ED 133 375

AUTHOR
TITLE

INSTITUTLOY
SPONS AGENCY
REPORT NO
BOREAD NO
PUB DATE
GRANT

NOTE

EDRS PRICE
DESCRIPTORS

ABSTRACT

DOCUMENT RESUME
95 ™M 005 993

Freeberg, Nornman E.; Shimbexrg, Benjamin
Validation of Assessment Measures for Use With
Disadvantaged Enrollees in Work-Training Programs.
Final Report.

Educational Testing Sexvice, Princeton, N.J.
Office of Education (DHEW), Washington, D.C.
ETS5=PR-76-20

V0272V%Z

May 76

OEG-0-74~-1608

61p.

MF-$0.83 HC=$3.50 Plus Postage.

Attitude Tests; Cognitive Tests; *Disadvantaged
Groups; Econonic Disadvantagenentj; Educational
Disadvantagement; Factor Analysis; Job Skills;
Minority Groups; *Occupational Guidance; *Predictive
Validity; Statistical 2Analysis; *Tests; Test
validity; Vocational Maturity; *Work Exgerience
Programs; *Young Adults ’

A battery of tests dealing with attitudinal,

reasoning and job-orientation skills were predictively validated
against trainee performance criterion information obtained at
coppletion cf the Opportunities Industrializatiom Center (OIC)
nanpower training program and at approximately six to eight months
following training. Validity coefficients based on program-completion
criterion dimensions of "Training Program Adjustaent," "Monetary
Expectations,® "Effective Job Planning," "Personal Social Adjustnent"
and "Vocational Confidence"™ were found to be nost significant for

tests of Job Seeking Skills, Job Holding Skills, Job Knowledge;

¥vith

sopewhat lower validities for Practical Reasoning measures and the
least (but still significant) validity levels for attitudinal

measures of Self-Esteem and Deferred Gratification.

Predictive test

validities using post-program criteria that deal with social and
vocational adjustments were minimal, largely because of difficulties
in collecting a sufficient amount and guality of post-progran
criterion data. The relatively few significant validity coefficients
found were for tests of Job Seeking Skills, Attitude Toward Avthority

and Practical Reasoning.

A number of the measures appear to possess

predictive value as guidance tools for use in manpower training

programs.

Sk sk sk ook skesfoafeoke st e e sl e le e e o ke sl e e e o ol s ode ok skl ode ok sk st ok ok sk ook o skl s sk ok ok sk ok kb e ok e sk ok okl ek

(Author)

* Documents acquired by ERIC include many informal unpublished

* paterials not available from other sources. ERIC nakes every effort
* to obtain the best copy available. Nevertheless, itens of marginal
« Teproducibility are often encountered and this affects the quality

via the ERIC Document Reproduction Service (EDRS).
Tesponsible for the quality of the original docunment.

EDRS is not
Reproduttions

supplied by EDRS are the best that can be made from the original.
ook kool sk ok ook e o ok ok kol ok o s ook ook ok kol ok sl k ksl ek kool ok sk ok sokok ook skl stk skl sk e de ok skolok skdok

*
E
=
* of the microfiche and hardcopy reproductions ERIC makes available
%
E 4
E
H

B A B



Q

E

Aruitoxt provided by Eic:

RICH

EXACTLY AS RECEIVED FROM
ER50ON Of ORGANIZATION QRIGIN-

IT PDINTS OF VIEW OR OPINIONS

O DO'HOT HELESIARILY HEFRE-
ENT.OFFICIAL NATIONAL LNSTITUTE OF

SOUCATION FOSITION OR FOLICY

PR-78-20

Final Report

Validation of Assessmant Mezsures for Use
With Disadvantaged Enrolloos
in Work-Training Programs

Norman E. Freeberg
and
Benjamin Shimberg
May 1976

EDUCATIONAL TESTING SERVICE
PRINCETORN, NEW JEHASEY



FINAL REPORT
Project No.: V0272VZ

Grant No.: OEG=0-74-1648

Validation of Assesgment Measures for Use With
Disadvantaged Enrollees in Work—-Training Prograns

Researcn Project in Vocatilonal Education
Conducted Under
art C of Publie Law 90-576, 1

The project report herein was performed pursuant to a grant from the
0ffice of Education, U,S, Department of Health, Education, snd Welfare.
Contractors or grantees undertaking such projects under Government spon-
sorship are encouraged to express freely their professional judgment

in the conduct of the project. Points of view or oplnions stated do
not, therefore, necessarlly represent offiecial O0ffice of Education
position or polley.

Norman E. Freeberg
Benjamin Shimberg
Educational Testing Service
Princeton, New Jersey 08540

May 1976




Acknowledgments

The authors would like to express their appreciation to Elton Jolly,
Executive Director of 0IC's of America, and to Rev. Thomas J. Ritter,
Executive Director of the Philaddephia 01¢, for their assitance in
arranging for the participation in this project of 0IC's throughout the
U. S. We are also indebted to the Executive Directors of 0IC's in 29
cities who agreed to cooperate and who made staff available for admin-
istering the assessment battery and for the collection of follow-up data.

Special thanks is due to Mrs. Catherine Neal of the Philadelphia
OIC who served as liaison between ETS and OIC and coordinated data
collection nationally.

Ms. IdgauéfLéb%ité”ﬁsé'feépcnsible for organization of data éets

and the preparation of computer programs.



Table of Contents

List of Tables . « + +« + « « & =«

Summary

) ¥ 1 3 . & i . =

Background and Purpose . . . .+ =

Me thiod-

Results
A,
B.

C.

The Test Battery . . -« .+
Performance Criterion Measures.
Samples and Data Collection. .
Description of the OIC Program.
Special Sampling Froblems . .

Data Analyses . . . .

The Test Battery . . « .+ =«
Criterion Dimensfons . . .« .

TESE validation. . . . «

Conclusions + « « + s . s

References .+ s« « ¢+ ¢+ o« s s a1 s

APPEﬂdiX A . B CR [ ' N . . .

AP?EﬂdiK B ' . . " [ . . . . .

Aappendix C . . .« . . . . . .

13

16
23
30
39
44
47
49

51



Table

Table

Table

Table

Table

Tab le

Tab le

Table

Table

Table

Test Meaans

and Standard Deviations

foxr 0IC and N.Y.C., Tralnees , . . . . + . .

Intercorrelations of Scores for Test Battery . .

Rotated Factor Loadings for Test Battery. . . .

Tegt-Retest,

Pre- and Post-Feeder Program

Means and Standard Deviations . . . . . . .

Rotated Loadings for Program Completion
Criterion Factors (Males). . . . . . . . .

Rotated Loadings for Program Completion
Criterion Factors (Females) . . . . . . . .

Rotated Locadings for Post~Program
Criterion Factors . ., . .« + « +

Validities
Completion

(V]

Validities
Comple tion

10
Validities
Dimensions

11
Prediceive
Employment

for Test Battery Using Program
Dimensions as Criterla (Males) . .

for Test Battery Using Program
Dimensions as Criteria (Females). . .

for Test Battery Using Post-Program
as Criterdia. . . .

Validities Using Full-Time
(Employed Full Time vs. Never Employed)

iii

17

19

20

22

24

25

32

33

36

38



From late 1974 through 1975, validity data vere obtalned for a
battery of measures designed for educationally and economically disad-
vantaged minority group trainees in work-tralning (manpower) programs.

A longltudinal study sample of 391 males and 590 females were tested at
entry into the Opportunities Industrialization Center (0IC) program that
pravides remedial and vocational training for those who lack marketable
skills. This sample, drawn from OiC's imn 29 cities throughout the U, 5.,
vas followed up at program completion (ydelding an N of 304) and approxi-
mately 6 to 8 months after completion of training, For post-program use,
a sample of only 154 respondents could.be located, of whom 103 had obtained
full=time employment,

Performance criterion information gathered at program completion
(Shart%tEfm criteria) consisted of 30 varisbles which were factor analy=zed
separately for males and females to produce such orthogonal criterion
dimensions as 'Training Program Adjustment,” "Monetary Expectations,"
"Effeéaive Job Planning," '"Personal-Social Adjustment," and 'Vocational
Confidence.' Thirty-five post-program (lLomger-term) criterion dimensions
which had to be derived for a sample of males and females combined
(because of the sample size available), yilelded criterion dimensions
designated as: ''Overall Employment Success," "Blue Collar Job Success,'"
"Job Seeking Effort,'" and "Social Adjustment and Job Planning."

The measures of the battery for which predictive validity was to
be ascertained deal with: (1) Practical Reagoning skillas (in the form

of direction-following in hypothetical job settings), (2) Vocational




Orlentation (as job knowledge, job seeking skills, job holding skills,
vocational aspirations plans and interests), and (3) Attitudinal Per-
ceptions (as self-esteem, attitude tawaid authority figures, motivation
to seek employment and willingness to defer present gratifization for
future gain). Twenty scores derived from that test battery were corre-
lated with factor scores obtained from the program completion and post-
program criterion dimensions.

Analyses of the results indicated thazs

(a) The most valid measures for predicting the Program Completion
(short-term) criteria vere those dealing with Job Seeking
Skills, Job Holding Skills, and Job Vaowledge. The highest
validities were obtained in relation to the "Training Program
Adjustment" criterionm dimeasi@n (r's = mid .20's to mid ,30's).
Practical Reasoning tests show somewhat lower valdidities,
while minimal, but significant, levels are achdieved for the
Self-Esteem and Deferred Gratification scales,

(b) In geﬁeral the warious measures yieléed better short-term
predictive validity for females than for males. For the
female sample, Level of Vocational Plans and Aspirations
measures resulted in negative validities agalnst several of

the Program Completion criterion dimensions. Thds seems to

indicate, somewhat paradoxically, that women with higher
occupational goals and desires tend to achieve Jlover scores
on the program completion dimensions.

(c) Relatively littla predictive validity was found for the tests
using the Post-Program (longer-term) criterion dimensions .

8
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&éaulté, however, are highly tenuous because of data quality
and inadequate sample size which did nmot permit separate
analysis for male and femile subsamples. The relatively

few significant validities (r's in the .20's) found were

for "Job Seekling Skills,™ "Attitude Toward Authority,” and
"Practical Reasoning"” tests against a criterion dimension

of '""Blue Collar Job Succesa”" and a dichotomous criterion of
Employment (i.e., Employed Full Time vs. Never Employed follow-
ing OIC Tralning).

(d) The results obtained with this sample of OIC trainees are
similar to those obtailmed in previous validation studles
involving younger school dropouts enrolled in a youth work-
training program (Neighbhorhood Youth Corps). Mean test scores,

. factor loading patterns for the battery, criterion factors,
énd predictive validities are generally consistent for the
0IC and the NYC samples.
It was concluded,  from the waliditles achieved, that a number of
the measures are promlsing as guldance tools for manpower training prograns
and could, under appropriate circumstances, serve as useful heuristic
devices to shape curriculum development or to evaluate behavicral change
résglciﬁg from program participation. In additlion, the factorially
derived c¢riterion dimensions can mot only serve future test validation

needs, but also provide scales for sssessing programmatic effectiveness.

0
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Validation of Assessment Measures for Use With

Disadvantaged Enrollees in Work~Training Programs

Norman E. Fresrerg
Benjamin Shimberg

Educational Testing Service

BACKGROUND AND PURPOSE

attitudinal, cognitive and social capahilities, has gcns;itutei a major
deficiency in the conduct of work-~training (manpower) programs (Backer,
1972; Office of Economic Opportunity, 1972). Attempts to use available
paper and pencil tests for guldance or placement services in those occu-
pationally~oriented training settings (serving largely minority group
anrnlleaé from culturally, economically and educationally déprivea back~
grounds) have been open to seriocus challenge. Basic criticisms levelled
at the design of formal (i.e., published) instruments have tended to
focus on their inappropriateness for low~verbal skill disadventaged
respondents in terms of format, subject matter, reading level, length,
linguistic style, method of presentation and interpretation of gcores--
these deficiencies being seen as the outcome of test development proce-
dures and normative data samples aimed at middle class, majority group
members exposed to conventional educational curricula (Karp & Sigel,
1965; Lennon, 1964; Soclety for the Faychological Study of Social Issues,
1964) .

In an attempt to counter most of the ghortcomings cited, a test

battery was developed--with support from the Employment and Training

10



Administration, U. S. Department of Labor-~that taps broad constructs
pertinent to the curricylum components and professionally perceived
guldance or information needs of work-training programs (Freeberg, 1968;
1970). More suitable dasign features were incorporated in that battery
in the form of both pictorial and verbal materials, relatively few items
per measure; with all 1tem stems and response alternatives orally pre-
gsented by the examiner in untimed fashion, Item content, verbal level
and style were aimed specifically at adolescent or young adult groups.
Measures of the battery deslt with areas of trvainee ability in the form
of (1) practical reasoning skills (designed around job simulateq direction~-
following tasks), (2) vocational knowledge and awareness (as *sh-seeking
and job-holding skills, knowledge of job féquiramants, vocational plans,
aspirations and interests), and (3) attitudinal perceptions (dealing with
constructs of self-esteem, work motivation, willingness to defer gratifi-
cation and attitude toward authority figures).

Data used for examining the characterletics of these measures were
obtained from samples of enrollees in a national work-training program,
serving minority group school dropouts~-i.e,, the Neighborhood Youth
Corps, Out-of--School Program (U.S, Department of Labor, 1971). It was
found that the tests possess reasonable levels of telfability for opera-
tional purposes=-with a number of them Eaving potentially useful patterns
of concurrent and preéictive validity against a variety of performance
criteria such as proficlency ratings by guidance ¢ounselors, training
supervisors, peers and employers, post-training job success (e.g., job
1gve1§)starting salary, valses) and community, personal and family adjust-

ments (Freeberg, 1970; Freeberg & Reilly, 1972; Fruaberg, 1974) . Among



the most valid of the measures were those that required some form of
cognitive capability (i.e., practlcal reasoning, job knowledge and job-
seeking skills). Attitudinal scales that showed lesser, but significant,
levels of validity were the ames dealing with the trainee's feelings of
personal worth (self-esteem), his attitude toward persons in authority,
and his awareness of proper behavior in the work environment.

The value of the instruments shown to date, has been dependent,
almost exclusively, on their use with samples of relatively youthful
enrollres (approximately 14 to 21 years of age) in a manpower program
that provides only generalized aspects of "work experience" as opposed
to a program that concentrates on motre specific vocational or technical
skills traindng.* Thus, there remains a need to investigate the wider
applicability of the battery to those programs that incorporate the
development of vocational skills in their training curricula and that
also tend to serve disadvantaged trainee groups of a wider age range.

The present study attempts to address that need by applying the
measures to samples of trainees of the Opportunities Industrialization
Center (0IC) manpower training program (OIC's of America, 1975), a
nationwide program offering vemedial and aécupatigﬂal‘tfaining to adults
who lack the cultural, econemic and technical capabilities needed to
obtain and retain employment. 1In order to determine the suitability
of the tests for use with such a population, it is desirable to examine:
(a) the value of each of the tests in the battery in terms of its levels
of concurrent and predictive validity for a variety of pEffarmsnéé

* See Levitan and Mangum (1969) for a description of the various types
of work-training programs that have been federally supported.
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criteria, (b) some contrasts be tveen the results obtairied and those of
previous work-training program samples, in terms of gerier=al measurement
characteristics (means, variances, factor patterms, validd.ty coefficfents)
and, (c) the availability and applicabllity of performamce criterion
measures that can be used to define training ""success" md the coherent
outcome dimensi ons that underlie and help explain those multi-face ted

behaviors.
ME THOD

A. The Test Battery

The choice of ineas;ianem: constTucts that comprise thé battery , had
originally been based on information derived from wotk~tradning progran
professionals (e.g., vocat lonal counse lors, vork-site swexvisors, job
developers, trainimg project directors)y regarding tralnee behavi oral
- capabilities deemned most important 4n s=haping thedir tradnirg éffﬂrts
and thus in the potential employabllity and overall adjustment of the
trainee. These constriycts vere wed to défxiﬂé 13 separate tests that
are most conveniently grouped under three behav loral categosties of (1)
job-related practical reasoning skill, (2) vocational orlerctatlon, ad
(3) attitudinal perceptions of self and othexs. The measures are de-
scribed briefly below.

1. Practical Reasoning Skill 13 comprised of three te sts consisting

of:

* Practdeal Reasoning - 7ip Coding (10 items): provides the

resporident with Information meeded for a hypothe tical post
of fice job requirinmg him to sort muil using z1p «odes.

13
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Questions are presented in a multiple-choice format pertaining
to that task.

* Practical Reascning - Map Reading (10 items): provides a map

illustrating several square city blocks along with information
needed to answver multiple cholce questions about delivering
materials to different locations shown on the map.

-Fkégg;igal Reasoning - File and Sorting (10 items): requires

the respondent to sort out potential job applicants based on
their background as presented on a set of numbered file cards.
Multiple-choice items involve matching file card information
to job requirements stipulated in each item stem. (This :
measure 1s used exclusively with malea, sinee prior results
had indicated that the task lacked sufficient difficulty for
females and minimal variabildity.)

2, Vocational Orientation is a category comprising six measures:

+ Job Knowledge (27 items): requires answers to multiple-choice
items regarding a variet} of jobs (e.g., carpenter, auto
mechanic, policeman) in terms of thelr educational requirements,
starting salary, primary task performed, hours of work, place
where work i3 performed an@ tools utilized,

* Job Seekding Skills (17 items): presents multiple-choice itéﬁS'

dealing with ways of looking for jobs, some of which entail
interpretation of newspaper want ads and portions of job
application blanks.

+ Job Holding Skills (1] items): depicts situations that might

be encountered on a job with regard to supervisors' requests,

14
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appropriate dress, punctuality, etc., for which the respondent
chooses the reply he would give, or the most appropriate

behavior called for, in that situation,

a wide range of jobs both pictorially and by job title (l.e.,
from "Laborer' to “S;iéntist"3; The reséanéant indicates the
degree to which he would aspire (prefer) to engage in each
occupation shown.

* Vocational Plans (16 items): dncorporates items showing the

same jobs as the Vocational Aspiration booklet with response
alternatives that request the degree to which the respondent
actually plans Ciﬂteﬂdé) to enter such an occupation. (Both
the aspirations and plans measures are scored separately along
with a difference score obtained by subtracting plans from
aspirations. 7

* Vocational Interest (28 items): presents pletorial and verbal

information regarding job tasks chatactefiéﬁéc of a number of
occupations. The respondent indiéatés the degree to which he
would favor performing each task. Separate scale scores are
derived for each of seven interest categories (4 items each)
designated as Clerical, Service, Technical, Outdoor, Science,
Business, and Aesthetie,

3. Attitudinal Perceptions are defined by the following four tests:

+ Attitude Toward Authority (12 items): in which scenes deplct-

lng responses of an adolescent to authority figures (e.g.,

teacher, policeman, parents, judge, etc.) are used to elicit



the degree of pro- or anti—atthgfity feelings by the respon—
dent . |
« Self-Esteem (16 items): depicts situations pictorially in
which the regpondent iﬂdicateé the degree to which he feels
himself "worthy'' of the desirable outcomes (getting a diplama,"
job, promotion, ete.),

* Motivation for Vocational Achievement (17 items): presents

s tatements, as item stems, that bear on the desirability of
seeking and maintaining employment and willingness to suffer
inconvenience in accepting employment. These require the
individual to respond (likert-scale format) In terms of the
degree of agreement with the statement or the degree to vwhich

a job 13 acceptable in spite of undesiraple features.

. Deferred Gratification (16 items): presents statements
dealing with the willingness to delay present reward for
future gain to which the respondent indicates his degree of
agreemeﬁtAaﬁ a five-point scale (Likert-scale format).

The items of each test appear im small (4" x 8") booklets with a
single item to a page; They are intended for oral administration to
small groups of trainees (maximum of about 12) and are untimed; being
paced esgentially by the examiner who reads all item stemag and response
altermatives. Of the 13 measures, 5 are wﬁgliy verbal in content and 8
contain both pictorial and verbal information. Where pictorial scenes
are presented, a young adult is aiwags deplcted as a central figure,

thus necessitating separate forms of those B booklets for male and

16




female respondents. More complete descriptions of test rationale and

item content are found in Freeberg (1968, 1970),

B. Eétf@fm%ﬂgég@:i:éfi@ﬂ Measures

Two sets of trainee performance outcomes are to be used as criterion

measures for predictive validation of the test battery:

1i

Program Completion (short-term) Criteria - which were obtained

at the time the trainee completed the OIC skills training pro-
gram. These were obtaimed from a questionnaire that yielded a
total of 30 usable variables., These are listed in Appendix A
with some explanatory imformation. The items had been derived
from five a Etim:;,(ratignél) performance categories of (a)
Vocational Awareness and Planning Skills (e.g., awareness of
iépaftsnt aspects of jobs, knowledge of steps to take to find
employment, level of jobs planned for), (b) Perscnal-Social
Adjustment (e.g., in regard to family, community, police), (c)
Vocational Motivation (e.g,, willingness to accept tralning,
general views of desirability of employment), (d) Training Pro-
gram Adjustment (e.g., absences, number of course changes,
judgments of proficiency by others, i.e., counselors, instruc-
tors, peers), and (e) Vocational Self-Confidence (e.g., per-

ceptions of ability to "make it" in a job settdng).

Fo]

Pos t-Program (lo§g§f=ta;ﬁ97§ritggia - consist of 35 variables

(described in Appendix B) obtained 6 to 8 months after OIC
training progran completion. Items that comprise the question-—

naire were derived from Four rational dimensions, or categories,

i
=J
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of longer-term outcomes defined as:' (a) Extent and Level of
Employment (éig;; quality of job obtainmed, length of job stay,
salary, number of jobs held), (b) Job Performance and Adjust~
ment (e.g., job satisfaction, salary raises, promotions, salary
. expectations, employer proficiency rating) , (c) Personal-Social
Adjustment (e.g., fanily relations, community adjustment, health,
use of credit, saving money), and (d) Job Motivation and Planning
(e.g., effort in obtaining interviews and filing applications,
actions to take if present job is lost, attendance at school,
number of sources used to find job, level of future job plans),
Both the broad categories and the variables chosen to define them
were drawn from work-training program objectives outlined in enabling
manpover legislation (Economic Opportunity Act, 1966; Federal Register,
1969) , federal agency standards (U.S. Department of Labor, 1971), and
research literature of the sort devoted to issues in work-training pro-
gram evaluation (Borus & Tash, 1970; Wholey, et al., 1970; National
League of Citdes, 1973).
The criterion questiomnaires fFor trainees were.designed for oral
administration on an individual basis in a 20 to 30 minute session.
Prior application of these criterion iInstruments with cross-sectional
samples of Neighborhood Youth Corps trainees and former trainees (6
months to 1 1/2 years out of the program) had demonstrated the feasi-
bility of most of the variables for their intended purposes (Freeberg &
Reilly, 1972). Certain modificatioms in scoring vere required, however,
for the present study because of distributional properties of some of the

measures. For example, "numbey of pay raises" and "mumber of job

I [t
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promotions,” although found to be suitable eriteria in previous cross-
sectional study, were found to be so highly skewed 'in this sample (few
persons receiving even a sgingle pay raise or promation) that they could
only be applied as dichotomous variables (''Pay Ralse vs. No Pay Raige"
and "Promotion vs. No Promotion''). Apparently the post-program six-month
follow-up reriod--imposed by study EEﬂSETSinES**ﬂEééWﬂét allow sufficient
time for more than a small proportion of the ex~trainees to obtain pro-
motions or pay railses; thus tending to wéaken thelr effectiveness as

criterion measures.

C. Samples and Data Collecrion

The test bzttery was administered at program entry to a sample of
391 male and 590 female trainees enrolled in OIC projects located in 29
cities throughout the U, Sgl Of the 98l trainees tested at entry, there
were 304 (115 males, 189 females) who were able to be E@llouédﬁupAaE
"eompletion" of training for administration of the Program Completion
QuéSCiﬂnﬂSiTEag Of the 304 trainees there were 157 who could be located
about & to § months aftér completing tralning and who were willing to
respond to the Past—Prégram Questionnaire. Of that 157, 103 (66%) had
found full-time employment~~30 hours per week for 4t least one week=-
after they left OIC. It is this group of 103 that constitutes the basic
sanple for analyses of post-program criteria, aince the job-related per-

formance criterion measures can only be applied to those who hold

I o ) i, 3 ERr] - & i 5 ; -
See Appendix C for 1list of cities in which participating OIC's are
located. :

Time to completion varied somewhat as a function of the particular
vocational curriculum in which the trainee was enrolled. In most OIC
projects, hovever, the enrollment period is nominally 4 te 6 months,
Any trainee who remained beyond four months was considered eligible
for inclusion in the Program Completion Sample. '
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employment. (Of interest is the fact that the 34% who remained umemployed
rapresent a proportion consonant with U. §. Department of Labor unemploy-
ment rates reported for teen-age and youmg adult minority group members
during the 1974=75 recession.)

Edighty-two percent of the tralnees folloved up were classifiable as
minorlty group members (65% Black, 17% Hispanic) and 18% as White. The
age range was from 17 to 35 with a mean age of 20.7. Trainees completed

f school and almost 607 indicated that they

[a]

an aveérage of JD;S.YEEIS
were high schsol graduates. The mean time spent enrolled in OIC waiw
a.é-maﬁths.

A1l phases of testing and questionnaire date collection were carried
out by a designated staff member at each O0IC project who was also a full-
time OIC employee. Each of these indi&éégals took part in a twvo-day
trainiﬁg‘sessi@n that provided Eamilisfisatinﬁ Gith Ehe‘sﬁuéy purposes,
content of the tests and questionnaires, procedures for tralnee follow-
up, and instructions for administration of the materials. Responsibility
for coordination of training and data gétbetimg was assumed by a profes—

sional staff member of OIC in Phlladelphia,

D. Description of the OIC Program

In oxder to appreciate the nmature of the data collected during the
course of this project is 1s degirable to understand the organizational
characteristics of the Opportunities Industrialization Center (OIC)
program and 1ts mode of operatiom. _

OIC was originally founded in Philadelphia in 1964 with the goal éf

providing job training, primarily for Blacks and other minorities from

~]11=




the inner city who lacked marketable skills. In additionm to providing

heavy emphasis on assisting trainees in their personal growth and develop-
ment. Virtually all OIC programs reéui:g that trainees go through a four—

o six-week "Feeder Program' which endeavors to instill appreciation for

(g

one's personal capabilities and a "‘success orientation,' along with
instruction in verbal and arithmetic skills needed for functioning in a
variety of the vocational curricula offered, Following the Feeder Program,
the trainee chooses a specific occupational skill area which he enters

for an instructional period of about four to six months. These gkill
areas range from conventional trades (E.é;; machine shop, auto mechanics)
to clerical and health=related occupations (e.g., practical nursing) .

Tralnees tend to be young adults, although individgals over 30 are
also accepted., Some form of stipend is paid to the trainees in most pro=
grams with the amount dependént‘upnn the terms governing the CETA grant
to the local contracting agency. In addition to remedial educational
and vocational training, the program provides guddance counseling, job
placement, and follow-up of trainees for up to six months after éamﬂ
pletion of training.

Between 1964 and 1973, 0IC expanded from a single center in Phila-
delphia to more than 100 centers in 43 states. During this period, the
national organization (0IC's of Amérizéj received its funds direﬁtly(
from the U. 5. Department of Labor under a prime contract. With the
passage of the Comprehensive Employment and Training Act (CETA), funds
for 0IC centers were channeled through local prime sponsors. This change

in the fiscal and administrative relationship tended to loosen the strong

~12=
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administrative tles that had formerly existed between the nmational 0IC

organization and the local 0IC cemters, However, the national OIC con-
tinues to provide consultation and certain administrative services. An
Assoclatlon of O0IC Executiwe Directors also serves to maintain communi-
cation among centers and to reinforce OIC's commitment to the slpgan

"We Help Ourselves."

E. Special Sampling Problems

A number of constraints encountered in data gathering for the longi-
tudinal samples should be c¢larified, since they can effect sample biases,

the quality of the study results, and the permissible generalizations.

artempts to obtain research or evaluation information from (or about)
poverty-level, minority group trafnees residing in inner-city areas,
who have been characterized as so—called '""hard-to-locate” populations
(Barnes, 1972; U, S. Department of Labor, 1969). Special difficulties
have been cited in: (a) attempts to lacatg respondents through comven-
tional instiﬁutiaﬁal channels {employers, schools, social organizations,
etc.), (b) overcoming minority community suspicion of "outsiders' seeking
information, (c) the unwillingness of former trainees (especially those
who have been out of a training program for a perlod of months) to
cooperate as respondents to questionnaire surveys, (d) a high degree

of sensitivity to "invasion of privacy” by all 4dnformation sources, and
(e) recruiting professiomal Interviewers sufficiently familiar with the

minority community and the urban locale in which they are to function.

~13-
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Although cthe present investigation would have bheen expected to
encounter many of these same concerns, every effort was made in the
study design £é miﬁimige them. For example, the use of 0IC staff
personnel to administer the tests and to collect criterion data should
have served to overcome some of the suspicion of outsiders that might
otherwise have been generated. What could not have been anticipated,
however, was the devastating effacts of the economic recessiun.af
1974-153~~during the very'zime that the project staff was endeavoring
to collect criterion data. The eccnomic pinch caused a number of OIC
installations to curtail thelr programs drastically and, in a few
instances, to éaase operations altogether. A number of the OIC personnel
whao hgé been assigned to assist with the project and who had undergone
@rientﬁtion.and training in data uﬁlie;tian procedures were reassigned
to other dutiles, causing a substautialflass of follow-up data. The
impact on trainees was also Q@ﬂﬁﬁd&fabi&. Many of them dfappeé out of
theztraining program because they zauL; not figd part-time jobs to sup-
plement their CETA training stipend., Others left training when they
became discouraged about the job outlook. Thus, the severe attrition
in the gample (from 981 down to 137) 1s a function of unanticipated pro-
gram terminations, reassignment of OIC personnel, a higher than expected
dropout rate among trainees, and an unwillingness of some trainees to

complete criterion questionnaires,

F. Data Analyses

Given the 13 measures of the test battery along with the 30 program
completion and 35 post-program c¢riterion measures, the analyses to be

undertaken consist of:

b



(1) Examination of the characteristics of the testa and the hotal
hattery in terms of means and varlances, test intercoxrelation
and resulting factor pattemns. These also allow for gross
comparisons between the present #tudy sample and pravious
results obtained with samples of youth work-training program
enrollees,

(2) Ildentification of major interpretable criterion dimenslons
for use in validation of the hattery, by ext§éctiaﬂ of faetofs'
from the 30 x 30 program completion and 35 x 35 post~program
criterion intercorrelation matrices and computation, fyom the
loadings, of criterion factor scores.*

(3) Computation of validity géefficients between each messure of
the test battery and the factor scores for each of the two

~ sets of criterion dimensiona which conatitutes the primary
analysis of the study.

It should be paintgd out that missing data occurred at each stage
of longitudinal data collection, so that missing-data analyses were
required throughout (e.g., in many instances respﬁndénﬁs chose not to
answer particular items of the tests or questionnaires; in other inatan-
ces ratings by peers, instructors, counseloys, or employers were not
available for significant proportions of the aamples.) :Fufth&rmnré,
attrition for the post-program sample, that resulted in an N of 103

employed individuals, necessitated factor analyses of the 35 criteria

*Factor scores were computed by post-multiplying each matrix of 2 scores
by the rotated factor loading matrix, obtained from a principsal com-
ponents solution.

2
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for Eﬁe sexes combined. The program completion sample size of 304 (189
females and 115 males), however, provides some Yeasonable Justification
for computing criterion dimensions gap;rst&lylby Bax,

As a secondary and brief analysis, it was nlwo possible to examine
changes in pre- and post~test segrés for a sample of 107 (71 females and
36 males) from the 98) trainees originally tested., Pre-test scores were
those obtained at the time of enﬁfy into QXC amd post-test scores at the
timé of completion of the four to six week "Faeder Program," during which
concentrated instruction 18 given in remedial skills. This relatively
small subsample was ohtained on an unselected, voluntary basis by data
collectors at a few OL( sites, who were willing to expend time and effort
beyond the minimum dats gathering requiremente, As such, there are
likely to be a number of unknown selective blsaes in the subsample and

the findings will be touched on only briefly im' the Results section below.
RESULTS

A, The Test Battery

Means and standard deviations for 12 tests amd 7 Interest subscales
are shown in Table 1 for the 0IC sample of 981 and for a sample of 560
Ng}ghbcfhagd Youth Corps (N.Y.C.) trainees vhtained in 1972.

In general the means and varlances are falrly similar for the two
samples, although, notably, the mean scores--with the exception of Level
of Vocational Aspirations (LVA)--tend to be slightly but consistently

higher for the 0IC sample, Two of the mean diffevences for the 12 tests
=]16=
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Table 1

Test Meang &nd Standard Deviations for
0IC and N.Y.C. Trainees

N.Y.C. Sample
(N = 560)

1. Job Knowledge 19.4 4.2 19.9 3.4
2. Self-Esteem 6.5 4.1 37.8 3.9
3. Deferred Gratification 51.7 6.9 53.5 6.8
4. Level of Voc. Aspir, 184.8 35.1 199.8 32.3
5. ZLevel of Voc. Plans 160.4 34.2 158.0 36.3,
6. Attit.toward Authﬁfity. 42.4 8.7 44.7 8.8
7. Job Seeking Skills 10.9 3.4 12,86 2.9%
8. Job Holding Skills - 28.2 4.1 30.3 2,9%
9. Motiv. Voc. Achievement® | 55.1  13.6
10. PRsﬁap Reading 5.4 2.6 5.8 2.6
11. PR-Zip Coding ' 7.0 2.7 7.8 2.3 -
12. PR-File Card 7.7 2.7 8.0 2.5

Interest:
13. Aesthetic 9.9 2.5 10,7 2.5

14. Science 9.5 2.7 10.6 2.7%
15. Technical 8.8 3.1 9.2 3.2
16. cClerical 10.9 2.6 11.8 2.4%
17. Business 10.1 2.5 10.8 2.6
18, Service 11.1 2.4 11.9 2,3%

19. oOutdoor 6.9 2.8 7.6 2.9

* Mean difference significant at the .0l level
1 Not comparable measures in both samples. Seven additional items were
added to the original ten ivem MVA measure for use in the present study.
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levels of mean difference (p < .0l). The 0IC trainees are apparently
ing Skills) and more sensitive to appropriate conduct in a job setting
(Job Holding Skills), than the younger, teen-age school drepouts of an
N.Y.C. program. Most of the job tasks depicted for the three signifi-
cantly higher Interest scales (Clerical, Service and Science) represent
a number of areas in which 0IC trainees are likely to be qualified by
virtue of their training.

As a means of examining the dimensional characteristics of the test
battery when applied to the OIC population and, ut the same time, provid-
ing another level of comparison with prior findings, the test battery was
factor analyzed. Intercorrelations of 20 scores for males and 19 scores
for females derived from the tests and the Interest subscales are pre-
sented in Tatle 2 for both sexes.

The patterns of zero-order r's are seen to be broadly similar for
both sexes-~a similarity that is clearly reflected in the factor struc-
ture of the battery. Factors were extracted from each matrix using a
principal components solution with varimax rotation to orthogonality
(Kaiser, 1958). Three readily interpretable factors were found for each
sex and are summarized in Table 3 on the basis of loadings of sufficient
magnitude to enter into the interpretation (i.e., approximately .30 or

greater). Factor I Cig;gi}ectugl Ability) shows virtually an identical

pattern for males and females in its positive loadings on the Job Knowl-
edge, Practical Reasoning, and Job Seeking Skills measures. Almost
equally identical is Factor III, which is designated as Vocational

Ambition on the basis of its high positive loadings on the Vocational



Table 1

Intercorrelations of Scores for Test Battery

(Males = 391, Females = 590)!
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3 r:; of .13 or greater significant at the .01 level for males
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Table 3

Rotated Factor Loadings for Test Battery
(Males N = 391)

Factor I Factor 1I Factor TII
Sognitive Skill Positive Attitude Vocational Aubition

Test Loading Test Loading Test Loading

FR=Zip Coding 81 Deferred Gratification 74 Voc,Int -Science 79

PR-Map Reading 79 Self-Esteen .66 Voc.Int,-Aesthetic - J4

PR-File Cards Jh + Job Holding Skills .63 Level of Vocat, Aspir. J3

Job Seeking Skills 10 Attit.Toward Authority .50 Voc.Int,-Service 3
Job Knowledge 44 Job Knowledge 39 Voc,Int.-Business Jdl o

: Motiv. for Achievement .36 Voc,Int,-Technical 10

Factor Variance = 2.8 Job Seeking Skills 30 Voc.Int,~Clerical 69

Voc, Int .~Outdoor 63

Factor Variance = 2,2 level of Vocat, Plans 4b

Factor Variance = 4.5

(Femaleg, N = 590)

Factor I Factor 11 Factor III
ive Skil Positive Artitude Vocational Ambition

st Loaiig Test loadiag Test Loadiag

PR-Zip Coding 19 Deferred Gratification .72 Voc.Int, -Clerical J4
Job Seeking Skills .16 Attit.Toward Authority .59 Voc,Int. -Business 2
PR-Map Reading 75  Motiv, for Achievemernt .53 level of Vocat, Aspir. .70
Job Knowledge _ .66 Self-Esteem . 52 Voc,Int, -Service .65
Job Holding Skills W43 Level of Vocat, Plans 30

Factor Variance = 2,5 ; Voe,Int, =Science 48
Factor Variance = 1.7 Voe,Int, =Aesthetic .39

Voc,Int, =Technical 30

Factor ﬁarianEE‘E 2.8




Interest scales, along with Level of Vocational Aspirations and level
of Vocatiornial Plans. The only minor sex difference on this factor is
a reasonable one, in that females who score high on the dimension do not
tend to favor the choice of job tasks depicted onm the Outdoor scale;
probably because they cannot perceive these as appropriate for themselves
as women living in an urban environment (i,e., tasks of sowing crops,
caring for farm animals).

Factor II is similar for both sexés as one that unequivocally

defines the trainee holding PgsiﬁiyégéggiCHQggrby virtue of having its

highest loadings on those measures that deal with Self-Esteem, Deferred
Gratification, Motivation for Vocational Achievement, Attitude Toward
Authority, and .Job Holding Skills. All of these deal with thé individual‘s
perceptions of himself and what he believes would constitute appropriate
behaviors in various situations, Here the sex difference of note iz a
tendency for the factor (among males only) to pick up a slight cognitive
component with interpretable levels of loadings on Job Knowledge (.39)
and Job Seeking Skills (.30). Not only has a similar sex difference in
the loading patterns been found for this particular factor, in results
with N.Y.C. samples, but the same three factors discussed above have alsc
appeared as the dominant ones in those previous analyses (Freeberg, 1968,

1370; Freeberg & Reilly, 1972),

Pre- and Post-Score Changes

Mean scores at OIZ entry (Pre-Feeder course) and following the four

to six week Feeder training are shown in Table 4. Very little change was

observed in the test sccfes, although they tended to be in the expected
-21-




Table 4
Test-Retest, Pre— and Post-Feeder Program
Means and Standard Deviations
(N & 107)
Pre-Test Post-Test

]

est M g M g

1. Job Knowledge 19.7 2.7 19.8 2.6

Self-Esteem 38.5 5.2 8.9 4,1

[

3. Deferred Gratification 52.9 6.7 53.0 7.4
4. Level of Voc. Aspir. 208.4 28.0 205.2 28.0
5. Level of Voc. Plans 167.1 36.1 176.9 37.0%
6. Aspirations minus Plans 40.8 33.5 28.9 37.8
7. Attit. toward Authority 44 .5 8.9 45.9 8.6
8. Job Seeking Skills 12.4 2.9 13.0 2.7
9. Job Holding Skills 30.86 2.8 31.1 1.8
10. Motiv. Voc. Achievement  53.7 14,2 60.5  13.s!
11, PR-Map Reading 5.4 2.5 5.9 2.8
12, PR-7ip Coding 7.7 2.2 8.2 1.9
9.6 0.7

=

13. PR~File Card 9.1

Interest:
14, Aesthetic 11.3 2.3 11.4 2.4

15. Science 11.2 2.6 11.4 2.4
16. Technical 10.0 3.0 10.3 2.7
17. Clerical 12.7 2.2 12.3 2.4
18, Business 11.9 2.4 i2.0 2.3

19. Service 12,7 1.9 12.1 2.1

Mk
WO
~d
W
[ o
~d

20. Outdoor 738

§WSigﬁ£EIéént at .01 level
1 Significant at .02 level




direction as indicated by the higher mean score after the Feeder Program.
However, only two of the mean changes represent significant improvement.
These appear for the higher Post=Feeder Motivation for Vocational Achieve-

ment score (CR = 4.7; p. <.01) and Level of Vocational Plans (CR = 2,52;

e

p .Dz).

These results are presented only for cursory examination sirre, as
indicated previously, the relatively cmall sample of 107 may be biased in
a number of ways. In addition, little change in the constructs measured
could be Expécteé to occur over such a short time span. Under any ecir-
cumstance, the contrasts from one time period to another remain difficult

to interpret without some form of control group for comparative purposes.

B. Criterion Dimensions

The sets of 30 Program Completion and 35 Post-Program criteria were
each factor analyzed using a princilpal components solution with Varimax
rotation to orthogonality. In the case of the Program Completion criteria,
the sample size of 304 allowed for separate factor analyses by sex. The
Post-Program criterion sample of former trainees who had obtained full-
time employment (and for whom the full range of job dependent criterion
variables were applicable), however, dictated the necessity of combining

males and females into a single sample of 103,

Program Completion (Short-Term) Criterion Dimensions

Interpretable criterion factors and their loadings, as extracted
from the 30 x 30 intercorrelation matrices for males and females, are
shown in Tables 5 and 6. Along with each set of loadings, the total

factor variance accounted for is shown as an indication of factor
~23-
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Table 5

Rotated Loadiugs for
Program Completion Criterion Factors

(Males; N # 115)

Factor 1
z;;ining*PrqgggmiA@justmgnt

Variable

Voc. Skill Instructor

Loading

Rating .74
## Absences =.65
Remedial Instructor
Rating .50
Trouble with Police -.40
Peer Rating :37
Feelings of Voc. Adequacy :35
Counselor Rating 29
Factor Variance = 2.2
E actor III
_ Monet Expfgt ation
Variable Loading
Starting Salary Expected .89
Top Salary Expected .86
Least Pay for Desired Job .86
Remedial Instructor Rating .55
Ways to Look for Desired
Jcb =.33
Financial Help to Family .31
Factor Variance = 3.2

24=

Facter II
Personal-Socia 1 Adjustment
Variable

Get Along with Family

Awareness of Job
Characteristics

Save Money

Family Feelings About
Trainee

Peer Rating

Importance of Keeping Out
of Trouble

# People Giving Hard Time

## Health Problems

Factor Variance = 2.4

Factor IV

Loading
.76

§72
+35

.48
.41

.31
= 30
-.30

Effeitivgrjob Planning

Variable

Level of Long=Term Job
Plans

What to do beyond First
Job

Important Things to Ask
Job Interviever

# Relevant Ways to Search
for Job

# Relevant Reasons for Sel.
Present Training Area

Feelings of Voc. Adequacy

Counselor Rating

Factor Variance = 2.5

Loading

67



Factor I

Table

6

Rotated Loadings for
Program Completion Criterion Factora

(Females; N # 189)

Training Program & Social Adjustment

Variable

Family Feelings About
Trainee

Counselor Rating

Get Along with Family

Peer Rating

Remedial Instructor
Rating

## People Giving Hard Time

Feelings of Voc., Adequacy

Voc. Skill Instructor
Rating

Factor Variance = 2.6

Factor III
Monetary Expectation

Variable

Amount of Pay Acceptable
Starting Salary Expected
Top Salary Expected

# Jobs Willing to Train
For
Voc. Instructor Rating

Factor Varlance = 2.8

Loading

.64
.64
.61
.56

2-53
W47

.29

.85
.84
.83
.32

-.32

Loading

Factor 1II

Positive Job Orientation

Variable

What to do beyond First
Jaob

Long Range Job Plans

Awarenegs of Job
Characteristics

Ability to Carry Out Plans

# Relevant Ways to Search
for Job

Important Things to Ask
Job Interviewer

Factor Variance = 2.1

Factor IV

Loading
.67
.66

.45
.43

41

36

Vocational Confidence

Job Knowledge

Ability to Perform Job

Save Money

#f Relevant Ways to Search
for Job

Feelings of Voc., Adequacy

Job Motivation

Level of OIC Training

Factor Variance = 2.1

Loading

.37

-.30



dominance. As before in the analyses of the test battery, loadings of
approximately .30 or greater are utilized for factor interpretation,
Although factor designations for males and females reflect broad gimi-.
larities, there are a number of differences in the specific loading

patterns. Factor I In each sample CIfainiggﬁEragfam‘Adjustmgnt for

males and Training Program and Social Adjustment for females) is clearly

one that defines trainee behaviors indicative of success in the program
based on ratings by peers, counselors, remedial and vocational skill
instructors and (for males) absences over the course of training. Only
one aspect of social adjustment accompanies program success for males in
the form of "Trouble with Police"; whereas, females show a much broader
component of family and community adjustments along with their adjustment
to the training program (thus, dictating the s@mewhét different designa-
tion for the female v:.rsion of the factor). Sccilal adjustment variables
for males combine to form a readily interpretable and separate factor of

Personal-Social Adjustment (Factor II) that defines a trainee who is ad-

Justing in terms of family, community and peers; in his perceptions of
work, his need to avoid trouble and his assessment of his personal health.
The factor that is dominant in each gample, in terms of factor

variance (HaneggrzWExPE;Ca§i@n5; Factor III) 1is quite similar for the

sexes; being definable almost exclusively from the high positive loadings
on salary expectations (starting salary, top salary and minimum pay expec~
tations for a desired job). Among males, those who have their sights set
on higher earnings tend to receive higher ratings by one of the inatruc-~
tors (Remedial Skills Instructor). Females with such ambitions, by con-

trast, show a slight tendency to receive a lower rating (i.,e., from the
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Vocational Skills Instructor). Other negative aspects of performance
also enter into the factor, to a minor degree, for hoth sexes. For males,
those scoring high on the factor show lesser knowledge of effective ways
to search for a desired job. For females, there is an unwillingness to
volunteer to train for a variety of different jobs with high monetary
expectations.

The remaining criterion factor for males has a vocational focus

that depicts Effective Job Planning (Factor IV) dominated by knowledge

of what to do if the first job obtalned after OIC doesn't work out, a
higher level of long-term job plans, knowing important questions to ask
a job interviewer about a prospective job, the best ways to search for
a job and more relevant reasons for having selected the particular voca-
tional area for training in OIC., This pattern bears a marked resemblance
to Factor II for females, which carries the same designation and dominant
loadings on most of the same variables.

Relatively unique to the female sample in its loading pattern is

Factor IV, Vocational Confidence, which defines a trainee who is confident

of her knowledge of a desired job and her ability to perform it, along
with a positive attitude toward work in the form of stronger Feelings of
Vocational Adequacy and Job Motivation. prever, the confidence may be
somewhat misplaced (i.e., overconfidence?) since the trainee appears to
be less capable of describing relevant ways to search for jobs. Moreover,
these women tend to be enrolled in lower status level occupational

courses in OIC.*

* Areas of training were rated for status level on the basis of the NORC
Occupational Status Scale (Duncan, Hatt & North, 1961).
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38



Although some few criterion variables used here differ from those
used with previous (N.Y.C.) study samples, the resulting criterion factor
designations dealing with training program adjustments, social adjustment,
and planning capability were found to be equally present and interpretable
qu those younger school dropout trainees of the N.Y.C. program=-with
specific loading patterns being only approximately comparable. The

difference of primary interest is that the Monetary Expectation factor

which appears as dominant for OIC males and females was not at all evident

in the N.Y,C. samples.

Post-Program (Longer-Term) Criterion Dimensions

From the 35 x 35 intercorrelation matrix of post-program criterion
variables (both sexes combined) four interpretable factors were extracted
and are presented below (Table 7) in terms of their designations and
loadings.,

The most clearly interpretable and dominant factor is the ﬂﬁé

designated as QOverall Employment Success (Factor I) with its primary

loadings on the variables of Salary Ralse, Promotion, Job Satisfaction,
Length of Stay on the Job, Saving of Money, and Current Employment
Status (i.e., at the time of the interview).

Another and somewhat different form of job success appears as
largely specific to the worker who entered a blue collar employment

setting (Blue Collar Jcb Success; Factor II). This cluster of criterion

variables depicts a former trainee who entered a blue collar job setting,

obtained a higher level job, higher starting salary, expressed greater

job satisfaction, had higher job pay expectations for the future, and,
39
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Table 7

Rotated Loadings for Post-Program Criterion Factors

(N & 103)

Factor I
Overall Employment Success

Variable

Save Money .59
Raise in Salary (No/Yes) .58
Met Job Expectations .55
Job Satisfaction .55
Employed (At Time of

Interview) .54
Promotion (No/Yes) .54
Length of Stay on Job 47
Family Feelings about

Trainee W43
Ways of Finding Next Job .36

Factor Variance = 3.1

Factor III
Job-Seeking Effort

Variable

## FPiaces Interviewsd
# Applications Filed
# Sources used to Find
First Job .54
Received Unemployment Pay-
ments (No/Yes) .38
Length of Stay on Job =.36
Knowledge of Desired Job ~.36
Hours Worked/Week -.35

oo oo
[

Factor Variance = 2,7

Loading

Loading

Factor I1

Variable

Top Pay Expected

Job Quality Level

Level of Future Job
Sought

Amount of Starting Salary

Job Satisfaction Scale

Blue/White Collar Employ-
ment

Met Job Expectation

## Contacts to Find
Trainee

i
Hoadt
[

Factor Variance

Factor IV

Loading

.67
.64

.63
.58
.49
-.47
.40

-.35

Variable

Long Range Job Plans

## People Giving Trainee
Hard Time

# Ways to Carry Out Job
Flans

Financial Help to Family

Going to School (No/Yes)

Blue/White Collar Employ-
ment

Employer Rating

Hours Worked/Week

Factor Variance = 2.3

40
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if he left the present job, would tend to seek one of highér status

level. Factor III, interpreted az ene of Job Seeking Effort, seems

reasonably definable on the basis of its highest loadings on number

of places interviewed, applications filed, and sources used to find

a job. The diligent search, however, does not characterize someone

for whom the effort has necessarily pald off, in that this former trainee
is one who has worked fewer hours per week, spent less time on the job

he held (or holds), and has tended to receive more unemployment insurance
payments,

The fourth factor (Social Adjustment and Job Planning) is not as

clearly interpretable as the first three, since 1t seems to incorporate
elements that would be thought to constitute séméwhat separate dimensions.
The job planning aspect of the factor is apparent in itg loadings on long
range plans, knowing how to carry out job plans, and attendance at school
on the part of the former trainee who tends also to be the one employed
in a white collar setting. Coupled with these are the obvious social
adjustment indices of providing finaneial assistaqce to the family and
better community adjustment (i.e., fewer people giving the ex-trainee a
"hard time™). Those who score high on this dimension receive a higher

employer rating. Paradoxically they are somewhat more likely to work

fewer hours per week,

C. Test Validation

Having identified the criterion factors, the predictive test validi-

»
-

ties--which are of major interest for present study purposes-=can now be

* A number of the variables that load on the factor are probably sex-

linked (e.g., "Blue Collar/White Collar Employment" correlates .32 with
Sex). Combining males and females in this sample is thus more likely
to produce such a "hybrid" effect.

=30=
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(program completion) and longer-term (post-program) dimensions. As
implied previously, the greater burden of evidence for demonstrating

validity must reside primarily with the program completion criteria,

possibilities that stem from the larger sample size, and the opportunity

to conduct separate analyses by sex.

Short-Term (Program Completion) Validities

Validity coefficients for the 13 test scores and the Vocational
Ingergsﬁ subscales, using factor scores obtained from the Program Com-
pletion matrices, are preseated in Table 8 for males and Téble 9 for
females,

Significant validity at low to modest levels for a number of the
measures is évidEﬂEa-espacially in relation to the Training P;ogram
Adjustment dimension. For males-the highest predictive validity with
that criterion factor is found for the attitudinal measure that reflects
awareness of how to behave in the job setting (Job Holding Skills;

r = .34); while two cognitive measures also achieve respectable levels

of validity (Job Knowledge; r = ,28, and PR-File Card Sorting; r = .24).
Self-Esteem (r = .20) and Deferred Gratification (r = .22) add additional
evidence pointing to the minimal but significant value of other attitudi-
nal perceptions.

Overall, higher levels of test validity are found for the female
sample, among whom the Job Holding Skills test (r = .36) qualifies as

the most valid measure of the battery, just as it did for males. Job
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Table 8
Validities for Test Battery Using Program Completion Dimensions as Criteria
Males (N # 115)

Factor 1 Factor II Factor III Factor 1V

Training Personal- _ Effective

Program Social Monetary Job
Test Adjustment Adjustment Expectation Planning

1. Job Knowledge . . 28%kk ,19% .01 22%
2. Self-Esteem .20% .13 -.03 .16
3. Deferred Gratification L22% .09 =.03 .13

-.03 .11 -.08

o
(5]
]

4. Level of Voc. Aspir.
5. Level of Voc, Plans -.05 .02 .02 .01
6. Aspirations minus Plans .08 -,05 =.07 ~-.09
7. Attrlt. toward Authority .07 .18% .15 +15
8. Job Seeking Skills .15 . 20% .12 -20%
9. Job Holding Skills J34%% L19% .03 .06
10. Motiv, Voc. Achievement .17 .07 .05 .06
11, PR-Map Reading .13 .00 .01 - .05

12. PR-Zip Coding 17 .06 .05 ~.05
.02

13. PR-File Card L 24%% =.06 -.12

Interest:

14, Aesthetic -.06 =11 -.04 -,12
.08 14

m
=)
|
b=
=

15. Scienc
16. Technical .00 -.01 24% .01
17. Clerical -.02 .14 -.06 -.09
18. Business -.07 .02 -.02 =.04
19. Service .07 .16 .01 .04

20. Outdoor -.02 -.02 .16 -.04

* Significant at ,05 level
** Significant at .01 level 43
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Table 9

Validities for Test Battery Using Program Completion Dimensions as Criteria
‘ Females (N & 18%9)

Factor I Factor II Factor III Factor IV

Training

Program Pogitive

& Social Job
Test Adjustment Orientation Confidence Expectation

Vocational Monetary

1. Job Knowledge L25%% .28%% .03 14
2. Self-Esteem 16% .01 .09 .05
3. Deferred Gratification .16% L17% .12 .05
4. Level of Voc. Aspir. -  =.13 -.18% - 19% -.05
5. Level of Voc. Plans c=.36%% -.18% .07 =.06
6. Aspirations minus Plans J25%% .02 - 22% .02
7. Attit. toward Authority .14 04 .03 -.02
8. Job Seeking Skills 24%% 37%% .15 .10
9. Job Holding Skills . 36k* 214 -.04 (25%%
10. Motiv. Veoc. Achievement .03 =,03 .02 =.03
11. PR=-Map Reading .16% L21% -.01 .05
12, PR-Zip Coding .23% <14 .03 J17%

Interest:
.12 =,16% -.11 -.11

13. Aesthetic
14. Science .09 =.02 .04 -.02
15. Téchnical S =u17% -.20% -.06 .06
.10 -.03 .05 .09

16. Clerical
17. Business .15 -.14 .04 .02
-,15 -.01

I
o
~d

18. Service -.03

19. ODutdoor J .03 -,01 .01 .05

* Significant at ,05 level
**% Significant at .01 level
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Knowledge (r = .25), Job Seeking Skills (r = ;éﬁ), and PR-Zip Coding
(r = Q23) represent the cognitive contribution to validity in their pre-
dictive value against the:"Program Adjustment" cluster of criterion
behaviors. Of interest in the test validities with this factor is the
cvefficient for Level of Vécaﬁianal Plans in the form of a relatively
substantial negative r of -.36. Along with this 1s the significant
positive value (r = .25) for the Aspirations-Plans discrepancy score
(LVA minus LVP). OIC females with high levels of vocational expectation
(plans), are the ones least likely to display the behavior pattern that
defines success at program completion. This apparent disadvantageous
effect of too high a level in occupational goal expectations for females
is reinforced by the two negative validities for LVA and LVP with the
"Positive Job Orientation'" factor (r's = -.18). At the same time, those
trainees whose job hépes-(aspiratians) exceed their expectations (plans)
to a greater degree--i.e., where vocational plans are kept well below
vocational desires--tend to be the ones who show ‘a higher level of train-
ing program success,

With the "Positive Job Orientation" faetor, both Job Knowledge
(r = .28) and Job Seeking Skills (r = ,37) measures are again found to
be dominant in their validities, as they were for the Training Program
and Social Adjustment factor. Other scattered significant validities
for males and females on the remaining criterion factors are self-evident
and relatively minor in magnitude.

In terms of the overall validity patterns, the most effective of tﬁe
tests for males would appear to be Job inéwledge, with iES:PfEdiEEiVE

capability across three of the four criterion dimensions, followed closely



!

by Job Holding Skills and some lesser degree of value for the Job Seeking
Skills measure. For females, the best of the measures on the battery are,
essentially, the same three as for the males but with considerably higher
validities and somewhat different ranking--i.e., Job Holding Skills is
clearly of first rank, followed closely by the Job Seeking Skills and Job
Knowledge measures. The tests of Practical Reasening show only minor and
scattered indications of validity for these short-term QﬁEEOmES; with
somewhat more promise for females than males.

The Interest subscales have the least demonstrable value with these
criterion dimensions; nor would they necessarily have been expected to
show strong validity patterns, without the opportunity to examine the

relationships within specific vocational skill areas in the OIC program

Longer-Term (Post-Program) Validities

Validities for the test battery, based on Poat-Program criteris,

are shown in Table 10. The levels of validity achieved are noﬁ particu-
larly striking for tﬂis relatively small and seriously restricted follow-
up sample of 103, that required combining of males and females for any
useful analyses. Despite the probable sample limitations, however, the
results show certain patterns of relationship that merit comment. One
such pattern tends to confirm the earlier indication of a negative rela-
tionship between occupational plans and employment success (r's = -.22

and -.23 with the two employment success criterion factors) and 1is coupled

* Lokan (1973) reports greater predictive validity than shown here for
these Interest scales when grades in particular vocational skill areas
of secondary school programs are used as the criterion.
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13.

Validities for Test

Test

Job Knowledge
Self-Esteem
Deferred Gratification

Voc. Aspiratiens

Aspirations minus Plans
Attitude toward Authority
Job Seeking Skills

Job Holding Skills

Motivation Voe. Achievement

PR-Map Reading
PR-Zip Coding

PR-File Card

Interest:

14@
15.

l6.

20.

Aesthetic
Science
Technical
Clerical
Business
Service

Outdoor

* Significant at .05 level

Table 10

(N & 103)

Factor 1

Factor III

Battery Using Post~Program Dimensions as Criteria

Factor v

Overall .

Employment
_ Success

Job
Search
Effort

Social

Adjustment
& Planning

!lg

-.03
—-.22%

igl*

11
.05

.05

=-,21%*

-.05

20%

.01

.17
"llD
-, 23%

ll7

.00

14

.04

.07

1
2
o]

<19%
.08

.00

.04

.17
.03
.02
.04
.03
.04

.00



with an indication that favorable outcome attaches to the trainee who
maintaing hid occupatlonnl desires (aspirations) well beyond his actual
job plans.*

Two of the cognitive skill tests (Job Seeking Skills, r = .20; and
PRaﬁip Coding, r = .29) provide modest levels of validity with the most
predictable of the post-program criterion factors, i.e., the "Blue Collar
Job Success" factor; Attitude Toward Authority, in its relation to that
same criterion factor (r = ,28), represents the one attitude scale with
any worthwhile level of validity. For the two remaining criterion perfor-
mance dimensions of "Job Search Effort" and '"Social Adjustment,"” PR-Map
Reading yields the only two significant validities found.

Scattered and more difficult to interpret validities seen in Table
10 for ﬁhe Interest subscales could be considered an understandable
result of having to combine male and female samples on measures known

to be sensitive to sex distinctions.

Employment as Criterion

An opportunity to examine ﬁEmplgymént" as a post-program criterion
is possible with the availability of the 103 members of the sample who
obtained full~time employment (one week or more) following their 0IC
training and the 54 who had not found employment during the 6 to 8 month
follow-up period. Bi-serial correlations between thé dichotomous employ-
ment variable (Employed vs. Not Emploved) and each of the 20 predictor
test scores are shown in Table 11.

* In prior study results, using N.Y.C. trainees (Freeberg, 1974), a simi-
lar level of negative predictive validity was found between the LVP
measure and '"Blue Collar Job Success" (r = =.21) as well as with one

other job performance criterion factor (r = =-.31 with a factor of
"Short-Range Job Orientation').
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Table 11

Predictive Validities Using Full-Time Emp loyment
(Employed Full Time vs. Never Employed)

as Criterion .
(N = 157)
Test Tbis

1. Job Knowledge -.08

2. Self-Esteem 514

3. Deferred Gratification _ .13

4. Level of Voc. Aspirations -.04

5. Level of Voc. Plans .05

6. Aspirations minus Plans =.04

7. Attitude toward Authority .20%

8. Job Segking Skills (21%%

9. Job Hélding Skills .06
“10. Motiﬁatign Voc.Achievement -.09
11. PR-Map Reading .16*
12. PR-Zip Coding .12
}3. PR-File Cafdi ’ .33%
Interest:

14. Aesthetic .05
15. Science .05
16. Technigél .10
17. Clerical .07
18. Business .15
19, Service .04
20. Outdoor .11

Males only, N = 43
* Significant at the .05 level
** Significant at the .01 level

-38-
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The two tests having the most significant levels of validity with
this employment criterion are Attitude Toward Authority and Job Seeking
Skills_ This tends to strengthen their value as long~term predictors,
previously shown above, with the "Blue Collar Job Success" dimension as
criterian.. It seems logical that those who possess capability in knowing
where and how to seek emplaymgnt would be the ones most likely to find
it, while a more positive (i.e., facgéptable") attitude toward those in
positions of authority also appears to add to that likelihood. Some
prospects for the value of cognitive skill capability as an employment
pr&ﬂictar also emerge in the r of .33 for the PR-File Card Sorting test
Cmales only) and is reinforced slightly by the minimal but significant

r of .16 for PR-Map Reading.

CONCLUSIONS
In this attempt to validate a test battery for use with trainees
in a manpower program that stresses vocational skills éevelapment (i.e.,
0IC), it has been possible to demonstrate the extent to which a number
of thérmeasures show promise as valid assessment tools. As might have
been anticipated, however, the validity achieved tends to be largely a
function of the nature of the cfitériﬁn measures chosen, their tempafal
position (as short-term or 1@ngerétermncuCnges)§ the quality of the

criterion samples or data obtainable, and the sex of the respondents
Such considerations argue for limiting the conclusions of the

present study primarily to the findings based on the short-term (program

completion) criteria. Deficiencies in the post-program criterion data

-39-
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severly limit the generalizations that can be drawn from these findings.

Given the foregoing caveat, it can be concluded that:

(a)

(b)

(d)

Predictive validity of the battery was best against empirically
defined, independegt clusters of short-term performance out-
comes (i.e., criterion dimensions) obtained at training program
completion.

Fairly consistent significant validities, at modest levels
(r's = .20's to mid ,30's), appeared for those cognitive tests
dealing with knowledge of the requirements entailed in perform-
ing a variety of jobs (Job Knowledge), knowing how to search
for and apply for jobs (Job Seeking Skills) and in following
directions for job-simulated tasks (Practical Reasoning Skill).
In the attitudinal d@maih!'supéficf validities belong, unmis-
takably, to the measure that reflects an awareness of appro-
priate behaviors in a job setting (Job Holding Skills)--
essentially on a par with the measures of cognitive ability.
Self-Esteem, Deferred Gratification and Attitude Toward
Authority scales reach validity levels that are significant

but minimal in magnitude and, as a group, fall distinctly
below validity échigved with cognitive measures,

Validities obtained for a measure of trainee vocational plans
indicate that females whose occupational expectations are
higher tend to be less successful in their éritericn perfor-

th zexes

(]

ny

mance at the completion of the program. For b

combined in a single sample a similar result, with criteria

of post-program employment and job success, was obtained.
ol
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(e)

(f)

(g)

Interest subscales showed little predictive validity against
the broad criterion dimensions. Since those dimensions did
not reflect specific jobs or different occupational areas,

a more definitive assessment of validity would seem to be

. contingent upon data that allowed for deteymining differential

validities of the various interest scales against subgroups
of occupations entered.
Those short-term criteria of success for which the test

battery 1s most predictable are the ones that form a dimension

of "Training Program Adjustment" composed of ratings of
counselors, instructors, and peers, along with several measures
of édjustment to family and community. This would appear to

be the dimension for which test prediction of short-term per-
formance 1s logically most desirable and for which the data

are rather readily obtainable.

Using factorially derived post-program criterion dimensions,
designated as "Overall Employment Success,' "Blue Collar Job
Success," "Job Search Effort," and "Social Adjustment and
Planning” only a scattered handful of significant predictive
test validities could be found. These were primarily in
relation to the '"Blue Collar Job Success" erfterion dimension
for the tests of Job Seeking Skills, Attitude Toward Authority,
;nd a measure of Practical Reasoning. As further confirmation
of the value of these measures they are also the ones that have
positive predictive relationships with the gingle dichotomous
criterion measure of whether or not the traimee obtained full-
time employment after leaving OIC,

félé
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(h) Measures of the battery may be considered generally applieable
to adult trainees in programs that stress occupational skills,
as well as to the younger, adolescent, groups found predomi-
nantly in "work-experience' manpower programs (for whom the
tests were originally developed). Based on scale acores,
ﬂimensianal structure of the battery and overall validity
patterns, including the criterion dimensions derived for use
in validation, a reasonable level of similarity could be said
to exist in the test pérfgrﬁance of these groups. The similar-
ities occur despite numerous differences in sample composition
with regard to education, age, marital status, and the eco-
nomic conditions during the time periods in which data were
obtained,

From these conclusions,the inference may be drawn that the most

valid of the tests are likely to be useful as puidance tools for opera-

tional assessmegc purposes in manpower tralning programs. On the basis

of Findings for both concurrent validity studies (Freeberg, 1968;

Freeberg & Reilly, 1972) and short~term predictive validity studies

(Freeberg, 1974), the dominant measures most defensible for programmatic

use have continued to be the cognitive ones of Job Knowledge, Job Seeking

Skills, and Practical Reasoning abilities, along with the attitudinal

scales of Job Holding Skills, Selfsgsteem and Attitude Toward Authority.

Other tests that define logically rele;ant construets remain tenuous until

further validation attempts can be made with better quality criterion data.

In addition to the use of these tools for guidance or placement pur-

poses (e,g., to identify "high risk" individuals in a formal counseling
-2 =
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framework), the best of the measures might also be used iﬁ §§”heufiscic
way for defining areas of strength or weakness in tra;ﬁee groups (e-g.,
at program entry) and»thus aid in @adifying curriculum content, Addition-
ally, in situations where there is substantial congruence between program
objectives and constructs measured by the tests, there 1s some Justifica-
tion for their use as measures of change resulting fr@m’3ipasure to the
training program (given proper experimental control in any "befare;aﬁdg
after" study design). Finally, the short-term and longer-term criterion
dimensions that define independent, multi-faceted aspects of trainee
performance (derived here for test validation purposes) can also provide
useful coherent scales for assessing program effectiveness over time.

Any operational use of the most valid of the tests, even on an
experimental basis, would, in any event, require compllation of some
form of user's manual that provides separate sets of normative informa-
tion for an adolescent population in a work-experience program and for
an older population of trainees in an occupational skills type of pro-
gram. In conjunction with those data, there should be guides to broad
interpretation of each measure (or score profiles for sets of measures)
iﬁdicating ranges of likely trainee criterion perfafmaﬂcé bagsed on the

level of test validities so far demonstrated.
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(4)
(5)

)
(D)
(8)
9

(10>

(L1)
(L2)
(13)
(L4)
(15)
(16)
(17)

(13)

(19)

(20)

APPENDIX A

Program Completion Criterion Variasbles

Feelings of Vocational Adequacy (7 item scale score)
Status level of Occupationr Chosen for Training

Relevance of Reason for Selection of Occupational Training Choice
(Irrelevant/Relevant)

Awareness of Job Characteristics (8 item scale Bcore)

Knowledge of Desired Job after 0IC (Trainee self-estimateé - 3 point
scale)

Ability to Perform Desired Job (Trainee self-estimate — 3 boint scale)
Expected Starting Salary (hourly)

Expected Top Salary (hourly)

Least Pay Acceptable (hourly)

Job Motivation (7 iﬁémﬁsééjéwégété)

Number of Relevant Ways to Search for Job

Number of Important Things to ask Job Interviewer
What to Do Beyond First Job (# Relevant responses)
Long Term Job Plans (Status level of job choice)
How to Carry Out Plans (# Relevant responses)

Peer Rating (6 item scale score)

Get Along with Family (3 point scale)

Family Feeling About Trainee—-Trainee estimate of how faelly thinks
he/she is doing (3 point scale)

Financial Assistance to Family (Amount of every 510 earned willing
to contribute once job 1s obtained)

Save Money (No/Yes)
57
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(21)

(30)

Number of People or Institutions in the Community Giving Trainee
a "Hard Time" ' ,

Health Problems (No/Yes)

Amount.gf Trouble with Police (4 point scale)
Importance of Keeping Out of Trouble (3 point scale)
Number of Jobs Willing to Traln for

Number of Different Training Area Changes while in OIC
Number of Days Absent (from classes)

Vocational Instructor Rating (10 dtem scale score)
Counselor Rating (10 item scale score)

Remedial Instructor Rating (10 Ltem scale scaore)

]

i

e
L
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(1)
(2)
(3
(4)
(3
(6)
(N
(8)
(9

(10)

an
(12)
(13)
(14)
(15)
(16)
(17)
(18)
(19)
(20)
(21)

(22)

APPENDIX B

P stsP;gE;amfg;;tgrigg Variables

Number of Contacts (to locate Egiffaiﬂee)
Working Now (at time of interview — No/Yes)
Blue Collar/White Collar (work setting)

Job Quality (3~item scale)

Number of Hours Worked per Week

Length of Stay on Present Job

Number of Jobs Held since 0IC

Number of Sources used to find First Job
Number of Places Interviewed Before First Job

Number of Applications Filed
Exéé;;bﬁé %hiéh TfaLEEE Met Expectations (3-point scale)
Amount of Starting Salary (Present or most recently held job)
Pay Raise (No/Y=s)

Promotion (No/Yes)

Jcb.Satisfacti@n (9-item scale score)

Top Salary Expectation

Level of Job Sought (if left or lost present job)

Job Knowledge (Trainee estimate —~ 3-point scale)

Ways to Search for Next Job (# relevant responses)

Level of long Range Job Plans

4bllity to Achieve Plans (# relevant responses)

Going to School lNow (No/Yes)
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(23)

(24)

(25)

Get Along with Family (3~point scale)

Famlly Feelings about how Trainee is doing (Trainee Estimate-~
3-point scale)

Financial Contribution to Family (# of dollaxrs For each $10
earned)

Number of People Giving Trainee "Hard Time"

Health Froblems (No/Yes)

Number of times seen a Doctor (since leaving 0IC)

Save Money (3-point scale)

Inportance of Keeping Out of Trouble (3-point scale)

Use of Credit (3-point scale)

Ease of Obtaining Credit (3-point scale)

Number of Visits to.State Employment Service (since 0IC)

Unemployment Payments (No/Yes)

- Employer Rating (4-item scale scors)



APPENDLX C

Twenty-Nine Citles from which 0IC Projects

Were Drawn for Study Participation

Albuquerque, New Mexico
Atlanta, Georgia
Boston, Massachusetts
Brooklyn, New York
Chicago, iIllinois
Cleveland, Ohilo
Detroit, Michigan

Erie, Pemnsylvania
Huntington, West Virginia
Indianapolis, Indiana
Jackson, Mississippil
Knoxville, Tennessee
Little Rock, Arkansas
Lubbock, Texas

Menlo Park, California

Milwaukee, Wisconsin
Minneapolis, Minnesota
Montgomery, Alabama
Oklahoma City, Oklshoma
Philadelphia, Pennsylvania
Phoenlx, Arizona

Providenc¢a, Rhode Island

Roanoke, Virginia == = _

Rocky Mount, North Carolina
Spokane, Washington
Stockton, California
Topeka, Kansas

Washington, D. C.

Wilmington, Delaware
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