait affect your~ t. Try to
forget your personal fee!iwsetg:ut the worker. Rate only on the work performed. Here are some more
pointi-which might help you:, - ' :
1; Please read all directions and the rating scale thoroughly before mating.

o . _
2. Fér each question compase yous workers with “workers-ingeneral™ in this job. That is, your
workers with other workers on this-job that you have known. This is very important in mmu

-

where there are only a few workers. We want the matings to be based on the same standird in all the plants.

-

3. A suggeated method is 10 rate all workess on one question at  time. The questions ask about differont

abilities of the workers. A worker may be good in one ability and poor in another: for example, & very, '
N worker may be accurate. So rate all workers an the first question, then rate sl workers on the second

q »and s0 o, S T '
%xg:::ﬂa and experlencefmauy improve a worker's skill. However, one worker with six months’ nce
. y be a better worker than another with six years® experience. Don't rate one wocker as poorer

another merely because of a lesser amount of experience. . .

; S.thtethe\vuﬂtennm&mto&ewmmcyhmdmwamhdofémdmehamonm Don't
rate just on the basis of one “good™ day, or one “bad ** day or some single incident. Think in terms of
- each worker's usua} or typical performance. )

6.mﬁlﬁy%wmw'ﬁm&?mﬂhb&mmMm‘md:heoopmﬁwmm}nyw ’
- others, promptness onesty influence your ratings. these aspects of 8 worker
ﬁ,hﬁ?&mt.MmofmmfNanaa‘y{rM” 'Mtommqﬁtuda

test scores, .

. *

not
e are interested only in “testing” -

-
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-10 - 7 F - '
NAME OF WORKER (Print) Ot (e ToLte E '_ (Firet) . "
g ' — ) '
T lsEds  MALE FEMALE ) ‘
 Company Job Title: ; . ' 1.
.. Howoﬁendoyoummiswoxker o ) nawx u worked with this worker? ,
in a work situation? . ' WSQ'WYO -
O All the tims. DUndetonemonth -
! 3 Several times s day. ) DOnetotwmont!a.
[ Several timesa week. o £3 Thees to five montha.
) {7 Six months or more.

goagadg

-0 Se!dom.

A. How much can this worker get done? (Worker's ability to make efﬁcient use of time and % woﬂc at nigh speed.)
(If it is possible to rate only the quantity of work which & person can do-on this job as adequate or mdaqmte.
use #2 to indicate “!nadequne and #$ to indicate “sdequate.””) -

.

1. Capable of very to\v work output. Can pcrform only st an unsatisfactory paee \

2. Capadle of low work output. Can perfom at a slow pace. | &
3. Capable of fair work output 'Cm perform at an acceptable pace.  ’

4. Capable ofhﬁgh work output. Can perform at a ‘fast pace.

§. Capable of very high work output. Can perform at an unusually fut pace.

»

How good is the quality of work?" (Worker's ability to do high-grade work which mests quality standards.)

o0ooa

1. Rdomﬁw is inferior and almost never meets minimum quality mndnd;

2. Performinee is usully acceptéble.but somewhat infirior in quality.

3. Performance is acceptable but usually not superior in quality.

4, Perfoimance is usually superior in quality. .
5. Performance is almost giways'of the highest quality.”

Lo

G000

0

How sccurate is the work? (Worker's ability to avoid making mistakes.)
] .

1. Makes very many mistakes. Work needs constant eheckm,
2. Makes frequent shistakes. Work needs more checking than is desirable.

3. Makes mistakes occasionally. Work noeds only normal checking.
© 4. Makes fow fnistakes. Work seldom needs checking. ‘
S. Rarely makes s mistake. Work almost never needs checking. .

.

"]

18



.07 3. Has moderate amou3t-of knowledge.. Knows enough to o fair work.

. { 3 1. Cinnot perform different operations adequately. ' T

' O 2. Can performa Bm\md number of different operations emcﬁnily. < ' ’
L] 3. Can perform seversi different operations with reasonable efficiency. |
{3 4. Can perform many different operations efficiently.
{3 5. Can perform an \muw;l!y large vasiety, of different operations efficiently. %

. -
F. Consid all .the factors already rmd.md only thes; factors, how good is this worker? NM‘: all-around
ability to do the job.) . .«

O Performance usually not acceptable. T . . C y

{3 2. Performance somewhat inferior. .
3 3.A fairly gm_ﬁdem worker. ) - 4
(3 4. Performance usunlly superior. -
0 ’

\- -,

R

Y . ’ - e
» o o ~.
v | » . 210 - . /
D.  Hdw much does the.worker know about the job? (Worker’s understanding of the principles, terials |
m?memthWtodoMmmmc@ﬂywlﬂx&Gwmk.) prin t ;"
8 I l.;{_u.my limited :nowledge. Does not know enough to do the job adequately. | ,z"'
[3 | 2. Has little knowledgs, Knows enough to get by. .

[ . Hes broad knowledze. Knows enough to do good work.
| $: Has complete knowledge. Knows the job thoroughly. : -

E. How inp'; varety. o job uties can the worker perform eficently? (Worker's ability to handle several diffrent

5. An unusually competent wosker.

Compilete the following ONLY ifthewoﬂ_:erhnoléngeron the job.

G. What do you think is the reason this person left the job? (1¢_is not necessary to show the official reason if you
feel that there is snother reason, as this form will not beshoyntomybodyinﬂxempmy.)
' . ’ *

[ 1. Fired because of inability to do the job. Y

D) 2. Quit, and I feel that it was because of difficulty doing the job.

€. 3. Fired or Jaid off for reasons other than ability 10 do the job (is., absentecism, reduction in forco).

O 4.Qun.dxfeememmfmqumm“wnomm‘oabmm o the job. .

D) S. Quit or was promoted or reassigned because the worker had leamned job well and wanted to advance.

! L
[ ]
o ‘] - K -
“RATEDEY ' ; TFvLE - Ti‘
§ COMPANY OR ORGANIZATION LOCATION (cm;. Stsle, ZIP Cods) )
»
QPO 88%71¢ 19 - Ape. 1913

. i

1]



Pescriptive Rating Scale R -

for
Cross-‘Val idatlion. Samp!e ”"“‘_‘ to be Rated

~

. 1. Q;enciey ot work: now wh d&ee this person get done?
N . L:7 A.- Doea nuch mre than expected. '
/:__7 B. Does a little more than expected. \
L7 c. Does a little lesa than expected.
.. /_7 D. Doea less than expected. o e

- 2.+ Quality of work: What is this person's ability to do high-grade work which
_ * 7 meets ity standards? °*

A. Work rarely needs checking.”
B. Work needs somewhat les§ than normal checking.

C. j needs somevhat more\than normal checking. ' .
D. W

NN

,needa more checking thun is desirable.

a

3. Speed of learnlng How quickly does thi learn pev job |
_ Zueke; v§rk aer.hcdeE End g;ﬁg% Egégdfég?
[__-_7 ~A. learns new job duttee much faster than most workers.
. i 7 B. Learns new job duties & little' fueer than most workexs.

MR - ] c. Learns new job duties a little more slovly than most vorkers.

' [ / D.” Learns new ‘job duties more elwly'then most workers.
t .

4. Aptitude. for job: How skillful {s this pereon? Doss she show s “knack”
. for this type of work? - :

L:T A. Much more ptofi.cient_: than wost workers.
“' [:_7 78. A little n‘no're proficient than most workers.
7 c. A littl_e less proficient than most workers.
L__j D. less proficient than most workers.

-

5. "All around” abtlity: Mﬂm_‘w.“m___ags_um;;u
) ) “4is this person’s ‘al) ;mg ability to do her job?
P D A. An unusually competent werher--perf.omnce mereny mpeeter.
L___J B." A valuable- worker--perf.omce generally very good.
y [ J C. A fairly proficient worker--perforsisnce generally accepnble.
D "D, A less capable worker--perfomnce rather limited.

<0

o . o
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[\ Lo b ’ £
.Electronics Assembler (electronics} ZZG.?S\
e " .‘ ) ' - ’ - B . - ..
T JOB DUTIES

- » - r

~

. ', Assembles eléctronic’ components and equipment such as clrcult
boards, diiital computers, oscilloscopes and amplifiers; wires
instruments using small hand tools and electronic test equipment:

Vverifies Information on production documents; checks shop traveler,

englineering change orders, "shortage records, and operation sheets ¢

hefore beginning any phase of production work. Insdhes,that Infor-

mation and Instructions.on these documents are compl te and con- -
. sistent. [ . . -

Prepares clrcuit board components such as diodes, res|stors, capac-
{tors, and transistors by clipping and bending leads.” May cut

. wire to size and strip insulation from ends. Installs hardware
such as eyelets, component holders, .clips, brackets, and soldering
posts following specifications. ) .

[ -

#Positions components on circult boards. Attacﬁ7s wires to ter-
minals following specifications. o .
*Solders circuit board connections, regulating ?oldering heat to
obtaln the best connection following specifications, s

~ #Wires Instruments by 6ttachhng'connectors to.unit-frame and In-
serting ends of wire into plug slots following specificatlions.

sMakes visual and mechanical checks on production quality and work
tolerances, using such devices as mlcrometer, scales, and hel ght
gauges. May perform electrlcal checks using clrcult testers,
simple testing equipment, or operation of assembled Instrument.

. The principal visual checks are (1) for proper placement of wlres
to observe that the comp¥eted Iterr is the same as orfe ¥nown to be
correctly wired; (2) for the correct diréctliponal placement of Inte-
gratad clircults and similar. components to Insure that the polarity
dots are in the correct places; and (3) for correct soldering to
note that the soldered connectlons are firm and without volds or°

_excessive resin. ’ - ‘

. Maintalns production and |[nspection records according to appro-
| priate production sequence.

[

A
EIIRT “'< - . (™Y
6 -

N ‘ . - -
*These job duties were designated as critical job duties as they
must be performed competently If the jéb Is to be performer In a
o, satlsfactory manner. Electronics Assemblers spend about 70% of _
“RIC thelr working hours performing these job dutles.

b ' . '
L T ‘ PO 983-798
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