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SPECIAL NOTE

This monograph is one of a series entitled CET.4 Program Models prepared for the Employ-
ment and Training Administration’s Office of Community Employment Programs, with finan-
cial support by the Office of Research and Development. The series, on program activities and
services, was prepared under ceniract number 81-11-71-09 with the National Council on Em-
ployment Policy and edited by Garth Mangum of the University of Utah. -

The menographs being issued or prepared for publication are On-the-Job Training by James
Bromley and Larry Ward!e; Job Development and Placement by Miriam Johnson and Marged
Sugarman; Classrdom Training--The QIC Approach by Calvin Pressiey and James McGraw,
Supportive Services by Susan Turner and Carolyn Co*lradus Intake and Assessmeint by Lee
Bruno; Work Experience Perspectives by Marion Pmes and James Morlock; and Public Service
Employmen: by Ray Corpuz. Others may be added as circumstances warrant.

The authors, experienced employment and training program operators themselves, review the
purposes and means of carrying out CETA functions and comment on methods they have found
usefiil in conducting programs and avoiding pitfalls. The series is commended not only to
program operaters and their staffs, but alse to community groups and other employment and
trammg services professionals in the hope that this information will enable lnore people tolearn
about CETA prograins, stimulate new.ideas, and contribute to improving the ;uality of em-
pleyment and training programs.

The series should not be regarded as official policy or requirements of the U. S. Department of
Labor. Although everv effort has been made to assure that the infermation is consistent with
présent regulations, prime sponsors are urged to consult current regulations before adopting
ch'anges the authors may advocate. The authors are solely responsible for the content.

Anocther series of use to CET'A prime sponsors and their staffs is CETA Title-VI Project
Description Reports. There art two volumes in this series. The first monograph was prepared by
MDC, Inc., Chapel Hill, N. C., under contract number 82-37-71-47. The second volume was
prepared by ETA  with assxstanl e from primc sponsors, regional ofﬁces and a private
contractor.

Copxes of other titles in these series may be obtained from:

Office of Community Employment Programs
Empioyment and Training AdmiRjstration
U.S. Department of Labor

601 D Street, NW.

Washington, D.C. 20213

o
!
Reader comments and suggestions are welcomed and may be sent to the above address.

.
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PREFACE

A frank discussion of client assessment in its broadest terms necessarily raises issues and
generates «differing. opinions concerning intake and assessment as program components. In
many instances, the object of assessment is an applicant for an employment or training service
whe is disadvantaged as a conscquence of poverty, minerity status, or chcr cmplovmcnt

_ handicaps.

There is a scrious tack of validated asscssment techriques for dLLUl‘dlCl\r &valuating ﬁesc

clients. Routine use of some standardized tests in these cases has generated lawsuits by clients

who contend that, because of their particular circumstances. the tests were discriminatory.
Many recent court decisions have upheld this centention. It now appears prudent to have any
client-screening process reviewed by an authority on cqual employm:nt opportunity compliance.

Another issue ccneerns client involvement in the intake and assessment procus It must be
emphasized that such™aprocess should be regarded pnmdnly as a service to clients. Offering
models that demonstrate how management may benefit from client assessment should not de-
tract from the client-centered approach; nor should the use of structured assessment tools in a
s¥stemaic attempt 1o solicit useful client data be regarded as dehumanizing. Rather, it'is pro-
posed that the mclhodology and model variations discussed herein would serve to more clearly
define the judgmental paramelers within which program staff could operate to the ultimate ben-
cfit of the client.

In this light, coulc 1t be suggested that clients’ past experiences and self‘pcrccplions at the
point of intake—considered separately or together—arc not always the mast valid basis for
decisionmaking? It is submitted that a good intake and assessment activity should provide
clients with new and significant information about themselves that would not have been avaii-
able otherwise. To the extent that a client is aided in life career planning, the intake and assess-

ment activity is fulfilling its first objective. To the extent that programs are able to manage re-

sources more wisely, it has achieved its second objective.

A third issue rclates to the dangers of an informal selection system. Such a systemjs one in
which enrollees are selected randomly or selected without regard to rational crilcriucgl}z\h as the
first come, first served method. Clients who are aware of program opportunities, or who  happen
to be standing ir line to make application at the right time, arc enrolled, whereas dnUth r-ap-

~plicant who may. or may not have better qualifications is not enrolled. ‘Prime sponsors who

maintain this selection system are not fulfilling their rc.spoml‘bllny to the commumly to see that
the program resources are equitably distributed. :

Another mformal selection system is one in which bias operates to screen out the
intake and selection. The interviewer imposes his or her own personal hiases on the client. Such
an interviewer may unwittingly discourage a client from proceeding further or may even make
a judgment that this individual is not suitable for a program enrollment. This may be done at

il 4

i

un-
wanted” applicant, frcquenlly found to be the case where interviewers make decisions rcgdrdlnz _

v
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the initial poiat of intake where ao records are maintained. In such <|luauons. a prime sponsor
mayv be unaware that a selection system is being operated.

A general-description of intake and assessment. presented in chapter | of this monograph.
examines the elements of the process. The chapter allows the reader to relate these elements to
local {actors that have an impact upon program design and performance. A firm grasp of the
practical aspects of the intake and assessment process allows the reader to understand how
clements such as individual client characteristics. progfam performance standards, and local
mizses may be influenced by the size of the project, interagency relationships. and the many other.
variables that directly or indirectly affect every prime sponsor's program.

Chapter 2 reviews the literature that seems to provide the most pertinent informatien rei-
ative to the assessment technigues available for use by employment and training programs in
the sclection of potential eniroliees. 1t refers the reader to printed md}crwl (see also Bibliog-
raphy) that permits further individuai siudy of any specific area. By previding a readiiy ac-
cessible guide to the literature currently available, it may reduce the need for extensive research
hy program practitioners. i .

Variations of program models are discussed in chapter 3, which provides the reader with
information that may suggest ideas for developing a plan of action. The chapter demonstrates
Jhow the elements deseribed in chapter 1 may be combined and what impact these combinations
have on the programs in which théy are used. Model variations are followed by case studies that
reflect current application by Comprehensive Employment and Training Act (CETA) prime
sponsors: Although by no means a complete directory, the chapter identifies resources for a
more detailed inquiry. ) ‘

Chapter 4 briefly reviews the first three chapters and discusses current dala limitations. It

also suggests areas for additional study and research.

To receive the maximum benefit from ihis material. one should read the-fifst and last chap-
ters with particuiar care. They provide a good orientation to intake and assessment, as well as
some basic tocls for use in bringing about change and development, with a'minimal investment
of time. The intervening chapters suggest sorne shortcuts in using these tools, which should re-
duce the risk of reinventingthe wheel.

This monograph should not be viewed as the final word on the successes and failures of
CETA programs. It is offered as an opportunity to share the author’s knowledge of intake and
assessment. acquired by personal, practical experience, research of the literature, and exper-
‘iences recounted by others. In presenting this information, as clearly and concisely as possible,

the author attempted to provide an intermediate summatian, intended to stimulate new ideas
and challenge readers to refine.their assessment techniques. To the extent that it realizes this
objective. readers will be made aware of methods. ard models that may be employed to revise or
develop intake.and assessment activities, facilitate enrollee success, and offer other program
henetits not customarily associated with employment and trainirig program components.
ivis. Lee Bruno, the auther of this monograph, is currently on assignment with the Employ-

ment and Training Administration’s Office of National Programs. She organized and managed
employment and training programs in Escambia County, Fla., and was director of the Escambia
County Department of Health and Social Services. responsible for administering health. human

resources, employment and training, veterans and youth services, and the agricultural extension

office. Her experience also includes serving on the Emp]oymenl and Training Admm.slruuo;l S
'\d[l()ndl Work Group on Program Review and Assessmenland provxdlm7 technical assistance’
in ex-offender programs and prime sponsor self-evaluation. : '

o
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1. GENERAL DESCRIPTICN OF INTAKE AND

Intake is 4 taken-for-granted process, so routine that it
seldom becomes an object of refinement, which s ypfor-
tunate. Assessment is regarded with suspicion by Many em-

ployment and training specialists 2s an activity that diserim-

inates against the disadvantaged. To some people, assessing
a client implies an adversary relationship whereby potential
clients must compete to be served. This interpretation is so
contrary to the philosophy of most employment and training
programs that assessment has fallen into disrepute, regyrded
by some as a questionable practice. If we add to this the
general failure of the science of psychometrics to prove it-
self competent to measure pcople——CSPCCian)’ those who vary
from the “norm™ —there exists some basis for prejudice.
However, none of these considerations can alter the fact
that the most important decision made in the course of the
day-to-day operations of an employment and training pro-
gram is decided which applicants to enroll. It is this dec:sion
that determines whether those intended td be served are in
fact served, and how eflectively that service is rendered.
Allhough explanations abound for the failure of employ-
ment and training programs to achieve their goais, common-

-~ sense dictates that most people have an affinity for that which

meets their needs. The high drop out ratc of CETA pregram
enrolices suggests that many cliets’ needs are not being met.
As a résult, considerable resources are being wasted because
of the incorrect matching of an enrollee Lo'a training activity
or job. Program planners establish a mix of services based on

“their best assumptions about clients’ needs. The intake and -

assessment component tests these assumptions, wereby
leading the way for program refinement and adjustments,

it is the thesis of this monograph that identifying client
necds is an essential element in the development of good

Q
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ASSESSMENT

3

programs. Intake and gssessment are activities where this is
accomplished. The resylts have an impact on client success
as well as the cost-effectiveness of any developmental pro-
gram. AS a service to clients, it expands their self-knowledge
and permits more relevant counscling. it can also be an op-
portunity for clients 1o test reality in a supportive atmos-
phere, expand their vocational horizons. and sample the
wares of the system that promises to serve them. '

For a training or ¢mployment activity to be successful.
it must be able either 1o identify those clients who can best
use ils Services or 1o offer unlimited resources, time, and
money to any and ajl possible applicants. Since the |atter is
unlikely to occur, it js important that program operators
examine the rationale pehind their enrollment process.

For purposes of ¢larification, intake is defined here a5 any
process that controls the flow of enrollecs into a program ac-
tivity—such as work experience or classroom training—at a
rate that maintains optimum enrollment leveis. Asgessment -
is defined as the process that determines selectivly which ap-
plicants are to comprise that {low of enrollees. A proader
definition of assessment would be any analysis of cljent data
that.supports a judgment. Because of this close reiationship.
intake and assessment are usually regarded as one contjnuous
process. Since counseling is a principal technique for imple-
menting the intake and-assessment activity, it is also regarded
as integral to intake and assessment. Counseling provides the
client with feedback from the ussessment process, with infor-
riation about empioyment and training opportunitjes so that
a plan of action cap evolve. Assessment (by this foregOiﬂg
definition) is yastly broad in scope. It may be more useful to
ca[egcrizc i'l ,~3CQQ!’ding to degree of resource comn;itmcnt
and the related purposes such a commitment serves.”
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Level i—Judging Eligibility for
Admission

Allprime SPUNSOTS dssesses o detenmine client chyehi v in
compliance with Federy! requirements. Thisaneludes m;uldz-
ing chent Ch;lruClCFi\licjv'»\i\h federath mundated criterig, us
r;st:ih“ﬁhcd
i

well s any wdditeny] rL‘JqLircrm:n!w locaily 1o

O N S NPTt

ASSUTT SETVIVE {0 specific Largent
identificd by using o gquestionraire that 18 widely known as an
application or “intake™ form. At times. the assistanee of an
interviewer is needed. but vsually colleeting these dury s o
simple ind incxpensive yndersaking. The problem uppears in
the process of unaly/ing the data to maoke judgmenis ohout
priotit. for earollnient. The major contnbutions mude by
CLTA prime sponsors to the art of intake gl :h';‘:x:;mcn.i
haeve heen rating systems 1o classify cligib
priofity groups alserding to noed

2roups

clients inte:

Level 2-—Matching Client to

Activity

Most prime sponsors must decide w hether eligibie ppli-
cants arc appropriate candidates for the limited services they
ha e to offer. Such an assessment is made to determine il'[h’c
client is likely to become emplovable as @ result of the serv-
ices they are able 1o give, In the secornd level of assessment.
data are collected and analvzed io support = judgmient as o
which applicant amon :he many should be reserred to a pyr-
ticular program activity, The matching of client 1o aciivity in
this case would be largely influenced by the client's Sli;icd
preferences and general edycation.

Initially. individual clients indicate that-they need one or
more of (1) training, {2) job placement. or (3) financial as-
sistances tarely do they vay that they need anything else. The
primary sources of data i";':r a level 2 assessment are the in-
dividual client reports on themselves (usually enllected by the
interviewer in g sirictured atmosphered and traditional acy-
demic tests,

Level 3—Diagnostics for
l_ndividualization of Services

A few prime sponsors assess client skills, interests, apti-
tudes. and other employability factors to obtain a more uc-
curate match of needs for services. This level of assessment
invariably involves a wider range of .validated assessment
instruments and structured interviews and questionnaires, A
tevel 3 assessment assumes that client self-reports are nol

- o . }
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ployment history, or

ot o tors b Chient needs Tnoimany anstanoes, chienty
areonether wnbing nor abbc Lo articubets thar strengths and
-,u:;:‘r;ric-w_w. Lesel 3 asicnsment 1a nocessary when the pro-
prany eperator s oowide array of servroes aelable, asan o

CETA program, and necds to make o judgment on tvpe of

service or services that would he mast bem-fost to g partic-
ular client,
For example, ane prime sporsor learneo that, in the fiest

Cdavecarescrvices were Con-

wear ot aperation under C R A

sumIng dn cnormous portion of the services budget, How-
crer.a siudy showed that in muany cases clients could provide
their own dav eure from person:! resources. Dental care, cos-
rective lennes, and similar minor medical sorvices were areas
where thee could nat Consequeatly,
funds were shifted frem day-care te minor medical services,

aflferG such services.

with the reselt that no elients withdrew from traming Later,

the level 3 wssessment acavity <howed precisels where the

needs forsupportive services should be,

Summary

The first level of assessment establishes eligibifity for serv-
ices. The second Jevel channels clients into program activities
that match cither their request for services. education, erm-
interviewers™ impressions. The o
el uses diagnostic procedures 1o provide imdividual ¢l:_ats

ith meaningful information regarding their strengths and
aeaknesses. This gives the rationale for @n individualized
step-by-step empicyahility plan. The usc of this procedure is
more likely to develop knowledge of cach ciient’s needs and
thus enable service deliverers to channel resources more ex-
peditiously and effectively.

Program operators may vary their levels of assessment 1o
correspond with a particular kind of training or client group,
therehy operating an intake and assessment activity that
amounts Lo i combination of the three, An example would be
a level I assessment for clients enrolling in a summer youth
srogram or public service employment activity, a level 2 as-
sessment for veterans enrolling in an on-the-job training com-
ponent, and a level 3 assessment for stliterate ex-offenders
with minimal academic skills who are enrolling in classroom

raining. The choice of assessment level reflects the assump-

ions that one can make about the clients’ needs for services
and the demands the training er employment activity make
on the clients. _

So far, client assessment has heen treated only as part of
an.overall service delivery mechanism. it can also be used to
supporl program management. Data derived from the client
assessment process will reveal the following to program
Managers:

1. Types of clients applying for services.
2: Those whose needs cannot be addressed by
services avatlable,

>

current mix of
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cifeat s Lo, ciien b the osvsesnont
Poaang disgs vrotee i i threr clenen
Suflicient Informazion

Informaton measd me ot Char g s ooy o e
vewsoananly reitehte docistons § rmuse beowahid ndormmatien

free of by or Toontarvnanen D The progrom muara, n
catwmrormation desired

Virous mechanems musl then be de

arve careful thought to the Lo
4 poten
oped to secure this in wili not affect the «
uf the abtiined  For
nroyram sperator wants 1o be sure that people anth the great-
needs are buing served, extrucrdinary care shoula be
cxerensed 1n determuning the that mfluence necid
Krnowledge of the existence und degres of any of thewe Facturs
then bocomes relevant Tius informe-
- tion should be sccured by deseloping a stiugtured interview
that phrases the questions in such o wey that they
influerice the responses. The interviewer ‘should be trained 1n
such i wav that srnitede and antersics techaigues wall result

in objectivity.

il chent
formation that
information

pectivity cxampie, 1f the
st

jactors
inuny puarucular cuse,

wilh ot

Cost-Effectiveness

As essental un element as the first, cost-gifectiveness con.
siderations are significant an establishing a4 sound program.
Cost includes use of agency resources, such ws »tul and client
time. as well as merely making sure there is enough money.
The neecdzd information must be obtained at a cost com-
mensurate with its value saphisticated level 2
ment would not be worth its cost to most summer youth work
expericnce projects.

c.g..

MRS S

Al Limes, cost may be shared by several agencies. thereby
increasing cost-effectiveness for the prime sponsor. Fre-
quently agencics such as local health departments are willing
to participate in such a collaboration because their goals are

served by providing medical screening to divadvaniaged

people who lack preventive health care. in some cases. nor.-
financial agreements have made possible complete physical

3
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Function of the Assessment

The third clement - functinon or purpose of assessment--
v the end to which sl assessment s 4 means. Whenever un
ansessment guiivity serves more than one purpose. 1t is said
tn be meltifunctional As pr-'vlf';u%lv stuted, chent assessment
generally supports employment and traiming activiy by help-
mateh appropn: ate d.c ts o dP;’).’()p!ld{L‘ actiwities. It
siav ser.w other functions of either o chieal service or program
mianagement An example of t'nc jatrer case, cited
carhier, s program evaluation wherein o chient's employihil-
maon:t: in+t the m;m‘. HSSCANTRICAY

HEIE
nature
iy b neriodically red apu
resulis,

Client gnsessment should be i client-centered activity: 1t
cannot te justified as striclly a program munagement lool,
There are muny ways thatintake and assessment can be ben-
eficial ano supportive to a client, not the least of which is
providing evaluative information to clients thai enables them
to make better judgments about themselves, Assessment
should be done sn conjunctien with clients. The fatlure of
stafl members to share assessment data with their clients
could be a reflection of the staff's insccunity sy o change
agent or iheir nahility to reiate te the clients.
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Tesnag Onentanon and Work Evaluation i Hobyhi.
gatiun {TOWER system, developad By the asttute for the

Conpled and Disabled in Mew York Caty on the fate 192507,
way the first svsternatic individuahised approach i mﬂs!m ik
evalaation thal was not depoadent en paper-pnd. { st
g, Since then, the Jewish Employment ond Vocatienn!
Services {iacated n Pridadelphia), through o contract wilh
the Droartment of i devcloped an evaluztion system
that s hoasest opor wark samphng [odustey has abvo contid.
uted (he Snger AGradlesastom for wark evaluntion
Toward the ¢ the (96, wome of the technigues s.!c-
veloped to ssvsess emplovmeni potentad of the hondwcapps
begar o he apntied on o amalt seale 1o disadvantaged work.
developed
anang

"’.ﬂﬁ.

ahnr,
azl of

ers. Lurge emplovers alio ESRCANITIENE
of gilferant kinds 1o :dentify potential
tioweyer, the State depacsiments of
habilitaltiop romam the most progrosse o gadihics 0 cyper.
mmenting with various assessment techniaues, Unfortunaiely,
these practilioness have not generally contributed to avilable
hterature. Yet the sxperiences of vocations! sehabiiiation
apencies could serve as i rich sesource far prime sponser 3tafl
members. who are caploning assesamen: echnigues thal they
can use with their awn enrollees.

Assessment technigues cun generylly be prouped oy fol
lows: (1) Tests, (2} intesviews {somctimes ceferred 1o as
“counseling™'y (3 the histarical, or case study. spproach, and
{4} observation. Each 5 toviewed here in terms of s applics:
ton (o emplovment and (raining programs.

techinigues
crecutives

VAT vocationsl re-
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memary of enrolless. Often the fanguapge
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Sl memhery dxd not tind the -

A commontaicasure of

1v at that grade lud averpped ten vears ago. lis advantage is
that it can be administered o u group.of people and is there-
tore ethicient

Fhe nonverbad portion of the Lorge-Thorndike Intelligence
Jingrammatic, or numeral. Since it assesses
an abstract abibity (o earn, itis not alwavs helpfui in meas-
uring ability to learn relevant job-related skiils. The exper-
wnee ol the Escambia County (Florida) prime sponsor has
been that this testis not as helpful as the revised Beta (a per-
» used along with
areas:

Fests picterial,

GATRB. The revised Beta test includes -

i Abilits o pay attention, to plan, and to use foresight.

2OoAabhits o perform repetitive
1 and short-term memory,

SoAbstract coneeptualization skills.

4 Capacity Lo perceive spatial relationships.

details.

o Visnal discrimination. lests that meisure’ LlL‘rlLJl <kllls
de and eeuriey.

S Ability to L‘iil'crcmiulc essentud from nonessentisl

s~

lndmduais who have good verbalaskills but low perform-

—ance skills probably will not show high scores on the revised
Beta test because it emphasizes ru"ormana. skills. On the

other hand. those with low verbai skills but mlh adequate
preformunce skills wilt tend to show high scores. It seems to
he an exceliv: cmmmdnon nrou.duu for lenls who hav

, ;wmr tanguage capabibity .

tasks that invoive new learn- |

~The Strong Vocational Interest Blank hds dppllCd[lOﬂ only

for persons who have college-level educations. Since it must

~he muRhine scored and is expensive, it may not k.nd itself to

common usage, -

The Kuder Pref crc_nu Wuh)d is mentioned here bécause

it is in such frequent use among secondary schools to measure
occupational interest that it is frequently adopted by em-
plovment and training program operators for use with the
dnx.xdx‘mmmd The language of this test so limits it use $ith
such populations that program operators are dnscouraged
with the results and are disinclined to use it. The test is rather
i g8 difficult to score, and is expensive when machine

nred - :

The Bis. Occupational Literacy Test (BOLT) measures
reading and arithmetic skills of the disadvantaged. It has
the advantage of heing able to mewsure these skiils at a low
academic level whife still appealing. to adult interest. This
test could be helpful to a program operator performing
level 2 assessments to determine whetker the individual can

benziit from o training program lhdl "-lls for a specific sklll N

level i arithmietic and reading.

The Social Access Qucsnonnalrc (SAQ) measurcs six- per-
sonulity, factors and includes questions about personal his-
tory. Hts purposc is to measure social and personality char-
acteristies that contribute to job deviance. Designed by the
Manpower Laboratory of Celorado State University, it
could aid in dqummmE those interventions necessary for
successful training and job placement.

\



“knowledge of a wide variety of occupations. 1t i

, T

The non-reading Aptitude Test Battery (NATB) js an ef-
fort to adapt the GATB for use among the disadvantaged
population with limited reading skills, The 1S, Employment
Service also developed a briel sereening exercise that con-
tains a few GATB sample items to determine whether the
GATB or NATB would he the test most applicahle to a par-
ticular suhject. Although the research on the NATB is not
complete. it is sufficient to suggest that this is a useful assess-
ment device to mcusurc_polcnﬁul for training.

There are other paper-and-pencil tests, such as the Interest
Check List, developed hy the U.S. Employment Service.
which list occupations that the client may check in accord-
ance with his or her interests. The success of this instrument is
dependent upon the client’s reading skills and a general
§ not. used
successfully with younger clients or individuals who have
hmm.d employment history. It is possible to use “decenter-
ing™ " to develop a similar checklist for clients being consid-

xrcd for local training programs ‘or jobs.

An-advantage of paper-and-pencil tests s the n they tend to
he more ohjective and casier to administer thimare other
assessment technigues. Many times they can he administered -
to large groups. whereas the othersbepas. of tests cannot.
Many of the paper- -and- pencil tests can be machine scored.
which also adds to their efficiency,

Projective Tests

Projective tests dre usually reserved for measuring per-

sonality fagtors. Any projective test calls for a client to he

_bright. imagiimative! and verhal. The extent to which such

A}

~sort statements mto onc of three ¢

tests can be useful g part of an assessment depends upon the
likelihood that thege ch.xr}utcrnxhcs can he found in the
clients. Self-Coneépts Pr_ofllmg. a pictorial test, measures
work attitedes” of the seriously disadvantaged. Clients are
asked to view pittures of people in work situations and talk
about them. The subjects then categorize théir'own responses.
and impose ¢ ar own \lruuurc in gonccplu.lh/mfl A psy-
chologist of considerahle skill is required to aid the client’s
patticipation in this test. It is time wnqum'n;, hut probably
no more so than an unstructured intervicw. ‘
The Minnesota Multiphasic Personality Inventory (MMP1)
is a clinical instrument that distinguishes between neurotics.
psychoucs and “normals.”” Used fnr/sclcé'lion purposes in in-
dustry. it is highly regarded internationally as one of the hest
researched instruments currently in use as a measure of
emotional stability. The test_consists of 530 statements cov-
crmg a wide mnac of ﬂubuct matter” The client is asked to
categories: “true,” “false.”
" All-forms of this test"can be used with lit-

or “cannot suy.

" “Decenlering’™ic the process by which vocabulary and reading levels are altered 1o Rt s specitic
vulture. This s accomplithed by uang as transdators members of the turget populativn who are
balingual --that <, famuliar with terms used by both the middie class and disidvantaged RfOUDS. To
check 1o secof the translation is complete. a second bilingual graup is invited su nterpretats meaning

to scc«[\_( accurately reflects the onginal document This v a pmdxml method fur use in developing

Q
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erate subjects over the age of 15 who have at feast an cighth-
;_rxdc reading level: thus it has some limitations for many
manpower enrollees.

Sume test-taking sophistication is ruunrul
the test is fairly casy to administer. Tts construction elim-
inates tests in which too many answers are not appropriate
for the person taking the test the score cin indicate
whether it has high relative validity or is invalid because the
subject has suppressed or mlxrt.pruuugd certain materials in
her or his responses.

The Minnesota test has the disadvantage that it can be
used only by qualified psvchologists. However, a psychol-
ogist at less than a doctorate devel can use it supu\m.d by
a person with high qualifications. There is danger in using
this testas a sole basis for a diagnosis of emotional stubility
it should be used only to support data from other asscss-
ments, particularly interviews and observations.

otherwist,

i.c..

Work Simulations

P['Ohdbl\' the assessment device that -is developing the

vatest popularity at this time is the use of work simulations
(or work samples) to uulluatc work potential. Work samples
such as those developed by the Jewish Employment and
Vocational Scrvices are meant 1o address problems as-
sociated with pdpu -and-peéncil tests: namely. that such tests
mieasure an mdu'ndual s \'L\Cdbu[d-} and rcading sk: more
than anything else. The ¥ salue of a well-constructed work
sumple is that it can measure pcrsondl characteristics  that
relate to training or wh \u(.u.\\ as well as the client's
trainability. . o

The use of work \"rn"iplcs' grew out of the efforts of rc\

“ habilitation agencies to work with the physically and men-¢.

tally handicapped. The work sample is a simulated work ~
experience that' relates directly to measurements ol joh-
related skills as they are demonstrated in practice. By assess-
ing the performince and time required hy the client to com-
plete the task, the client’s work potential can be compared
with the norm for the various sample tests. The chiefl dis-
.uivam.xge of a*work sample is that it depends greatly upon
observation and thc interpretations of the ohserver-assessor.
The assessor usmg work samples needs special skills,

Although lru‘i’ning is available o provide stafl members
with these skills, it is not included in the usual university cur-
riculum. The-other disadvantage of @ work sample is that it
entails expense in setting up a laboratory that simulates a

variety of work experiences. To operate an assessment center
that includes work samples. one must have: (l) Sufhicient
time to put a client through a work sample. (2) gualified
staff who can understand and interpret the hehavior of the

" Appendin I s 4 detinled 2wde Tor conductine a hehavional awessment developed by Goodwill
Industites of South Flanda, fa¢ Altheugh not selevant to emplovment and training programs. it does
demonstrate how ane program operator formalized the hehavinral avsessment that invariahly oecurs
du‘nmz intake and asessment.

15
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“individually packaged.
purchase the entire system to use any portion of it. Fer thése.

-or proceed in-emplovment.

client engaged in a work sample, and (3) ample space to ac-

commodate a work labotatory. These reat costs seem o dis-
courage many emplovment and training program operators
from emploving the work sample approach.

On the other hund, there are a great many advantages. The
properly selected work sample can provide the most valid
information on bow u client is likely to participate in training
It avoids measuring unrelated
skills such as vocabulary and language when they are not
directly related to the vecupation sampled. It reflects no cul-
tural bias. It has an educational effect on the clients in that it
introduces them to oceupations with which they may have
no familiarity or exposuare, thereby suggesting career oppor-
tunitics they had not previously considered. :

" Seven packaged work samples are worthy of some atten-
tion: The McCarron-Dial Work Evaluation System. the Jew-
ish Employment and Vacational Services (JEVS) system, the
Smgur Voumnnal Evaluation System (Singer/Graflex sys-
lcm) the Talunl Assessment Programs, the Tower system,
the Valpar (ompuncnl Work Sample Series, and the Wide,
Range Employment Sample Test. All are discussed in A
Comparison of Seyen Vocational Systems by the Stout Voca-
tional Rehabilitdtion Institute. (listed in the Bibliography).
Anyonc considering purchasing u packaged work sample
should read this document before making a choice. This
secliofl reviews onl\ threc of theserwork samples  TOWER,
JEVS. and Valpar - because of their known use in employ-
ment and training projects.

The TOWER System. The TOWER is mentioned here be-
causc it has the longest history of use and is considered a
pioneer effort in the field of work-samples. TOWER has been
used cxtensively for clients with mental and physical dis-
abilitics and has carned high praise among rehabilitation
agencices for its predictive vulue. However, rescarch does not
support some of the testimonials. It requires 5 to 7 weeks to
complete all 110 samples. Since the work samples are not
a program operator would have to

reasons, the TOWER has cost liabilities. 1f assessment of
effidtionally or physically handicapped. people is important
to a program, it would probably be advisable to consult loeal
rchahilitation agencies, which may be ysing work samples

_ for this purpose. andvpurchase special assessment services a«

needed.

The Jewish Employment and Vocational Services System,
JEVS developed a standardized set of work samples through
a contract with the Department of Labor. This evaluation
system has been used to dassess more disadvantaged persons

Qi

ment samples that represent 10 worker trait group assess-
ments of occupational catagories taken from the Dictionary

_of Occupational Titles. Its chief value is in judging areas of

interest and competency among the clients. The work sam-
ples are all self-contained in carrels. The entire system re-
guires 3 weeks to complete. Since administration of the sam-
ples relies upon audiovisual and programmed instructions;
fewer staff can asscs more people than is possible with other
svstems. .

The Valpar Component Work Sample Series. Valpar was
initially developed for workers injured in industrial accidents.
It contains 12 subsets that measure skills in dealing with: (1) -
Smali tools (mechanical), (2) size discrimination, (3) numer-
ical sorting, {4) upper extremity range and motion, (5) cler-
ical comprehension and aptitude, (6) independent probiem

“solving, (7) multilevel sorting, (8) simulated assembly, (9)

whole body range of motion, (10) tri-level measurement, 11
"eye. hand, and foot coordination, and (12) soldering. Each
sampie can be used separately and_is individually packaged.
It requires 12 to 15 hours to complete all of the units. While
training is available, this system does not require special
training for its administration. The ease with which it can be
administered and scored is one of its most attractive features.

Interviews

Scheduled interviews are also a form of assessment. A
scheduled interview differs from an unstructured interview in
that it relies upon a written format to guide the interviewer.
It permits some flexibility to accommodate the personal dif-
ferences of interviewees. - .

An.interview schedule has other advantages qver the un-
structured interviews that are commonly, the basis for as-
sessment in most manpower programs. A guided, structured
interview reduces the number of extraneous variables that
‘would bias the information gathered. Remembering that ‘an
essential element of assessment is valid, unbiased informa-

. tion, one should limit the use of unstructured interviews. . .

7

Case Study | o

2

Eﬁographical data provide a valuable assessment tool. The
Biographical ‘Information Blank has been used extensiyely

than has any other work sample system. As of 1972, 35 proj«— by the Jobs Corps to predict length of participation in train-

ects, including 12 Work Incentive (WIN) Program and 18§
Concentrated Employment Program ceaters. had adopted

“the, JEVS approach. The extent of current-use is unknown,

The JEVS work evaluation system consists of 28 basic dssess-

.
* The Singer /Graflex svstem requites some test sophistication One prime sponsor famthar with thi
method dees nat recommend it 11 s rather expensice hecause considerable materal cannot be reused

.
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ing or job tenure in the event of placement. It covers nine
major categories, some of which may be found in traditional
application blanks. Other categories concern feelings, at-
titudes, and value judgments.

The purpose of this instrument is to determine whether the
client is a good program or employment risk. It has also been

1
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~take- the point: of view that the *

v -

used by State Employment Sccurity Agencies and among
WIN participants to determine what intervention strategies -
may be necessary to maintain their enrollment.

Observation

Mot to be overlooked is observation as an assessment tool.
It is often criticized as being the least objective of all methods
of assessment. Despite some truth to this criticism, cllen[
behavior monitored by a trained observer may provide some
of the most effective measures of client motivation, interest,
and ability on the grounds that the best predictor of future
behavior is past'behavior. During the period of assessment,
the client obierved to be on time, to be attentive, cooperative,
““¢ager to participate, and able to Tollow directions is likely to
exhibit the same behavior in a training program.

Allhough measurement oflbeh‘mor is not a.difficult proc-

: ».LSS analysis is another . matter. A client who .js inattentive,

frequently absent, or late may reflect lack of: m[ercst in the
assgssment process, fear of being -assessed or, anl!cnpaung
failure, a casual disregard for the whole affair for ego protec-

“tion purposes. On the other hand, a client may irave been kept
_awake by a sick child-night after night and had other prob-

lems that bear no relationship to motivation. Howeer, some
‘why’s”" behind the behavior
are unimportant. Poor attendance has the same effect on the
training process when it results from lack of intercst as when
it i$ the consequence of poor health. Understanding the
“why's" is generally necessary, though, when an intervention
strategy is available and under consideration.

Choosing and Using Assessment
Met_hods

.‘I.-

ThlS chapter is designed to give the reader a briefoverview
of what assessment instruments are available and what their
limitations are. ‘The information presented is not iniended to
be sufficient for firm decisions concerning the choice of as-
sessment _ instruments. For further information, consult

Methods of Assessing the Disadvantaged in Manpower Pro- -

grams (see Bibliography). Readers interested.in expanding
upon the interview as an informational device should read
Worker Traits Training Units (also listed in the Bibliogra-
graphy). For assistance in quickly surveying all-of the assess-
ment instruments currently in use, refer to Appendix C,
“Summary of Assessment Tools for the Disadvantaged.”
Good assessment tools and trained staff to administer them
are essential requirements of an effective intake and asscss-
ment activity. Some of the assessment devices..particularly
th- work samples ofTer training for people purchasma the

S 16
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materials. Training in the use of paper-and-pencil tests is
" included in advanced postgraduate work in the field of psy-
chometrics. . All of the tests mentioned here probably could

w=be-administered by a psychometrist at the master’s degree

leyel who had a qualified psychologist at the doctoral level
available as a consultant. The training required for use of the
USES-developed tests, the GATB and the NATB. may be
obtained through the local SESA, office. Generally, projective
tests -call for a higher degree of training than do the non-
projective tests. In contrast, the trained and skilled observer
may havé only a bachelor’s dg:gree withsa major in ps,'chologv
that is behav:onsl.c in its orientation. :

Good interviewers pqssess by virtue of training or mn.nc
ability, afhigh degree of sensitivity and awareness of self.
Self-awareness is an essential chzracteristic of all. assessors
because they tend to prOJecl their own personality, attitudes,
and biases on clients. Recognmng this inclination is the first

. ", step toward curtailing biases of those giving the test. Another
recommended approach is team assessment, .
" “sonal ‘biases to cancel. each other. The team approach to

allowing per-

evaluation is one jn which each team member uses different
methods to gain information. To'the extent thatthe team can
dgree in overlapping areas, leldlly is enhanced.

“1n adqmon to valid assessment tools and trained personnel,
strong linkages to other program components are critical to
intake and assessment. The goal is to provide valid-informa--
tion that is sufficient for clients and program operators to
make judgments concerning the .distribution of services.

_Therefore, the assignment to a particular activity or service
should be the.joint dcision of the staff person who will be

held accountable for the program results.and the client. .

The nature of the linkage between intake and‘asscssmenl* B
and other program activities determines whether. intake and
assessment are regarded as helpful or are resented.by stafl
members of other program comiponents. Unless the assess-

.~ ment unit is to be.held accountable for program outcomes,

unit members should not deccide on enréilment. Usually,
client dssessment is held to be-an -area of specialization,
whereas the client services component is in the hands ofg n-
eralists who-assume responsibility ‘for caseload mar. "igemcnt
and the implementation of a plan for services. Assessmient
should not imply selection; it should.provide input to'decision ‘
makers. The relevant decision makers are, first, chents\;and

1
Often overlooxed is- the 6pporlumly for fCCddek lo the
intake and assessment unit concerning the accuracyj of its
predictions. Once the client has been assessed and eAro!led
in a program activity. seldom does the intake and’assess-
ment unit hear anything more. A constant feedback into the
intake and assessment unit would allow its members lo re-
adjust their progedures or alter’ their approach. Wllhou'
feedback, there is no posmvccchdnge. 1t is exttemely impor-
tant that intake and assessment units see-their ro"lcs as sup-
.portive of other program acuvmes since that is clcarly thll‘
funcuon P R :

- i -




3. DESCRIPTION OF V
PROGRAM

»

In the Larlu.r discussion of the essential elements of the ¢

design of an intake and assessment activity, it was stated.

“that the first element concerned the kipds of data sought,

which could be categorized into three levels atcording to:
(hH The intensity of the assessment process, {2) how the activ-
itv is managed to maximize cost- effectiveness. and (3)
whether there is one or more than one purpose of the intake
and dssesxmenl process. By combining these three essential
Llemenls one can evolve nine possible intake and: “assessment
‘models, reflecting the level of assessmeni. the extent to
which it is multifunctional, and whether it is managed as a
product of one or more than one agency bfTorl These nine
mbdels are illustrated in the matrix in chart 1. The models
d{enufv essential elements of an intake ard assessment ac-
ity and are désigned to hclp the rcadc.r structure his or her.

thinking on the subject.

INTAKE AND ASSESSMENT MATRIX

| T CHARTI.
) '\l Level | Level 2 - Level 3
f A A A,
| B B B
/:’ C C C
i Legend:
! A = Single function, single agency.
" B & Muitifunciion, single agency
C = Multifunction. mulhagcnq

E

One should keep in mind that level 1, 2, or 3 refers to the
:.wlensnt) of the assessment process: function refers to a
primary purpose. and single agency or. multiagency refers to
the number. of agencies that contribute to the intake and as-
sessment process. To the extent that these vlements can be
"identified, one cgn determine which of the models is currently
'bemg operated. This.chapter describes in delall vanatlonc. of

2
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dccordmg to their particular circumstances.

ARIATIONS IN THE
MODEL ‘

hé models and gives readers an idea of the available opllons

The Singlé Functien, Singlé .

Agency Model (Level 1)

The level | modcl is used by prime sponsors whose priority
is to determine eligibility as quickly and as inexpensively as
possible. Assessment is conducted at the lfevel | activity by a
structured or unstructured interview that involves completing
an mlal\c or dppllcauon form. It uses the data collected for
no other purpose than to delermne eligibility or priority for
enrollment. It is operated by one agent, “sually the prime:

. sponsor or an agency_under contract to the prime sponsor.

Because of the simplicity of its design, the planning, manage-
ment, and monitorifg Activities can be handled by. the same
supervisory personnel. ] ’ ;
The internal structures are simple, since a smgle agencv s*
* staff is involved in conducting assessment. ‘The prime sponsor
operating this model reflects the phllosophy of accepting
clients on a first’come, first served basis. Although cost per
participant wnll be the lowest of all models, the overall pro-
gram <osts may:be inflated by high turnover among clients -
incorrectly matched to train{ng activity. Since a prime spon-
sor must examine total cost for achieving successful job -
placement, this will be an imiportant consideration in using
this model. It is especially true of indirect plac“cments when

" To simpiify the discussion, a centralized intake system is assumed. Obviously, intake could be
acccmplished by several ernployment and training agencies (1.€.. contractors. subgrantees). The “'single
agency”* would be the CETA prime sponsor. R
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tabor market conditions are notconducive to casy placement.
When labor demand is higho even poorlyserved chients and
ansuccessiul trarnees may be able tosecure jobs,

This model benetits participants by permitting them ready
aceess Lo available ;1r(\g}';|;11 services. Operating such o modet
can best be justified by smadl primie sponsors that have only,

" dimited number of dients and @ limited number of program
activities availaple to them. This is the most commoniy used
sassessmient procédure for summer youth eovploy mient pro-
grams, when time js g significant.constraint upon aysessmeit
activity and services are usuallviimted to work experience.

The vabdity of these assessments depends upon the pro-
fessional judgment of the interviewer rupun\lhk for helping
the chient compleie the Appllg.nmn Jx other ! .urmx Of coursce.
the accuraey of the client’s self- rtporvﬁ‘m mines thetentent
1o which thl.\ infarniation is reliable and valid. ' ~

Generally, the results of programs that operate this mode!
are: (1) High dropout rates or nonRositive terminations. (2).

How cost Per participant serv ed. with more p nuup.xm\ being
served in arder to replace those who op odl, and (3) hth
cost er placement. This’ pmdd is popular with hotly ,mr-
ticipants and program operatorst Programy operators like it
because i is stmple Lo administer and refatively inexpensise
in terms of short-runge objectives,
.model because they move quickl\' from. the status ofan ap-
plicant 1o on¢ of Jmn enrollee: which is their short- range ob-
jeetive, h is only in long-range outcomes., such as sucedss in

- training proLrnm and training- rgl‘llul phuumm\ that the

disadvantage of this‘model is Teli. Because of the many events
occurring between intuke and assessment and termination,
the responsibility for the failure of the program or the client
is seldom related 1o the intake and assessment activity.

.The New York balance-of-Siate prime sponsor has devel-
~oped an innovative tool for determining cligibility: it dem-
onstrates the level | single function. single "ageney model.
Within the balance-of-State jurisdiction, there is an employ-

“ment and training oftice responsible ‘for intake and assess-

ment in each county. The county oflice completes an applica-

level 2 be undertaken,

Participants fike _this

tion form on cach CETA applicant and then may apply a:

“priority profile matrix”" (sce appendix A) to develop-a score.
Scores indicatethe extent of need on the part of the individual
appleant. Those applicants who have the highest scores are
referred to the subcontractor for training or. in the Tase of
publi¢ service empioyment, are referred 1o the employing
ageneyy for sclection. The prime sponsor assumes NoO assess-
ment rcsponslhllll\ hevond this peint. leaving final sclection
of the dppl\i\dnl\ to the individuwhgubceontractor.

- This is an ‘\dmplg of a level 1T assessment in aper ration.
unusually refingd in that o nmlrl\ converts client c¢harie-
teristics into'a n\ugrm.xl code thit cin be combined inta an
overall rdlmx: of th\dl ibility” of cuch.client. This instrument
dddru\u one of the ficquently cived pmhlun\ among prmu

asers. Inview of the eligibility rcqulrt.mgn[\ and the prior-

n) lewhulmn\ identificd by the prime sponsor. how: dues
- ong decide whom 1o enroll when the number of eligible people
exceeds progrdm Ldpiul\' dr\d r(,prugnl\ a vdru,l\ ‘of dif-
ferent target groups? The \It.\\ \mrl\ balance-af-State matrix

.
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Thé Multifunction, Single

addresses this problem by guantitving these characteristics
so that they can be combined info o total seQre.

I'he intormation secured through the II]l.ll\L .xnd {SSCSS-
ment process is used only Lo determine who should be ac-
cepted for service. This 4 not uncommion in balance-of-State

‘projeets where the areas being served may be sparsely pop-

elated ob noncoptiguous, with few resources to draw upon,

It weuld sull be .ld\ls.ihlg that some assessment activity at
cven in those instances when there
cedy eligibke persons available for training than
there Lven in small balance-of-State dis-
tricty, consideration. With limited-
resourees. it becomes even more important that clients,be

carcfully sereened so thathigh turnover can beé avoided.
_ J .

are more
are training slots.
is

cost-eltectiv eness a

!

Agency Model (Level 1)

- This model serves some functions in addition 1o eligibility
determination. The assessment process is linked. to some
other service or prg;gram benefit. Possible program benchits
may be. for example. the use of data regarding client eligibil-

“ity for a rescarch effort or'a Federal reporting requirement.

A program director could use a multifunction model 10 in-
crease the benefits for they prug rem management and the
client without significantly increasing the cast of collecting
data. Althaugh the level T assessment activity does not pro-
duce a great deal of data. it can be helpful in providing the
information to support the management intormat; »n system
that will eventually produce the Federal reparts. -
Getting the .maximum use-of the datd calls for careful
pldnnmg and some expansion of data collected. The man-
agement of this.system cails for well-constructed forms to
colleet the information and a Now chart that®allows it 1o be
used for other designated purposes. Monitoring this model
entails reviewing chient data for accuracy as well as deter-
mining to what extent the infor-.:=tion is used for its intenfiea
purposc.-Since the modei-calls for no addition in stafl and
only_a slight increase in the complexity of the work, coor-
dination would not seem to be . problem. To the extent that

“the function served involves other agencies. there would be

some need to coordinate dul\llms of the assessing agency
with 1th of the other agencies. o
There ‘should be little inerease in cost and therefore greatér

cost-effeetiveness aver the previous model. To the extent that ~
the use of the data produces sdllsmuor» results. this model
can be said to be a good once. One of its dlmd\'dnmggs is that
it pradices limited data. Getting maximum use of the limitéd .
data would be an advantage. Many prime sponsors currently ‘
are using level | assessment activity, incorporating a single
function model. Canverting it to a multifunction model would

be o way o’ get more use from the CETA dO“dl‘ mlhoul a

mjor transition. : . ) N -
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The N[ultifuncn()n I‘\/]ultlagencxY thé brcdiclioﬁs should be constant. This may be accomplished

) by follow-up' reports of clients’ success in training or in place-
' MOder (Leveﬂ 1 ) ’ o : ment, which are reviewed by the assessment stafl and com-
- ! pared with the information, collected. This cails for a mon-
itoring process not needed in the level I methods. -
External coordmatlon takes on greater 1mporlzgce since

it 1s essential to the monitoring process. lnternally, coordina- -
tion is complicated by the structuring of the assessment prog-
5 into specific tasks delegated fo individual staff members.
These peaplé. must coordinate their findings and work to~
gether in the ‘assessment of a particular client. Scheduhng
lests invelses coordm‘mng with other staff persons who are
also scheduling tests for the same- client. It is possible, of
.course. that in this level of assessment a single staﬁ' person
may administér- whatever measures are deemed to be of
-value. In such a cas€, coordination should not pose a projb-
lem. : !

greater problem. There is considerable risk of breakdowns One consldemuon in deciding on this modcl is its possnble\

N . t A
“in "«$mmunications among the agencies: thus this model adverse effects onclients. Generally. people do not enjoy any

- may p a greater administrative burden than its in- - assessment pro.ess for fear they will not do well, Itis possible
H that clients will be screened out as a consequence of the i in-

tended benefits are worth. -
= The only advantage of this model is that getting other formation obtained during intake and assessment. They may
agencics 10 share the cost of cligibility determination in- 'N€n be inhibited. by fear of similar rejection, from secking
creases the cost-cffectiveness to the prime sponsor.. 1t is- Other employment and training programs that may be better
recommended for use only when the participating dgencies able to serve their needs. Turning away clients who have
. have a history ofsuucusfullv t.oordmdln.- their efforts with COmple[ed an assessment process reinforces negative fcelmgs
minimal mdndgt.mt.nl Dr()bl(:ms _ - .toward agencies that serve them. As a result, they may be .
_discouraged from making further attempts to seek vocational
objectives. This effect must be weighed against the results

This model operates at a level 1 assessment activity,
serves-more than one function.” and is jointly supported bv
more than one agency. Tie basis for any. mullmgcncy model -
is a-collaboration of several community ‘agencies lhul hav
agreed to make their individual contributions to the qsscs:s-
ment process in return for shared benefits. Since this model:

. only determines eligibility for admission to a program activ-
ity. it is unlikely that many agencies would he interested in
it. In addition. the cost of level | assessment activity is not
going to be so great that the prime xponsor would seek other.
encies to share expenscs. Such g model presents many
magagement problems because. of“ the divis:on of labor

ohg several entities. Hence coordination Secomes -2

. . for clients who are better matched with the training or em-
The Slngle Functlon Slngle ploymentagivity and hencg succeed. The model differs Frhonf
the level 1 single function, single agency model as to'the time
. Agencr\[\/l()d.el Level 2) . , wheii the client experiences failure--at the time ofassessment
-ﬂ ’ orin 1he course of training. ‘.
e ‘ ' . o In ¢ summArv- this model is far more supportive of the train-

. Because of the increased conrplexity of pr’ovilding some ing and placement activity than are the level 1. models, but it
measures to determine who will be suitable for enrollment in  may not be perceived as helpful to clients who were rejected
any particular activity, the staff for this model must have as a consequence of the assessment process. It mcreases the
some special trajning-in test administration.-Since there arz  cost of intake and asséss ent, but reduces placement costs. &
more tasks to perform. there must be more staff people to- Itis more difficult to admi lsler than are level | models. '

pe,rform them. This increases costs per participant. How- The Broward Manpower Councnl in Florida is a- c0n~
ever, the likelihood of assigning clients to the appropriate sortium that represents onk county and two municipalities.
activities isdgreater, and ‘turnover should be reduced. Place- The council hi.s three locatx‘ons for intake; in.addition, it_has
ment costs should decrease.- B a mobile van t::at is scheduled.to be i in_various commumtles
Planning of this model calls for: LT .at?.‘ertam times for the purpose of intake. The entire intake

1. Determining which chamclensucs a clxent should possess, . and assessment process is managed by prime sponsor staff—
not only to be eligible for enroliment but also to be suc- therefore ‘it represents a Smgle agency- model. The intake
cessful in the program activities available. process in the Boward consortium begins by having a poten-

-tial client compT’Ete an application form ‘at one of the intake

centers. There.is.some gencral orientation for the client at>
this- time, and the Psychological Corporation’s ABLE test &

(which assesses acadcmlc skills in reading, vocabulary, and

math) is given. The'test is desigred to appeal to the cultur?lly
disadvantaged adult. The scores can be converted to grade

Fcedback becomes important in this model- because it re- equivalents, which enables the Broward consortium staff to

qu1rC§ ‘that predictions be made. Momlormg the accuracy of determine lf the client’s choice of fraining and occupational:

R T £ 8
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2. Idcnufymg which informatinn.is needed to documcn! those
charactcnslxcs -

3. Selccung the lnstrumenls and procedures tha[ wxll solicit

- that information.- :

4. Appomlmg staff peoplé who can administer the assessment.
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,scssmcnt only. Thus,
“sessment for most clients and a level 3 assessment for some.

objective is commensurate with her or his academic back-
ground. The <lient, along with the test results, is then referred
10 a counsclor. The counselor assists the client in confirming
fis o her vocational objective or. when this is not appro-
. priaie. in selecting other goals.

There is also further orientation at this phase ot ASSUSS-
ment. with structured and unstructured interviews being the
source of most of the information. In the event that the coun-
selor feels further testing is necessary. the client is referred to
the stedT psychometrist.-who may dpp]\ any of a numer of

! additional ; assessment instruments.”

The results of these assessmients allow the u)unselor to
determine which particular program is most appropriate for
the‘client. If there is no opening in the appropriate program,
1he client’s name is placed on a waiting list until such time as
he or she Ldn‘bc'cnrollgd Although this assessment process
ifcludes the use of a variety of sophisticated instruments, it
s lmporlanl 1o note that most clients receive academic uas-
this process represents a level 2 as-

_ One psychometrist and a number of counsclors. Lomprm the
“staff, making this a hlrly mexpensxve activity, -

There is some plejudice against tests of this nature, and
some communitics may accept their use only in this Ifmited ’
way.‘Nol getting’ consistent :data on cvery client limits the

many functions the information could possibly provide. For :

instance, Broward County has only one function for its level
2 assessment: the proper assignment of clients 16 dpproprmu
training or employment activities. Although there is some in-’
formal referral to other agencies, it is not con%ld&.rcd a func:
tion'of the assessment center.

The Browurd Manpower Council is operating: a level 7f
single function. single agency model. It could very, CdSllV _

‘move ‘o 1 level 3 assessment by expanding its ‘staff and as
sessment services. The cost ef this raight be p_rohlbmve*lf it

" continues 1o meet only theisingle function of client services.

In the event that it can use the information gathered for other
functions and purposcs. the €xtra cost could be justified.

\ . : { ‘ Pt
\
A

The Multlfunctlo\n Single Agency
Model (Leve] 2) \

ln this model, the assessment dhta are used for purposes in

addition to client enrollment. théreby supporting a multi- .

function goal. At this level of assessmen”, program operators
would have some knowledge of the nature of the clients they

could not éri‘_roll..'im invaluable tool. Thus, one function that
. may be served by this model is program planning. The rela;-

\ numh«:r of cund wawessmenttonls age avathable  the revived Beta, the diTerenteal .I[\Illhdc'l:\l-.

the Binet Hundtnol Dextents Tel, the € ?\n\[urd Smalt #arts Devteniy Teat, the Short Fmplosment -

Text INETH |<!uﬁl»-\r\h|ud: 1 est. the MWonderlue Persannel Tes. the Kuder Preference Test, the
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o1 the Persosinel Testor baduatry (P11 T8 of Ay 1 Fol.
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tionship of the assessment activity to the planning process
would determine how this model might be managed. Multipie
centers would have to have one central data collection point,
which would have an impact on the management information
svstem. )

The coordination of this model depends upon how many
centers are collecting the information and ho“ many sub-
contractors may be using the information. It'is unusuid for

_anvageney o share its information mlhout sharing the cost

of collecting the-informgtios. Therefore, it is reasonable to
assume thai this mudcl may serve multiple funcjions, but
they will be fumudﬁs that are determined by the prime spen-
sor. It 5 conceivable, however, that the level 2 assessment
activity could collect data’ related to adult education pro-

- giams, which the pririt¢ sponsor could make available to the

local school board. It would be a generous prime sponsor that
would meet the information needs of ai oumdc dgencv how-
ever. it is somclhnpg to be Lonsldcrcd :
Because of the higher level of dsm.ssmenl activity,
mdel is more expensive thyn level | models. However. the

“increased cost of collecting the data is offset by the multi-
" function  aspect of the model.

In the final andl)slb cost-
chLlwcncss should not ‘be a d:sadvantagc in operating thc
.model. L

“This modcl will h‘m. lhc grmlesl nnpa;l on the comi

agency resources available to the pdruupam% by functioni
as a feferral'service. It has the advantage of being reasonably

_inexpensive-to operate \yhlle offéring many benefits to clients

tion

;

and program operators. It does not require stafl skills that

exceed: those available to most prime sponsors. Because it is .
a single agency operation,'it requires mmmml external and

- internal ¢oordination: : »
Montgomery County. Md.. operates o level 2 multifunc-

tion, single agency model. With.the supporl of a substantial

number of other community resources, Montgomery County
is able to serve all who apply’ for job- reldlLd lmmmg The
intake and assessment ‘component directs elrgi‘nle applicants
to appropriate services that correspond to client needs. It is
used also as a means of collecting data to support program
review and adjustments. '

The Mentgomery County level 2 JSSC%anl mvolves cer-
tication of eligibility at the reception center. An intake form
is completed and reviewed by an assessment counselor, who
also {nterviews the client. These lechmques 50lICl—(, inf yrma-
cgarding past training. education, work hlblOl‘\ per-
sonal data, and client vocational prcfcrenus ‘lf/lhe clients
are determined to be job ready. they are’referred to'the place-
ment unit. If job training is indicated. the asseSsment coun-
sclor recommends a vocational area and refers the client to
the employment counseling uni . There, an employment
. counselor,_engages the client in further interviews and may
admmmter the GATB or other tests that are prerequisite to
acceptance by pariicular training institutions. Based upon the
client’s sclf—reports and test n.sul[s an employabllny plan

and training request are initiated. Thks program operator .

may. rcfc.r clients to any of a vmcly of training facnhlles

L2007

lhis.

nity-
of those considered thus far, It is in a position to make o ,i: B
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Tests are used more to determine whether a client is ac-
cep able to the trainer under consideration rather than to de-
cide upon a vocational choice. The client’s past history and
interests generally determine vocational choice. This imor-
ma!lon is obtained through interviews after the client has had
the opportunity to review spu.l 1l literature on ou.updlxons

The Maultifuriction, Multmgency
Modei (Level 2)

This model would be likely to be found in operations where
~several agencies have agreed that the data derived from the
assessment process_would be mutually beneficial and thereby
warrant a joint eadeavor to achieve shared objectives. An
example would bean agency specifically designed to accom-
modate n€eds not met by the prime sponsor. This agency
could have an outreach recruitment facility located at the a8+
sessment center. The prime sponsor benefits in that it has
some alternative to offer. clients- who carinot be en.olled,
namely. the services of the other agency. Providiug access to
. suchsulternatives is wise trom dl polmcal as well as a humdn~
itarian view. . yo Y .

As stated mrlncr the more ‘information gathered in_ the -
coursc of assessment. the greater the probability that assess- -
ment can serve several purposes. This, in turn, ‘makes it an
attractive joint venture for other agencies. This model calls
for thoughtful planning because it offers many possibilities .
to the prime sponsor. Each potential use of data must be
\\ughed 2

Of course, the mdn.lgcmenl of a lcvd
mullldgcnc» model entails more stafT training and more mon-
itoring of information. flow than do the models discussed
carlier. When several agencies are cooperating to conduct as-

* sessment. supervision is a4 key management issue. H: ing
staff reporting to a different- administtator poses peculiar
. problems. This can be avoided by giving one agency 'total
responsibility for the activity and subcontracting with the
other agencies. However, the reluctance of many agencies to
" relinquish Control over their staffs poses a problem for any-
_one¢'operating this model.-

In some cases, the assessmcnl -process can be divided ncally
into séctors, with cach agency’ bCIﬂg/d”Ode a particular sec-
tor to manage. The results of the assessment process are later
coordinated“in one ceatral office. This information is then
divided into sharjig units and redirected lQ the appropriate

function well if the ingcncics involved are not committed to
the same objectives.

Althpugh problems of coordination and mdngggmem are
disadvantages. better cost-ciTeetiveness is @ ke advantage of
this model: A level 2 assessment center is less expensive to
the prime sponsor if it meets several. functions and shares
cost among several agencies. In many instances, this model
provides the only means whereby a prime $ponsor is able to
get involved in a level 2 assessment activity considered neces-

" sary for good prograni results,

The Metropolitan Baltimore Consortium consists of ‘the

City of Baltimore and five surrounding counties. This sizable

urban employment and-training program uses a tevel 2 myjy;-
function, multiagency model but-allows for a level 3 assess-
ment in special cases. The' Baltimore consortium provides

‘intake and some level 2 assessment through its fiftcen man-

power SLFVICC centers. Four of these centers are contained in

- tracted to the employment service (with four of them Jointly

mullifunclion -

agency requiring it. This process probably requires a more’

intricate manaac.mcnl information system and more time
A spent in planning the flow of information than do smele
agency operations.. There may also be problems in maintain-
ing control over access to confidential information, '
[fvaridbly any multiagency model is going to entail some
m4ndgcmenl time: spent. maintaining good communications
and, a high level of trust among agencies. This model cannot

L..'
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funded by the employment service and [he prime-sponsor).
and five are subcontracted to c‘)mmumly -based organiza-
tions. Manpower service centerse receive, applications for
CETA-funded training,. Aflt{r eligibifity. has beeit ¢ established,

-mobile units operated by the prime sponsor Six are subcon-"

1 service center may provide either direct JOb pldcemem or’
dsscs'smcnl to determine an dpproprm[c referral to one oflhc :

lrdmmg conlrdclols

In addition) to lhe mul[lp]e lnlake centers, there are dlSO_"}"

multiple trdéining com_raclors. Eligibility criteria’ for each )

training program are set jointly by the prime sponsor and the
training contractor. The'manpower service.center provides a
level 2 assessment for determining appropriate referrals for
training. This assessment includes counseling interviews and
testing in math and reading. The Job Corps reading .test is

used 10 determine reading grade level. Level 11 of the Wide -
.Range Achievemnent Test (WRAT) math section is used 15

mcasure a client’s math grade level. Decisions regarding

training and job referrals are based primarily on the coun- .

selor’s holistic dSSCSSan[ of the’ client (prior. educalxon
avocations, physical health, interests. prCVlOUS work exper-
ierice, vocatfonal training. and-so forth). Set in this context,
math and reading grade levels are seen, as two of [he many
factors to be con51dered .

Two clients are referred for CdCh opening in accordance
with agreements with the training contractor. The purpose

of the level 2 assessment is to effect an approximate match of

a client’s training needs with services available through the
training contractor. The high volume of applications dex
mands that testing be as brief as possible al thais point. Once
clients have been réferred for openings. the training con-
tractor may administer’more tests and fyrther screen them to

select appropriate enrollees. The Psychologncal Corporation's

Fundamental Achievement Serias is a commorheq used by

training contractors. .
When the service center identifies clients¥equiring individ-

ualized services befcre’ _becoming employable. it refers them

to the Baltimore Go“odmll,lnduslrlcs. Inc. This- agency

.



serves as another training congractor. with specific emphasig
on the hard-to-scrv g?icnl. This more comprehensive servige
packag.c:’includcs a level 3 assessment. followed by highl'y
individuatized plan for services. Such services may include
work adjustment. job readiness, vocational training, sup-
portive services. and job placement.

The Baltimore Goodwill Industries. Inc.. uses the Hester
Vegas System to provide a computerized printout of clien
characieristics. using the code numbers of the Dictionary of

Because of the sophistication of the assessment process and

(the test NIEASUTES Lo be used, o targe and well trained staff js
*required. A level 3 assessment activity prectudes the possibil-

ity that any one stall’ person can independently complete the ‘
entire diagnostic process for the client. This means thay 4
number of stall members moet function as an assessment
team, cach relating to the ¢lient in his or her particulyr area
of expertise. 1 the team ypproach is properly used. the siaff
will have overlapping areys that -will allow for checks of

. Occupational Titles: 1t may 4lsg conduct some psychologicyl  hiases that tend to alfect vy lidaticn ol'lhg‘_g_alil collected.

. “testing, work sampling. and exposure to the Singer/Grafiex

evaluation system. Its VB8&atjonal Exploration Guidanse AS
sessment involves an exposure’ty a.numher of different work

i areas, Tollowed by an in-duptl interview. A vocational evyl.

E

" uatior with these methods may take three or four weeks,
| Baltimore has developed a process that meets the following
identificd needs: (1) Service to g high volume of clients in
densely populated urban arey: (2) screening for appropriate
referral to training and job placement: and (3) providing ser-
* vices to especially disadvantaged and hard-to-serve enrollcgs.
Data from the level 2 assessment conducted by the servige
" centers are fed into the Baltimore Management Inform:ition
System (MIS). where they becomenthe raw data for Federyl
. reports. This information is also used by the Baltimore con-
“sortiumt’s rescarch depuartment as a basis for study of client
placements. Therchye, the assessment process not only pro-
~vides clients with an appropriate referral to training but also
"supports the program’s rescarch cfforts and' reporting re.
quirements. It is classified as g'multiagency model in that the
Baltimore model proyides its yssessment services with the .-
sistance of the employment service. which in some cases con.
tributes personnel and other resources.

.

lThe_'Single F;.incti.on, Single
- Agency Model (Level 3)

et

The primary difference between this médel and those prey.
i‘ousi_v described is the exterit ¢f the assessment activity, A
level 3 activity includes a full range of diagnostic procedures
that sefve as the basis for a plan of individualized services.
This should be undertaken only when a number of services
and activities are available-to -clien‘lS_. The process involves
the use of a wide vari€ly of assessment instruments, the sclec.
tion of which is based upon an unalysis of information needeg
to correctly match cli\e.n[s to yvailable services or job oppor-
tunities, Because of the cost associated with this attivity, jg
is important that the prime sponsor carefully analyze whiy
information is needed to avoid collecting data that will have
ho relevance to the services or activities available. Obviously,
evc}y eligible client cannot be g‘wén an extensive usscssmcr—u
because the cost is prohibitive, Prescrecning is usually yc.
complished with the help Qi‘ structured interviews, group
counseling sessions.-in-depth orjchtation to the program. and

~ use of rough indicators of general education. ’

-
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. Interdependent team members require greater attention to
coordinadon than do stafy function)'gg independently of gne
another ~Clicnl$ must be schcdu)c/d' for interviews. tests, work
samples. and other assessmepfs so that each member of the
team has the client il\'uilzeblcﬁvhcn needed. This requirement
for internal coordinaticn 4 clients and team members is one
of the disadvantages of/a level 3 assessment. 1l it is not well
managed. ihis processican he ‘prolonged tothe despair of the
client and tie frust:ation of the program Operalors awaiting
the information. G

Monitoring has the sumy jmportance to this model ay jt.

- did to level 2 models."Feedbuck on the accuracy of aff pre:”

greater need forincreased feedbus.

v

dictions and relevaney of data must be directed to the assess-
ment unit. Since there yre more data involved. there js 4

The materials. stalT, angd time inves. . ed to complete 3 level
3 assessment greatly incregse the cost per parlic_ipan\{ as-
sessed. However. because of the validity. availability, and
scope of the data obtained, jt should reduce the cost per client
successfully served in a program activity or placed in g job.
The kinds of level 3 ysgesyment tools commorily used yre
interviews. aptitude and jnerest tests. work evaluations, 4.
titudinal measur - social yssessments. and physicil exam-
inations. The increased cogt is likely to discourage any prime
sponsor from operating level 3 assessment alone, pz'lrlicular[3,
when it serves only one functjon. The cost is likely to exceed
the benefits. : ' -

A level 2 assessment usually involves the p'apcr-;md-pencif
test. whereas a level 3 assessment probably includes this tesy. .
plus more. structured jnreryiews. projective tests.” interest
tests. 5095.“1 assessments, ynd physical examinations, None of
these additional”assessments are likely 10 incur resistance
among clients since they rejate primarily-1o concrete behy-

jors and generally involve gne-to-one client-staff relation-

ships. Clients are less likely to feel that they are competing

- with others in their groups and can enjoy the special attention

16

that the process affords them. The increased assessment s
unlikely to result in more people being rejected than would be

found unsuitable by the level 2 assessment (although physieal-
examinalions may reveal * disabilities that would prohibit

clients from participating i training activities).

A level 3 assessment may be resisted by planning councils
or elected oflicials who ilrc‘prc_iUdiced against “fancy™ tests.
especially when they are administered by a psychologist.
Many people view such testing as-having the irﬁplica[_ion'[ha[

22
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mental aberrations are suspected. The Tayman alse may be
unaware of the usefulness of some of the more sophisticated
assessment tools and may resist spending money in this wi v

The overall advant; age of this moda s that it provides the
most helpfui l\lﬂd\ of inforp: ation to govern seleetion of serv-
ices and Craning! activity for a particular client. However.
when this Kind of aswessiment is incorporited in o model that
has only one function and is operated by asingle ageney. the
costis generilly prohibitive.

'

The Multifunction, Singie
Agency Meodel (Level 3)

“This model provides a 1ull diagnostic analysis of caeh par-
ticipant. It can be 4 great sources of information for fulfilling
other progran) functions, The prime sponsor would usc this
model in situations where the community lacks an adeguate
information referral service and the pl.mnmg council con-
siders it to be the CEFTA program’s responsibility to provide
intensive counsdling to uncmployed people. including those
that it will not be able to enroll. One service that lends itself

1o this model Is counseling in areas such as health care and

domestic relations. . o

P

Because of the extent of the level ata
U"““ﬂhlc L0 pinpeint real needs. information and-referral
SCIVICes are mdre heneficial to the client than dre’ those re-

3 ‘nquiry and the.¢:

sulting from mora limited assessments. Simil: 1rI). an agency

is more likely to be responsive to @ client referred to it, be-
cause ol the guality of the material supporting the referral.
This model provides immediate service to the clicht in the
community in a measurable. way. Other agencies are ben-
efited by having case histories dnd some diagnostic informa-
tion available to them _

- Of course, planning l‘{;r the operation of this model sug-
gests consider: llmn of n numhu of factors:

1. Sclection ol assessmeint In\lrllLll()n\

2. Selection of statT to ¢ e ot the assessment activity,
3. How.the information, - 'me of which is highly contidentjal.

can be used. . ’
4. How this information will be ransferred from the

ASSCSS-
ment center o the user agency. ’

5. low information cun support other 2veney activities,

Monitoring this model requires great care in reviewing the
aceuraey. of the information initially collected and even
greater care in tracing its use by participating agencies Lo be
assured that it wias not misused.

The management of this modél r)l'l.‘sl.nl\ distinctive prob-

"

tems. The \LhL(illll"L of the administration of tests, counsel--

ing interviews, and so forth must be coordinated ¢
that clicnts are available to the various assessment specialists

sponsor s operating an information and referral service,
linkages between the prime sponsor and other agencics must
To evaluate benetits to the chent, the sponsor
would have to determine that the client, when referred, re-

he cffective

ceived »ome benefits that he or she could not have reccived’

ust st~ well without the referral. This would entail followup
ymonitoring the referrals.

A chiel disadvantage of this model is that the expense: of
operating a level 3 assessment activity is almost too great for
a small prime sponsor. 1t is unlikely that any prime sponsor
could justify the cost of this modél solely in terms of meeting
its program objectives and  goals. 4 manpower
planning council could justify an information and referral
service as a general support to the labor muarket, going be-
sond those peaple who will beconie CETA enrollecs.

£
However,

The Multlfunctlon Multiagency
Model (Level 3)

Of all the models so tar discussed, this is the most com-
plex and ditlicult to operate. However, since it is-a multi-

m

Cies.
cerned.
to accommodate many purposes and therefore offers more to
a greater number of ageneies. This model oﬂ"ers the most to
the community and to the client.

A level 3 assessment activity provides ample data

In p!u.nnmg this nmdci,.onc_ should first consider the kinds

of information required in the assessment process in order
to serve the function of individualization of services to the
client. Second, one must think through what other functions

. could be served by multiple use of the same information or by

a slight expansion of the information. Could this information
be used as a basis for 4 refined information and referral serv-
ice? Could it be used as a means of monitoring client change
and therefore the effectiveness of program activities? The

planner should give thought to other agencies that have sim- -

ilar goals and un interest in the same elient populatien. If a
welfare office has @ commitment to serve low-income mothers

receiving public assistunce by rclmhxhldlmg them for eventual .

self-support, it would have some of the same information
nceds as the prime sponisor.
Plunning would not only identify these dgLnC)LS but ulso,
based upon their needs. would
assessment. They would need to have input regarding a share
of the cost of the assessment process and the extent 1o which

they could commit resources to this end. This would be the

" basis for a plan for the management of the model that would

take into consideration the extensive neéd for monitoring o

sarefully so cassure coordination and timeliness. Any level 3 assessment

can be time consuming, and caution shouid be exercmed to

- when necded. Morcover, the management of this model re-  see that the elients are served expeditiously-—a ngdlCr prob-

quires llml the ilow of information be contralled, lf!hc, prime’ lem when morc than one agency is involved in the process.

T ". ’ ) |7 *
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_madél, expenses can'be shared by collaborating agen- .
a way that may make it cost-effective for all con:.

cxpand and refine the level 3

’
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Maomitoring shoald also determine what etfect the model
having on the client in terms of pereeived benchits. 1 the
management plan calis for cach agency to contribute ~talf
members to perform specific assessment activities, somu one
person or agency must be assigned the responstbibits for man-
Direct hines of communication vhould be estab-
lished and specific duties of cach statl member, including the
assessment supervisor, spelled out in writing The use to b
madc of the informption should also be agreed vpon.
regard, differing pency philosophies and policies come into
play. Some agerfCies may feel tat no information ohtained in
“this process can be used to prevent a client from taking ad-
vantage of the prime sponsor™s service. The prime sponsor
May siew assgssmeat as a means of screening people tor

agement

tramming and cmployment activities. Such conflicts would
have he resolved in the course of the planming of this
model.

The tradeotl is the model’s cost-cffectiveness. A highly
sophisticated and expensive asscssment process can be within
the financiad reach of any prime sponsor if asutficient number
of agencies-in. the community are wilhng and abic to share
the cost. Agericies that generally share an interest in serving

sthe same clients as the prime sponsor would be the-local wel-
fare department. the employment service. and vocational re-
habilitation agencids. This model provides a inost cffective
basis for an information and referral service that prevents
clients from being shuttled from one agency to another with-
nut follow-up. It prevents inappropriate referrals because of

“inaccurate or jasufficient information. This model's grealtest
advantage’ is that it provides the community with o coor-
dinated information referral service that is capabic of ohtain-
ing the most suitable ageney services for the client. Tts dis-
advantage is related to its complex finkages, both internaliv
and externallv. Skills in planning und manugement are re-
guired to maintain such a model with success.

The Escamoia County (Fla.) prime sponsor is an exanmple
of a level 3 multifurction, multiagency model. This is sur-
_prising in that Escambia is & smali prime sponsor with a Title
I grant of approximately §1 million unnually.
County maintains a levkl 3 assessment system at a cost to the
prime sponsor of approximately $68,000 per year. ’

Intake is contracted to the Florida State Employment
Service, which interviews applicants to determine eligibility
and referral for either employment or training. Those ‘ap-
plicants referred for training are assembled in grotps’for pro-
Aram orientation and prescreening by the assessment center.
A Culiforniua Achievement Test locator exam-and brief para-

graphs written hy applicants areé examined along with ap--

plication forms. Since the assessment center is also an infor-
mation and referral service serving State health and rehabil-
itative’ agencies as well as CETA programs. selection of
clients to be assessed provides opportunities for services that
exist in several different agencies. For example. if there are
no openings for CETA skills training but there are openings
in the remedial education class. clients who have the greatest
need for these scrvices would enter the assessment center.

\) _,' ) S, i
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In this

perform a portion of the

Escambia

Clients with severe handicaps would he earoBed as potential
cocntbonal rehabilite oo clients,

The ussessment process requires approximately juo weeks

to complete Staff consists of ¢y N fulltimie nur e and
part-tinie phnvsician to o aduct physicat examinutions, 125
pavehologist wio wdmimisters the Munnewota Multiphasic

Personahty Inventory (MMP1 and revised Beta, 1o addition

to providing career counsching, (3) a work evaluate: who ad-

ministers the jewish Emplovment and Vocational Serviees

work evaluation of cach client, (4} a leacher who conducts

academic assessments and monitors simulated classroom -
situations to further determine the client’s academic aptitude.

and (3) a voeational rch;ihiiil"'i(‘)n counsclor who serves ds

overall supervisar of the vnil and assists the client in making .
final carcer choices. Thd vocational rehabilitation counsclor

also refers clients to CETA training  or some other agency

that.muy provide them with needed services  and follows up

on the referruls. Clients receive no stipends while undergoing

dssessment.

The inforination obtained through this intensive
ment process provides the diagnosties that establish the
hasts tor the employabibity plan and schedule for individ-
An advantage of having various statl each
asscssment. rather than one psyeh-
ometrist do all of the assessment, issthat it allows for biases Lo
be canceled vut, The assessment team members meel (o com-
bine their assessments of cach individual case. The resulting
file of duta and conclusions or recommendations for serviees
ts shared ‘with both the client"and the training counscior. At
that point, the role of assessment ends. The client und couf-
sclor review the data and formulate un cti\})lo_\'ubili(}' plan
that mects the approval of the client and the progrdm man-
agement. This plan not only spells out vocational objectives
but also outlines the

ASSUsS-

ualized services.

and training activities, supportive serv-

ices required.

. - » . .
Evaleation, Monitoring,
;

and Refeg_ral

A number ol functiens other (hdn assessment are served by
the same. mﬂ.nrmdtmn gathered on clients. One is evaluation,
Escambia Cnunt\ cvaluites its training programs by reviéw:
ing the bascline data,collected on the new trainees every 90
days to determine what changes have occurred in the em-
ployability faciors, assessed. There are 26 such factors eval-
uated during the assessment process. Each is reviewed by the
training coordinator 1o determine what chinge may have
oceurred during the 90 dayvs of service deliver¢, This asscss-
ment is again repeated at the time of termination for the
chent, These roviews cengble the prograrh evaluation unit o
‘trace changes amung all clienis on a regular basis,

When some clients seem 1o be progressing slong-the factor

clating to academic proficiency bpl not in the areas of phys-
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At the same
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shan o wervons than
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fhe disadoantare an cramoesabuntion ic

v that o requites sLaborinte to rees siuaie the sarous

empioyahiny faciors every 90 dass This calis for grepetitson

A THE waseasmien PEosess T reassass the chients or o udgmmen

an the part of the caseload musieer us 1o the ind e arogress
fatier

The

fothe

m;nic U oadmun-

niervenng

il

v uss predse
crtent that these

thatl has heen
plratinely sore feasehle

Measures reliuble, @ consistent measure of Pruprarn dv-

JATC
Dty and the results of that sty are possible, The vidue
iy ohvious. The program’s opesations can be moritored ard
cualuated on the basts of which positive change s produced 1o
the ctuployabiity of the chents  the wrerall goul of o toan-
e program  Change or Lack of chunge suggesis revisions in
program mn and wloser examination of o paeticulur uctive
1y By coreluting changes n clienty’ smploy-
abthity Yactors 1o futlure 1 achieving
desirehle employment. the program operator can determine
if there is any predictive value to the varicus employabidily |

OF SCrvice.

chical suceess or

- lactors .

Escambia Counly has undu tuken a plan to make ils inter-
vening client assessments more rehiable by pooviding special
who ure in touch with the
client on g regufar busis In many nstances, change can be
rated on the basis of o chient’s achievement of particular ob-
jectives in the program. For
as having na vocatonal skills, he or she will be given a five,
the lowest rating on that emplovebility fuctor. I the traiming
provides the chient with caplovment skills, the mstructor con.
ducting the skills traiming rates theclient. The caseload maun-
ager then only meeds w sol ¢ this ;aformation, not proguce

. Frequently, the same s tree of academic assessment of
clicn's enrolled in remediai cducation class. who are rated by
their instructor to determune the grade level change.during
their enroliment. ‘

Less casy to measure are behavioral changes. In this an-
Jance, the assessments are subjective, and there can be.a
wide variance betweea the initial subjettive judgment of the
assessor and any subscguent judgments made hy program _
stufl at_other points in the intervention process. The risk is

instance, 1f g client s assessed

that ohserved changes may merely reflect the obscrvers’
biuses rather than any actual change. ,

ceifory’

sey VICCs iS
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were apprap-
CETA Members

Approvmaiedy o third o the chiens
fise

ASye '.-C‘

spibic vocananal rehatshitation. nor i
retferrabs for tramming avinjadle under
group. termed Cpras-gred chients” were geaerally

fonnd to be functiomng 4t a low acedermec level (third- 10

foulth-grade). During the assessment process. they cxhbited

hehavior that woukd not be conducive to successiul trainidg

(acting out overt hostility, being disruptive noa group. of

showing no apparent mo(z‘um(\n for (raimng or milerest m

progrems avatlable under CETA). The gray-area client group.
also inctuded progeam “hoppers,” alcoholics, and drug users,

This has led the CETA prime sponsor to plsn 1o have special

programs to accommodate some membdrs of the group in

fiscal 1978, The ascessment cemter also has identified specil-

weally the ChthTCN\!I s of those pedple who were “lalling

hetween agencies T In conjunction with other JgLﬂCan. some

zde 1o provide special programs that Wil
help these andividuals take advuntage of !EL cducational

upportusitics provided hrough CETA or the commumty

schoat system

rrate
of 1

n heing m

The expense ¢f an operation that provides such complete
'p:dhh itive unless thecosigs shared by a number
of agencies in acddition to lhe. CETA prime sponsor. Such is
the case in Escambia County, where the local-health depart.
ment, the voe tional rehabilitation service. the social welfare
otfice, und other agencies recsznize the need Lo join their re-
sources with the CETA program to serve essentially the same
population segment. Many of the staff and resources required
tn an assessment center are prov:ded by these egencies. This
reduces the cost of this opération to $68.000 a vear to the
CETA prime sponsor. The relationships of the contributing
agencics and their respective responsibibities are clurified in
wrillen agreements. .

ery
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Assessment [Devices

Thuanstruments ovanlable for sssessmient have many shori-
aes Tre older tests de not it the special characteristics
of the dadvantaged population served by CETA programs.
disadvantaged per-
e oan cvistence fong enough to be validated
¢l of contidence. Program directer  are per-
{ vahid wnd- rehuble assessment

(NEEAS

The newer anstruments designed to serve
sons hae o

with a high fev

pleved 18 their search for u
instrument.

) The success of any program actisity depends upon’ the
competency of the people dealing on 4 one-to-one basis with
the client. There s no substitute for know-how on the part of
the stail th mduct-
ment, be i citervies or the MMPILL will ot compensate
for ~titT himitations. Assessment insiruments should be con-
sidered as g was to aid competent staff to make objective

dansessment,

Judgments when confronted with extremely subjective cri-

terias They organize one's lhmkm; and approach toward the

gathering of mfurm.mm One should not hesitate to use an
m.slrununl stmply becauase it has not been proved beyond a
doubt .to be valid. but should exercise caulion when using
There are no infallible instruments. Some are
maore nearly valid thun others, and this, along with costs, re-
usabifity. and sophistication of the uassessor. should be the
guide to their sefection.

The selection of assessment instruments is based largely
upor whitt purpose assessment will serve.*lt is assumed that
assessment will always be used to determine client eligibility.
if this 1s its only functions, a prime sponsor probably would
not be mterested in any testing instruments that have been
described here. On the other hand. if the function of the as-
sessment center s to provide an information and referral
service. the program director should inélude a structured in-
terview. biographici! information. and a physical examina-
tion or basic physiological screening so that a referral to

test results,

-medical resources will be possible. If the assessment center

1s serving as a means of outreach and recruitment for the use
of & commanity health center. perhaps it would include
psvchological screening,

Once the functions have been agreed upon and the ap-
propriate asscssment devices selected to provide the informa-
tion that will accommodate those functions. the program
director must decide how to manage intake and assessment.
Much can be said for the interagency approach. It is cost-
effective and opens the door to other agency resources for a
client. When vach CETA client has had contact with another
agency’s staff, a rapport is usually-established that facilitates
the client’s reccipt of services from that agency. '

In many cases, prime sponsors are concerned about main-
taining the integrity of their programs and separating their
programs from the political arena. Some thought should be
given to having an agency outside the prime sponsor’s direct
control provide the certification of eligibility for CETA

Q
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Any assessment instru-

service.

clients. The local State emplovment service is readily avail-
able and meeis this criterion. As an agency neither budgeted
by nor under the control of a local government official, the
emplovment office. through a financial or nonfinancial agree-
ment. is ideally suited to take appiications of clients. to judge
whether they meet the specified eligibility criteria, and to
complete the certification process.

The State employment office. becuuse it has considerable
contact with unemployed people. ceuld also provide either a
level 2 or a level 3 assessment. It has a role to play in most
intake and assessment processes. ' .

“In some communities. the local health or welfare dgencx
has staff who couid do sophmllcalcd testing. Such an ager, v
may contribute its staff to a joint intake. assessment. and re-
ferral effort with the CETA pr¢ am.

Another agency that has the s:me goals und renders care
to many disadvantaged pecople is the vocational rehabilitation
This agency normally provides diagnéstic evalua-
tions to determine eligibility for its services. It can often pro-
vide the same service to all CETA clients. in exchange for
sharing the cost of assessment. _

-Local welfare departments and WIN projects may be in-
terested in assisting efforts to bring service to the welfare
client or potential welfare recipien:.

Arrangements among agencies to provide assessment ser-
ices involve careful planning. Controls over the activities
should be carefully deﬁncd and delesated to particular
individuals.

Although working in conjunction with other agencies is
cumbersome und can be frustrating and aggravating for a
prime sponsor, the rewards to the client and the community-
make this effort worth careful consideration. If interagency
cooperation is a problem in one’s community, perhaps this is

" the time to take the first step toward facilitating an inter-

agency effoit. A prime sponsor might be ab_lc to offer an as-
sessment center just as inexpensively—and- more conven-
iently—on its own. Yet in the hope of making closer.coopera-
tion among agencies the scenarie for the future. it might still
want to take the lead in planning an interagency center.

A key element of an intake and assessment activity is its
logistics. as demonstrated by the Broward Manpower Coun-
cil, which uses mobile unijts to provide services to remote
arcas. It is unlikely that a lgvel J assessment center, especially
when it includes a work evaluation daboratory, can be rep-
licated throughout a large area. It would be necessary to
transport the clients to an assessment center, or 1o set up a
mobile assessment unit. The latter is expensive and would not
work as well, because testing requires private offices. and a
work evaluation laboratory must have consxdcrablc space for
equipmeni. More limited mobile units or multiple mlake cen-
ters can be established throughout the prime sponsor’'s juris-
diction; then. with the help of some prescreening. certain

clients can be selected for extensive assessment and referred

to a central location.

e Xaki
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Screening Clients

Onc of the problems that level 3 assessment encounters is
screening certain clients to take certain tests. One approach
is to have a battery-of tests that all clients must take. The
same history and data are thus available for every client.
which is invaluable for program evaluation or research
purposes. : - :

Another approach is the “filter” system. Eligible clients
are given an intensive orientation and structured interviews,
with screening according to individual needs and expressed
wishes for services. These are matched with services avail-
able in the community, and referrals are made.

Screening for agency eligibility criteria permits a large
group of CETA eligibles to be referred for services. Those
who are not diverted by the process are *“filtered” through io
CETA. Although this process does not assure that every el-
igible applicant will receive services, it does reduce the num-
‘ber not receiving any services. More importantly, it identifies
those clients whose needs are not being. met by the commun-
ity. CETA sponsors have the option of developing new pro-
grams that can better assist the client or approaching a con-
sortium of agencies and asking them to pool their resources

_to meet the identified needs. Communities that have under-
taken such efforts find that it is the first time that clients have

“been identified and described as to characteristics and
needs-— the first step toward developing programs.

Summary

An assessment activity may lean toward either of two pos-

that a client is there because something is out of order. The
process of diagnosis. prescription, and treatment is controlled
by agency staff who regard the success of the therapy as a re-
flection of their skills and expertise. The “humanistic™ model
assumes that. so long as everyone, particularly the staff, is
feeling good about whatever is going on, results are bound to
be good. Somewhere in between is an approach that accepts
the client as a mature human being, capable, with informa-
tion and counsel, of charting his or her own path to a success-
ful career future. Although there are no faws of human
behavior as there are laws of physics, there is a depth of
understanding about the causes gf behavior and learning that
suggests commonalities among people in peneral. These
commonalities become the attributes measured by various
assessment techniques. o

The state of the art of assessment in emplovment and
training programs is generally crude and unproved. Those
prime sponsors that have instituted assessment are unwilling
to give it up, but they can produce little documentation that
it has had any positive effect on programs or clients. The
need for research is obvious. ) ’

Equally credentialed experts argue for and against testing.
A prime sponsor may as likely be condemned for testing |
clients as for not testing. This monograph does not suggest-
any course or.action regarding testing, but it does argue for a
formal assessment (as opposed to an informal assessment).
outlines progiam issues and maragement concerns that af-
fect assessment, and references other literature for further
research. A prime sponsor wanting to know whether its in-
take and assessment component is having a positive effect on
employment and training program outcomes will have to rely
on its in-house program evaluation capabilities for confirma-
tion. It will be through research undertaken by prime spon-+
sors in the “laboratories™ of their programs that the state-

sible extremes. One is the “medical™ model, which assumes of-the-art of client assessment will grow. .
¢
Dy
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APPENDIXES

A. Report by New York State to the Department of Labor S

Manpower Planning Secretanat

A CETA Participant Selection System for Tlties I and II

Using the Sj’Stem

N

This selecl’ion'syétem. speciﬁcally;designed for New York

State prime sponsors, is intended to serve as'a management
tool. By using this system. a coordinator will havesan addi-
tional tool for the selection of CETA participants. A score,
obtained from a matrix, provides for the selection of individ-
vals based on need.r Therefore. persons with the highest
points—the most nendy—are then selected for a particular
program. ’
Conversely, when funding for a program is, halted, ‘the
matrix may be used asa layoff system. Pamapﬁa\mﬁth the
lowest point totals are basically the ones who ar
need; therefore, they should be the first ones to be laid off,
By choosing this system. program coordinators are able to

conduct an assessment.of their participants by making a

check of the par.icipant’s score over a period of time because
a higher score indicates a more necdy person. For instance, if

at the end of a training penodéa participant has a higher

score than when he or she entere \nto training, the employ-
ment has not been beneficial or the’éartmpant needs more
training. .

-

Method. The usefulness of this system is partially reflected
in the ease with which it is set up. The vertical categories (see
matrices at end of next section) are labeled as economic ¢har-
acteristics and do not change from prime sponsor to prime

east 1n__

«

sponsor. 'Horlzontal components are social characteristics
and reflect SIgmﬁcant segments within the pnme sponsor or
balance-of-State area.

Beginning at the right-hand SIde number the social char-
acteristics commencing with one (1) and proceed in integeys.
This is done so that the category,that has the highest number

-receives the highest pnomy .Economic characteristics are

numbered from bottom to top, starting with 1.0 and pro- -
ceeding in two-tenth intervals. The rank for a category is.,
arrived at by cross-multiplication. - .

A final score is obtained by adding the points for each spc-
cific social characteristic on one horizontal line. For example,
if a CETA>participant is eligible for a Title I position and is
a food stamp recipient, the interviewer would use the second
horizontal line. Assume also that the individual is the head of

" a household, 27 years of age, and a female; the total score is

then 22—11| for head of household, eight for being in the 25
to 44 age group and three for.female.

Rules. Parggraph 95.31(c) of the CETA Rules and Regula-
tios (May 23, 1975) provides for the use of a system that
‘stablishes priorities: '

-

1. A person may take credit for only one'economic charac-
teristic: i.e., whichever yields the highest rank.

2. A person must claim at least one social characteristic, but
should claim more than one where qualified.



3. A person may claim only one kind of veteran stalus: i.c.,
-whichever yields the highest rank.

The economic characteristic defines which horizontal lme
to use.

5. The “other™ category is also included to give an inter-
viewer some managerial control over the selection process.

should ordinarilv be included

4.

. Only one **family member™
in a county’s CETA program.

. Participants must be informed that job opportunities are
transitional and will not ordinarily exceed 18 monlhs

Categoriés. .- The economic 'characlerrslzcs determining
eligibility of potential participants for each of the titles are
defined in the CETA Rules and Regulations. They do. not
vary from county to county or from prime sponsor to prime
sponsor. They are targeted to the population that the specrﬁc
title was designed to serve.

A significant segment, defined in paragraph 94.4 (vy) of the
Rules and Regulations, is a group of people to be charac-
terxzed lfappropualc by sex, age, and racial or ethnic origin
and by occupational or veteran status which causes them to
generally experience unusual difficulty in obtammg employ-
ment and who are in need of the services provided by the title;
. 1.e., a significant segment need not be the same in all titles.
Other descriptive categories may be used to define a sig-
nificant segment, if approprralc

Data on srgmﬁdmt segments may be obtained from several
sources, including the following: .

1. 1970 census of population.

2. Unemployment insurance beneficiary data. .

. Employment security automated reporting system -
(ESARS).

4. Theuniverse of need.

. State-aided programs-—pubtic assistance enrollees.

. Economic profiles—New York State Department of La-
bor, Manpower Planning Secretariat.

- Labor force data.

A »

One of the basic responsibilities of prime sponsors in ac-

" cordance with paragraph 95.31 of the Rules and Regulations
* 15 to establish priorities for receipt of assistance authorized
under the act, taking into account the priorities identified- by
the Secrelary and thessignificant segments represented among
the ‘economically disadvantaged, unemployed, and underem-
ployed residing within its jurisdiction.

Title

Economic Grr;ups To Be Served

. Home relief recipients. By serving those most needy in-*
dividuals first, the prime sponsor is rehcvmg the enormous
welfare burden currently in place in all states.

28

2. Economically disadvantaged. As detined in paragraph 94.4
(1), (1) (2) a person is poor if hé or she is a member of a
family (adapted in accordance with paragraph 95.32 of the
Rules and Regulations): .

a. Who receives cash welfare payments or
b. Whose annual income, in relation to family size, does

not exceed the Office of Management and Budget pov-
erty level.

. Unemployed. As defined in paragraph 94 .4(ggg). (1), (2).
a person who is without a job and who wants and is avail-
able for work, defined as *‘a person who did not work dur-
ing the calendar week in which the determination of his or
her eligibility for participation is made.”

. Underemplo;ed As defined in paragraph 94. 4(ffD (1).(2).
a person who is working part time (less than 35 hours per .
week) but seeking full-time work, or a person who is work-
ing full-time work but whose salary relative to family size
is below the poverty level.

Special Consideration. Adapted in accordance with para-
graph 95.32(e), (1), special consideration shall be given to vet-
erans in two categories:

I. Disabled veteran (defined in paragraph 94.4{2], [31’) IS a
person who served in the armed forces and who was dis-
charged or released therefrom with other tham-a dishon-
erable discharge and who has been given a disability rating
of 30 percent or more.

- Special veteran (defined in paragraph 94.4[zz]) is an in-
dividual who served in the armed forces in indochina or
Korea between August 5, 1964 and May 7, 1975, and who
received other than a dishonorable discharge. -

Social Characteristics

1. Head of houschold. Defined as a person who is eliéible to
claim more than himself or herself on income tax forms.

2. DropoutNpefined as an individual who is at least 25 years
old and has not attained 12 years of cducation.

Title I

N

Eligible Areas. An area of substantial un&:mploymcn[ (de;'
fired in paragraph 94. 4[d} [l] [i].[ii)) shall mean any area

“which:

I. Has a population of at least_ 10,000 persons.

2. Qualifies for 4 minimum allocation of $25 000 under Title
1@ of the act. :

3. Has a rate of unemployment of atleast 6.5 percent for a
period of 3 consecutive months.

L



“with paragraph 99.36(b):

Ecomonic Groups Te be Sernved. Adapled in- accordance

1. Unemployed persons who_hé?e exhausted their unemploy-

~J

ment insurance benefits.

. Unemployed persons who are not eligible for unemploy-
ment insurance benefits.

3. Persons who.are unemployed for 15 or more weeks.
4. Persons who are unemployed for at least 30 days but not

more than 15 weeks. \
. &

s

T o '
Special Consideratiop. In-"accordance with paragraph

99.37(h).(b).(c) special consideration shall be given to:

1. THc economically dlsadvanlaged

a. Home relief. :

b. Other economically dxsadvanlagcd such as food stamp
recipients or those who have a family income below the
poverty level. ’

2. Veterans

_.a. Disabled.
b. Special. .

3. Former trainees.

NoTE The values 1n each ceil (square) are derived by mulhphmp wocial charactenstic weight by economic charadteristic weight and then rounding ol These wclghh as well as the position of character-

istics. are llustrative. To use this svstem. prime spansors would Ipcate chatacteristics and .;mgn valyes 2ccording to their needs and palicy.

O
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It is important to note that the matrix can and should be
tailored to individual countiés. Each county has its own prior-
ities and significant segments. The county manpower coor-
dinator must decide whom to serve: once this decision is
made, the self-sustair ‘ng matrix will accomplish this end.

The matrix converts client charac{criélics into a numerical
code that can be combined into an overall rating of eligibility
of each client. This instrument addresses one of the frequently.
cited problems among prime sponsors. In view .of the eligi-
bility requirements as spedified by the Ruiés and Regulations
under CETA and the priority classifications identified by the
coordinator, how does one decide whom to enroll when ll_*.ere
are a number of people meeting criteria for eligibility and
representing different target groups? This matrix addresses
the problem by quantifying these characteristics so that they
can be combined into a total score.

Finally, it must be stressed that, while the matrix is not the’
final answer in a participant selection system, ‘it is an im-
portant tool that can aid employment and training planners
in most effectively serving their respective populations.

+ CETA TITLE I‘——INTM{(E PREFERENCE MATRIX

Social Characteristics With Assigned Weight

Economic Characteristics With Assigned Weight

9 8 7 6 5 - 4 3 2 |
5 25 ‘S yea inorities
Disabled ) Heads . 1044 yeo Under I}{{(xorllle;
. Veterans of ‘Dropouts vears and . . Other
velerans Q - 21 years .
) - households of age over women
Home’ ’ _ .
1.8 refiefl 16 14 13 I 9 7 S 4 2
recipients
‘Qther . N )
- economic- : o
) 6 5 2
L6 | ity disad- 14 13 " i0 8 ’ 3
vantaged ’
Unem-
|4 | Ployed1S 13 1 10 - 8 7 6 4 3 -
or more
weeks
Unem-
N ployed less 0 8 7 6 5 4 2 1
b than 138 1 . I
weeks
© Uader. : . .
- 9 8 -7 6 5 4 3 2 1
1.0 employed |




Econqmic Characteristics With Assigned Weight

»

1.0

CETA TiTLES [ AND VI INTAKE PREFERENCE MATRIX

Social Characueristics ¥ith Assigned Weight

w9 5 7 6 s <4 3 2 I
Other . ' —_—
HO{ne economi- | Disabled N Heads Former Older - Minori-
relief . Veterans of . Youth and Other
. cally dis- | veterans N trainees workers
recipients . households - . women
R advantaged - : R :
Unemploy-
ment in- i6 14 i3 i 10 8 6 5. 3 2
surance ) . .
cxhaustees ’ =
Not eligible -
for unem- a4 - 13 i 10 .8 7 6 4 3 1
ployment .
" . .insurance
Uncmp?oycd_r .
50 12 1 i0 8 7 6 5 4 2. 1
more
weeks ~
Unemployed
less 10 9 8 7 6 5 4 3 2 i
than )
1S weeks
+ NOTE: For explanation, sec footriote accompanving CETA Title § Mumx,uh.ovc. y
/
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B. Gcodwnll Industries of South Flonda, lnc.,
S | Re-Education Program

Behavioral Assessment Procedures

Source , B., Physical assets and liabilities
' : o 1. Poor physical strength
The following items are from the Burk’s Behavior Rating . a Avoids physical gﬁ'ort. '
Scales adapted to the workshop situation in order to prompt .- -~ - Gets hurtin physical work.
. specific data during the work evaluation.. ' ¢. Getstired quickly. -
. ! : ‘ d. Will not do rough work. -
e. Appears physically letharglc
- : . f. Slow.
. Procedure S 2. Poor coordination =
. ' ’ ) . o a. Has trouble holding onto thlngs o
_— Enter in the “rfacommcndauon for ?hc behavnoral.prescnp- b. Showspoor coocdmatxon in large muscle activity.
tion” only those items on the “‘behavioral assessmeént check- - c. Handwriting is poor. . R

list” rated one (1) or two (2) on the rating guide of the “‘work . d. Accidentally runs into people and objects
evaluation- report™; i.e., *completely inadequate or below . Drawings and paintings are messy.
average vocatlonally S : 3. Obesity

1. Behaviors and performAances receiving a ratlng of one (1)
are acceptable only in-a highly structured, supportive, non-
competitive work setting such as a sheltered workshop.

2. Behaviors'and perforthances: receiving a rating of two {2)

' suggest that the participant is achieving below the level of

: competmve employment. However, there are indications

- that with additional treatment and/or training, he may be
able to function with such a work setting.

C. Mental abilities
i. Poor academics
" a. Shows poor reading.
b. Shows poor spelling. - _
C. Follows academic directions poorly.
d. Assignments are poorly written.
2. Poor intellectuality

a. Does not-ask questions.
o - - b: Perseverates; cannot shift responses.
Behavioral Assessment Checklist c. Gives inappropriate responses.
: ' ' d. Does not show imagination. .
A. Personal appearance - ~7 e. Has trouble remembering things. B
I. Grooming ‘ f. Shows poor vocabulary.
g

2. Work attire - Does not show common sense.

e
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3. Poordllenuon -

':rrn,-wo._n o o

a.
b.

Shows erratic. flighty, or scattered bChaVIOF
Is easily distracted, lacks continuity of e‘Torl dnd
perseverance.

~ Attention span not increased by pumshmcnl or

reward.”

. Attention span is short.

Cannot finish what he is doing: jumips to something
else.

. Poor reality contact
. Tells bizarre stories.

Uses unintelligible language. .
Shows daydreaming.

. Shows tics and gnmaces without apparent reason.

Rotates or rocks his body. . e

. Makes weird drawings.
. Isunaware of what is going on around him.

D. Emotional stability
Excessive anxiety

)
‘.

._\)
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b.
c.

d.

e.
. Exccsswe sclf-blame: .

po.pcr:a

ll

b.
C..

d.
e.

. Excessive dependency
. Is dependent on others to {ead him around
. Is overobedient.

o an os ]

Shows many fears. -

. Appears tense.

Worries 100 much.

. Flushes easily.

- Appears nervous. /

. Poor impulse control

. Becomes overexcited easily.
. Is hyperactive and restless.

Shows explosive and unpredictable behavior.

. Isimpulsive.

Cannot control sclf(mll speak out or jump out of
seat).

. .Poor anger control
a.

Becomes angry quickly.

Becomes angry ifasked to do something.

“Is quickly frustrated and loses emouonal control.
Explodes under stress.

Flares up if teased or pushed.

Questions indicate'a worry about the fulure

. Upset if ma‘-cs a mistake.

Shows overremorse for doing wrong.

. fs upset if things do not turn out perfect.

Blames himself if things go wrong.

. Exccsswc rcmsldnce

Is stubborn and un(.ooperahv

Is rt,bclhous if disciplined.

Denies responsibility for own actions.
Does things his own way. ‘

Will not take suggestions from others.

D

Is:casily led.

. Wanis others to do things for him.
- Seeks constdnt praise.

" 7. Excessive sense of persecution
a.
. Compglains he never gets his fair sharc of things.

e
-,

o0 o

R

Maintains others pick on him.

Will not forgive others.

. Accuses others of things they aclually did not do.

Complains others do not like him.

E. Interpersonal Relationships
Poor sense of identity

o o0 o

. Excessive withdy;
4.
b.

C.

d.
€.

f

. Poor social conformity

a.

T e ad o

. Tells faisehoods.

mo a0 on

. Acts as nonconformist.
. Wears unusual clothing styles.

Associates with loners. .

7

. Rejects classmates in hostile manner.

“Style” of behaving deliberately different from
most.

1wal

Is difficult to get to know. . L
Shows little feeling when others are upset.
Withdraws quickly from group activities; prefers to
work by self.

Is shy.

Dots not show feelings.

Appears disinterested in work of others.

Displays a *‘don’t care” attitude; does what he

wants. ' . -
&

Does not follow through on a promise.

. Takes things which do not belong to him.

Shows little respect for authority. -

- Is tardy.
. Isinvolved in undesirable escapades.

. Is truant.

P

. Excesswe aggressweness

. Laughs when others are in trouble.
. Hits or pushes others.

. Wants to boss others.

. Issarcastic.

Teases others.
Plays tricks on other children. .o

. Excessne sexuality

a. Employs much sex taik.

mo a0 o

. Reads questionable sexual material.

Acts boy crazy or girl crazy.

. Wears sexually provocative clothing.

Studies pictures ofpornographlc nature.
Shows exclusive interest in opposite sex.

’

F. Work habits - -

Poor ego strength

S 235

m e a0 o

. Depreciates anid;)rusls own abilities.

. Is easily satisfied with mfenor performance

Avoids competition.,

. 1s easnly frustrated and gives up pasmvely

Aéts silly.
Shows little self-conﬁdence

. ‘Plays the clown.



I1. Ratings and Beha™

2. Excessive suffering

Sulks.

. Appears unhappy.

Scems to welcome punishment. L.
Deliberately puls himself in posmon of being
criticizec.

Gives picture of **poor me.’

,Fecfmgs casily hurt.

. Appears depressed.

K38
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rsinJob Sam};ling

A. Learninz and cxmprehension .

==},

[£%] .

Responses to instruction :

a. Requires minimal instruction for task completion.
b. Requires moderate instruction and.completes task.
¢. Requires extensive instruction for task completion.
d. Does not complete task with extensive instruction.
*On-task’ behavior.

Rarely on task.

Fluctuates from on task to off task.

More on task than off task.

. Stays on task. i

Lo o

. Flexibility--rotation of tasks

a. Adjusls well to new tasks. .

b. Adjuststo new tasks with minor difficulties.
c. Adjusts to new tasks with major- difficulties.
d..Cannot adjust to new tasks.

B. Performance characteristics

Frustrauon and tolerance

A "a. Attends to job regardless of obstacles.

b. Attends to job with evident frustration.

c. Has difficuly attending to job when confronted tith
obstacles.

d. Cannot complete
obstacles.

job when  confronted with

. Consistency of effort

4. Shows consistent work behavior.
. Shows moderately consistent work behavior.

b
c. Work behavior was erratic.
d

. Work behavior was unstable.

C. w‘ork attitudes

O

E
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Adaplduon .

. Upon being fdmllmnzed wnh shop rules, the chcnt ‘

adjusts with little delqy.

«

b. Upon being familiarized with shop rules the clxent
adjusts with some delay.

c. Client has difficulty adjusting to shop rules after
being familiarized.

d. Client cannot adjust to shop rules though familiar
with same.

. Motivation toward work .

a. Démonstrates initiative in finding tasks to perform. :

b. Client will frequently seek tasks to perform.

¢. Client rarely secks tasks to perforni.

d. Client iscontent to sitidle.

Sitress responses ; _

a. Works best under little or no stress. ’

b. Work responses improved by occasienal stress.

c. Work responses best under ccnstant moderate
stress. :

d. Work responses best under constant strong stress.

.- Punctuality

a. Institutes work behavior lmnﬁ:dlalely

b. Seldom delays institution of work behaviors.
c. Frequently late in instituting work behaviors.
d. Consistently late in mstuuung work behaviors.

. On-task work behaviors

Stays on task while' working.

. Stays on task more than off task whlie work:ng
. Stays on task one-half of the time.

. Stays off task mdst of the time.

oo oM

D. Interpersonal relations

\

. Reaction to supervision

a. Works best with little or no supervxsmn
b. Works best with limited, supportive superv1510n
c. Works best with firm supervision. . '
d. Cannot work w‘ilhout supervision.

. Peer relations o
. a. Achieves group acceptance quxckly and easily.

b. Achieves group acceptance after a short period of
tlme :

¢. Achicves group accepmnce 1o a limited degree.

d. Does not achieve group acceptance.

E. Appearaﬁcc

I

Grooming

a. Consistently neat and cledn : _

b. Needs periodic reminders aboul dress and/or per-
sonalcare. o :

¢. Careless about personal clednlmess to the poml of
giving offense. .

d. Consistently unkempt and dlsordcred~makes little _

or no effort to meet standards of typical group.



GoopwiLL INDUSTRIES OF SOUTH FLORIDA, INC. RE-EDUCATION PROGRAM
Form For Recording and Controlling Behaviors

. Program ‘ © Name
- |
Work station’ : . ’f Dates
Mon. Tues, - Wed. Thurs. + Fri.
) Defining behavioral goals
| L
P . .
A -
2 L
’ P
3L -
P
4 L
P ~
Total =9
of : .
Al P N . - - :.J

P = Coun} of actual behuvior or pieces.
L = Lim# {estimate) of inuppropriate hehavior of picves which determine reward or not.
V = Reward granted.

X = Rewutd denied.

1:2-34 « Quurter of the working day tdhvided hv o m hrewk lunch, and nm. hrgaky

< i
A
¥ . ":;
; -

1 Ty

s
B
> - 8
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C. Summary of Assessment Tools for the Digadvahtéged

’ Purpose : _ Validixyf
V' Assessment Jor which Other Time Required | Expense Group reliability. | - Populaiion
100! it was planned needed to | skill level | of admin- or normati of intended Format
purposes administer | oftester | istration | individual data use
constructed : .
) available' .
Basic Occupa- Counselingand | Assignmentto | 2%hrs. Medium | Minimal | Group V/R/N Dissdvantaged | Measures arith-
tional Literacy | personaldevel-| training i . adults metic and
Test opment » ' ' reading skills.
Biographical Job placement | Counselingand | Notime Minimal : Both - Disadvantaged | Application
. Information personal devel- | limit manpower blank style; 5
Blank opment. program en- . simple, fourth
o Assignment to rolices grade reading
training level format.
Colorado Man-
power.Labora- o .
tory Instru-
ments
a. Social Research Admission to 30 min. Medivm * ’ ” Disadvantaged | Eighty-nincitem
Access program : . |- manpower pro-{ questionnaire
© Question- ) gram appli- measuring six
naire cants and " personality fac-
aerolizes tors and per-
sonal.histery.
Multiple
choice and bi-
polar agree-
disagree items.
4. Revised - - - - - - - Complex chart
Miskimins and rating sys-
Self-Goals tem asking
Other Test clierit to tise .
, three different”
: perspestives it
- filling out the
! chart three |
. times.
« *V = validity dats available.

. R = rehabitity dma zvaitsbic K .
N » normative data xvailable. a ;
No entry mesns that no dats were available at the time this chart was prepared. ;

Source: Backer, Thomas E.. M"'W‘ of Astersing the Dixadvantaged in Manpower Programs: A Review and Analvsis, (Los Angeles: Hum_:n lnl:ru&bn Research Tantit .
\" A . . '
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C. SUMMARY OF ASSESSMENT TOOLS FOR THE DISADVANTAGED - Continued

; £ | !
-t Other : Time Reciired | Expense i Group or ; ;
Assessment Jor which S BT o R B,
rocl i was planned nesded 1o skililevel | of odmun-. ar i : F
constructed purpases adrsinister | oftester | strunon i individug! ! daig use
. { | | oavadable: i :
\ ! : i

c. Work Re- “Reszarch é i Minimal | Minimel | 3ot { Disadvantagad ’
quirements ; f : j  TAnpowRr pred
Rating ! ; i ! grameppli-

Seale i _: : : : i i ecantsand
. : earnliesd
1 ! ' »

d. Impertance ’ Admission w0 ! . . . ; ‘ Twenlviieme
Question- i programor | | ! ! i ¢ relating to job
naire i job placement '} ‘ i f conditionsor

i ‘ H I i ; ; appartunitizs
! 1 { i ; ; Subjest rates
; i ) | : : i rethenanum.
_ : N i : i [ portince wale,
<. Emph\)y- | Programevziu. ; P ST L Y - ¢ Tuemy fems
ment Satis- f atien ! T f 5 relaung to job
faction 5 ; : . L sausfaction
Question- ‘ ' ' » ' : :
naire : : :
i . : } i ; .
: : : H i {

f. Job Cundi- : g E o - Lo b [ Eight page yires
tions Ques- : ; | . ! uennawecon.
tionnaire _ ] } H i : i cerning per.

. I ‘ : : i coived mork
: : ) ; ) : : ensipnment

§.Job Eapec: ¢ ! . ‘ P : ’ - . Gt page form

‘ 'tanc.y i : ; o fareatagan
Rating ; Y ! : : b conditions

h.Jobimpor. | * - i - Lo ’ { Twelveitenis
tance Pre. i : i i fzom whieh
diction i i i subject isasked
Scale i ! | ; ; | tosclectine

g‘ { E , “. " ‘ four mostim.
- i ; t I : . partantob
’ i l f ; . condilions for
. ! { i : himeelf
: i ! i ‘ : : '

1. Sif-Accep- : ‘ ; } : bo- . V/R Lo T ftees haghiy-
tance Ques- i : i { Jod self.
tionnaire i i : x : velation

! ; ; ] . msin true-
; ; : : : H ! . sl response
. : ‘ : form
J. Similarities | - Counsehingor | ‘ v ‘ P Eighty items
Scale job placeraent i i ' about behav
: i ' ) 1015 that the
) i ; i subjectis axked
. H o iatle
:
. !
]
i
a B //
. . |
'V o« valuhity data available
R« refiadility data availadle ,
N = narmatsve data svailables -
Mo entry means that np data were avaitsble at the ime this chart was prepared B

Souact Backer, Yhomas €., Methods of Assersing the Dxxad\anicxrqtu Manpower Programs 4 Review gad Aqstrus, (Lo Argeles Hurnan Interaction Renzpech fnstituie >!‘77\)

4
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C. SumMMARY OF ASSESSMENT TOOLS FOR THE DISADVANTAGED—Continued

Purpose Validity.
y ; Other Time Required | Expense Group or | reliability, Population
Assessment for which planned needed to | skill level | of admin- or normative of intended Format
tond it was , | . . . T ] data use
consiructed purposes administer | oftester | istration | individua \ '
: available

j. Motivation Counseling and | Program evalu- | 2% hrs Medium | Minimal | Group V/R/N Disadvantaged | Seventcen items

* for Voca- personal atjon (4-195) youth 16-21 in Likert-style
tional development ' format.
Achieve-
ment

k. Practical . iy . : - ’ " Ten four-choice
Reasoning- multiple
Map Read- response items.
ing ’

1. Practicai . . - . - - : Ten items; mul-
Reasoning. tiple-choice -
Zip Coding format..

m. Practical i : - : ‘ . o Ten multiple
Reasoning- choice items:
File Card a file cards are
Sorting aitached'to

. . test booklet.

Educational Program evalu- Individual [V/R Interview for-
Testing Serv. ation short and ) mat; short
ice NYC En. long run cffects answer sen-
rollec and tence complz-
Former Ques- tion and mul-
tionnaires tiple choice
: items,

Goodwin Work | Research Counselor Medium | Minimal | Ensthself- | V/R/N WIN trainces Eight-page
Orieniation training adminis- questionnaire
Questionnaire tering ‘with Likert-

and home type items
interview ("agree-dis-
. ’ o agrec”).

Indik Work Assignment to 15 min. ’ Medium | Individual | V/R MDTA Orally adminis-
Motivation training trainces tered inter-
Scales (motive - a . view-type ques-
to work, mo- IS tionnaire with
tive to avoid - Likert and
work, expec- mutltiple
tancy to work, cnoice comple-
expeclaneRdo tion items.
avoid wmn- -
centive 1o
work)

Jewish Employ- | Counscling and | Assignment to 1.2weeks | High High Both V/N Disadvantaged | Twenty-cight

. meni and Vo- personal training; job work samples
cationpal Serv. development placement representing

_ ices Work job activitiesin

Sample Sys ten occupa-

_tem tional areas.

| -

i

[ -
{.

- .
TV e valndity duta ayaidable

Rra retratulity data svailadle
N o« normatoc dats avarialiic
Noentry means thet 00 dela wirc svadable at the time this chart wes prepared

Sovact Bacaer, Thamas b Methott of Ascesnag the Daodvasiated sa Manpuwer Progroms A Review aad daafvses {Los Angeles Human Interactmn Research tastitute, 1973)
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C. SUMMARY OF ASSESSMENT TCOLS FOR THE DISADVANTAGED—Continued

Purpose ) Validity,
hick Other Time Regquired | Expense Group or | reliability, Population
Assessment S o,’ wach planned needed 1o | skill level | of aamtin- or normative of intended Format
ol it was . : . e . :
constructed prposes administer | of tester | istration | individual dgia use
available'

Jorgenson, etal | Tastdevelop- Medium {Minimal | Both V/R Rural rehabili- | Paper-and-pen-
Social Vocabu- | ment and tation clients cil test, self-ad-
lary Index research ministering, 20

items each on
six scales: Self-
concept, sejf-
acceptance
ideal-self, con-
cept of others,
vocabulary,:
and social
desirability.

Jorgenson, etal - Minimal v Individual v Two-part paper-
Revised Inter- “and pencil
action Scale questionnaire.

Mandell, et al Evaluation and | Assignment te Medium | Medium " NYC enrolless Form I: 20 item
NYC En- program training multiple-choice
rollee Inter- development or fill-in inter-
view Forms | view format.
and i1 Form I1: 58

items giving
job qualifica- -
tions of expec-
tations, inter-
view form; sub-
ject rates items
for degree of ~
necessity or
importance.

NATB Counseling and - 3% hrs. y - Group V/R/N Disadvantaged Fourteen sub-

job placement tests, mostly
nonverbal.

Psychological Pre-testing 30 min. Minimal | Minimal " Disadvantaged | Tape recording
Corporation orientation clients with guides clients
Multimedia low test-taking | througha
Oricentation skills booklet of ex-

ercises with
test-like items.
Clientsare
given another
similar booklet
to take home.

Self-Concept Counscling and High Medium | individeal {V/R Projective tech-
Profiling personal nique using
Technique development pictures of peo-
(O'Mahoney) ‘ plein work

situations.

Sclf-Interview Job placement Minimal | Minimal " V/R/N Job pr:l’:rc'nce

Checklist -

V = validity data available.
R = reliability data availabdle.
N « normative data available.

No entry means |h:l no data were available at the time this chart was prepared.

Source: Backer, Thomu E.. Nethods of Asseszing 1he Disadvantaged in Manpower Programu: A Review and Aralysis. {Los Angeles: Human Inl:nchon Rcscmh Institute, 1973).
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and experiepce
checklist used
‘as part of Cleff
job/man
matching.
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%, C. SUMMARY OF ASSESSMENT TOOLS FOR THE DISADVANTAGED— Continued

Purpose Validity.”
. Other Time Required | Expense Group or | reliability. Population
. Assessment Sfor which . ; :
1ol it was planned needed to | skill level | of admin- Cor normative of intended Format
purposes administer | of tester | istration | individual data use
constructed . )
available '

Singer/Graflex | Counseling and | Assignment to High High Group N Vecational Teaching ma-
Vocational personal training trainecs, re- chine, sound
Evaluation development : habilitation tape and film
System ’ clients, disad- strip present

vantaged prosrammed
instruction in
ten occupa-
tional areas.

Tolerance for Job nlacem.at Minimal | Minimal { Both Manpower Forty-three
Bureaucratic enroilees items in four-
Structure point Likert
Scale scale format. .

TOWER Counscling and 3 weeks High " High v Handicapped Onc hundred ten
Evaluation’ personal work samples.
System development -

Tseng Rating Research Minimal | Minimal | Group R/N Traincesin vo- | Short rating
Scales : cational reha- scales

: bilitation o

USES Pretest- Pretesting I hr. Medium | Medium W Disadvantaged | Short test book-
ing Orienta- orientation let resembdling
tion Exercises GATBin

format.

Vocational Counseling and 3-S hrs. - - - v Manpower en- Group process
Exploration personal rollces for interaction
Groups development and personal-

ization on
topics of jobs.

Walther Work- Program evalu- | Counselingand| 10-15min.| Minimal | Minimal Both R/V/N NYC and New | Twenty-sixitem
Relevant alior(i and personal : Careers inventory
Attitudes planning development enroliees measuring fac-
Inventory tors related to

work adjust- .
ment and
- satisfaction.

Wolf. ct al Job placement ‘ Group V/R WIN trainees Short paper-
Attraction to and-pencil
Work Scale. . questionnaires.
Barrier to
Work Scale.
l.oss Scale

Work Behavior [/ Assignment to High Medium | Individual Manpower en- Under develop-
Samples training rollees ment; involves

: - rating behavior
/ of evaluees in
: " real interper-
sonal situa-
~ tions.

"V = vahidity data avaslable

R . reliabihty data available
M = normative dsta available.
No entry means that no daia were available 21 (> ¢ ime this chan was prepared.

SourcE Bacher. Thomus E . Merhods of Assessing the Dirodvanicged in Manpower Programs 4 Review ond Analvsis, (Los Angeles: Human fnteraction Rescarch Institute, 1973)
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WHERE TO GET MORE INFORMATION
|
For more information, contact the Employment and Training Administration. .S, Deparunent
of Labor, Washington, D.C. 20213, ar any of the Regional Administrators for Emplovment and

Traming whose addresses are listed below. -,
,r"/':.; i
L.ocation Sigtes Served
John F. Kennedy Blde. Connecticut v New Hampshire
Boston, Mass. 02203 AMatne ’ Rhode Isfand

1515 Broadway
New York, NUY. o036

«

P.O.Box®796
/.Phlladq{phi'il. Pa. 19101

1371 Peachiree Street, NE-L
Atanta, Ga. 30309

- 230 South Dearborn Street
Chicago. 1. 60604

91! Walnut Strect
Kansas Crey, Mo, 63106
585 Griffin Square Bldg.

Dallas, Tex, 75202

1961 Siout Street
Denver, Colo. 80294

450 Golden Gate Avenue
San Francisco, Calif. 93102

909 First Avenue
Seattle, Wash: 98174

'
Massachusernrs

,
New Jersey !
New York 4
Canal Zone

Delaware

District of Columbia,

Maryland

Alabamau
Florida
Georgia
Rentuchy
fhinois
Indiana

Michigan

Towa
Kansas

Arkansas

CLoouisiana

New Mexico

Colorado
Montana
North Dakota

Arizona
California
Hawan

Nevada

Alaska
Idaho

{4

Vermont

Puerto Rico
Virgin Isfands

Pennsylhvania
Virgin
West Virginia

Mississippi
North Carolina
South Carolina
Tennessee

Minnesota
Ohio
Wisconsin

Missouri
Nebraska

Okiahoma
Texas

South Dakota
Utah A
Wyoming

American Samoa
Guam
Trust Territory

Oregon
Washington
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