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PREFACE
This two-volume Manual provides information employment and training
agencies can use in

I. des eloping and operating client assessment programs (Volume I); and
2. identifying, adapting or dey eloping special assessment techniques for

seserly disadvantaged clients (tor whom widely available standard assess-
ment tools, such as the General Aptitude rest Battery ((ATM, may be
inappropriate) (Volume II).

Although the two solumes are meant to be used together, they may in some
cases have independent value, e.g., for planning an assessment program for
which the specific techniques have already been identified or for a research use
of assessment techniques where application in a practitioner setting is not
required.

Volume I: Introduction to Assessment Program Develornent has three sec-
tions: an introducuon describing recent trends in client assessment for employ-
ment and training agencies, presenting some background about the Manual
and giving some basic concepts about client assessment; a section on current
practices in employment and training agencies, including some detailed
descriptions of existing assessment programs; and a discussion of assessmentprogram development, including a conceptual model of assessment and a plan-
ning checklist for program developers. Volume I also contains an appendix
listing information resources for assessment program development.

Volume II: Assessment Techniques begins with a brief review of standard
assessment techniqucs, such as the GATB and Strong-Campbell Interest Inven-
tory. &nice% now widely used in employment and training agencies. Then a
catalog is giy en of special assessment techniques, each entered in capsule form
using a standard description format. Volume II also contains two appendices:
(A) a chart listing special des ices available for assessment of seriously disad-
yantaged persons; and (B) information resources regarding assessment of the
disabled.

I his 0,0-%olume Manua/ is designed principally for use by employment and
training agency personnel responsible for developing and operating assessment
program,: other agency staff involved with these programs; and administra-
tors of local agencies, who have to make the larger decisions about assessment
and how it should fit into the rest of their service delivery operation. The Man-
ual may he of seLondary. hut in some cases important, interest to researchers
and policy makers and also to persons concerned with assessment in other ser-
ice delivery settings (e.g.. socational rehabilitation agencies). It should be of

direct salue to persons working in client assessment programs for employment
and training wry ices that are attached to educational institutions or agencies.



I IN1RODUCTION

Setting the Stage

Many new challenges have emerged recently regarding client asssessment inemployment and training agencies. In particular, the 1978 legislation reauthor-izing the Comprehensive Employment and Training Act (CETA) contains twosections that give added importance to client assessment activities for all feder-ally supported adult and youth programs. Section 205, under Title II, Partici-pant Assessment, requires each Prime Sponsor to develop a personalized
employability plan ". . . taking into consideration an individual's skills, inter-ests and career objectives . . . and shall consider the barriers to employment oradvancement faced by that individual. . ." The section goes on to state, "an
assessment of appropriate training and supportive services shall be made atentrance to a program (Title II) which shall be reviewed periodically.. . .(and)shall be included in each individual's employability plan." Section 445, thegeneral provisions of the Title IV youth programs, requires "appropriatecounseling and placement services designed to facilitate transition ofyouth . . . to permanent jobs. . . or education or training programs."

Thus, there is now more explicit Federal encouragement of systematic clientassessment as part of employment and training service delivery. Agencies thatmay never before ha% e considered having a formal assessment program noware likely to do so because of this part of the new legislation. Almost all agen-cies may need to review and probably update and improvetheir in-house orsubcontra:ted assessment functions.
A second trend regarding assessment that is gathering force is represented bythc 1978 Uniform Guidelines on Employee Selection Procedures (as publishedin the Federal Register, Vol. 43, No. 166). These Guidelines set out a revisedand expanded policy, one that applies to employment and training agencies aswell as to prisate industry, for assuring that assessment devices used to makedecisions about employment or employment-related activities do not unfairly

discriminate against certain protected groups. such as women and racial orethnic minorities. Fnforcement of these Guidelines will compel agencies tolook at their assessment procedures in new ways, probably to revise or elim-inate some methods now being used because of potential or actual discrimina-tion, and gather data on salidity and possible adverse impact. Agencies notundertaking such steps may find themselves subject to administrative disci-plinar action, or oen to law suits alleging discrimination.
Eina11%, there is a challenge presented by assessment technology itself. Onthe one hand. new approaches to assessment of seriously disadvantaged per-sons ha% e been de% eloped 0% er the last 10 years. and some of these are now
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being used in local employment and training settings. Developments from the
United States Employment Servke, from research funded by the Department
of Labor and from the private sector figure in this advancing state of the art of
assessment technology for persons who cannot appropriately be assessed using
the standard paper-and-pencil tests. But the very availability of this new
resource for assessment creates problems in terms of selecting which assess-
ment techniques would be most appropriate for use in a given setting, and in
adapting available assessment technology to varyinglocal needs.

Moreover, there is eidence that in a significant number of employment and
training agency settings, inappropriate psychological tests are now being used
in client assessment. There are many "horror stories"use of sophisticated
clinical projecti%e tests. such as the Rorschach, for making employment-
rdated decisions with the tests administered and scored by minimally trained
staff; use of gross measures of psychopathology, such as the Minnesota Multi-
phasic Personality Inventory. for making determinations about individuals'
personality functioning in the normal range. Whether the problem is a test
administered for a purpose it was never intended to serve or inadequate train-
ing of testing persomwl, there is substantial reason :o believe that assessment
in some employment and training agency settings may be off on unproductive,
even potentially harmful, tangents. The harm to clients rmy come from pro-
iding in:I.:curate, misleading information about their employment-related

chariicterkt ics: harm to agencies may be in terms of potential legal liability for
decisions tnade on the basis of such information.

1 hese are some of the important challenges to CETA-funded employment
and training agenciesa press on the one hand to assess, to improve service
deliery through appropriate use of assessment results; and a press on the
other hand not to use given approaches to assessment unless it is established
that the information they provide is relevant and that clients can perform
validly on them. Filially., there is the problem of assessing the resources that do
exist for helping to meet these needs.



Purpose of the Manual

this solume and its companion at e designed to respond to these challenges.they can serse as an aid in the de% elopment of assessment programs for localcuiplo,,ment and training agencies, starting with the conceptualization of thegoals and purposes of assessment, moving through resource identification andprogram deelopment, .to implementation, and ending with evaluation andprogram improsement efforts. Special coverage is also given to assessmenttechniques for the with clients who are severely disadvantaged.
the entire Manual is designed to speak most directly to employment andtraining agency staff in charge of developing or maintaining client assessmentprograms. Practitioners who ha e to live with and use the assessment programand administrators who time to make decisions about assessment in the con-text of other aspects of their agency's operations are the two other most impor-tant audiences for rhe Manual. It may also be of some interest to test devel-opers, researchers and policy makers at the Federal level.the present volumes represent a substantial revision and update of a workthe author prepared in 1972, also under Department of Labor funding sup-port, entitled Methods Qf .4ssessing the Disadvantaged in Manpower Pro-grams: .4 Review and .4nalysis (Backer, 1972). That monograph broughttogether for the first time aailable knowledge about .what tests and otherkinds of asstssment desices ha been or might be used with disadvantagedpopulations. Included were in itruments developed by the Department of1.abor and contractors, by the U.S. Employment Service, by grantees of otherfunding agenLies and by the private sector. Since its initial publication, some1 5,(XX) copies of that monograph have been distributed, reflecting a real needamong employment and training agencies for plactical information aboutassessment.

Howeser, much has happened since 1972. The Comprehensive Employmentand training Act has beer passed and reauthorized; categorical programs havedwindled and multisersice general agencies at the local level are the rule;despite reduced R&D support for assessment from the Department of Labor,some new assessment desices have emerged since the 1972 monograph wasprepared. And the w hole atmosphere in America regarding assessment haschanged; FEOC lawsuits hase become prevalent in connection with allegedlydiscriminatory assessment or selection procedures in private industry, andsuits ar,, being or rna he mounted against employment and training agencies;Congressional attention has focused on assessment practices in local(TEN. f und ed agencies, and not always with favor.
For all of these reasons, a new manual on client assessment is in order.these solunies are a natural extension and refinement of the author's 1972work. there is a kt* emphasis on assessment program developmenton the
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practicalities of thinking about, planning for and implementing the system
that will make possible the use ot' %elected assessment devices. However, while
the first monograph was primarily a state-of-the-art review designed to
describe Department of Laborfunded research projects in the assessment
area, the present effort has a broader goal. It is intended to be a practical guide
book for use by local program personnel at the seseral levels mentioned above.
him her, more attention has been given in this volume to resource identifica-
tion, so that the Manual can serse as an "on-paper clearinghouse" for infor-
mal ion about assessment technique% for the seriously disadvantaged.
Wherever possible, information is provided on how to acquire a copy of what-
eser is being discussed.

Emphasis on the practical information needs of assessment program devel-
oper% in employment and training agencies also is reflected in the strategies
used to des elop these solumes. For the 1972 monograph, a key developmental
technique w a. a one-day conference whose participants were mostly assess-
ment technique des elopers and researchers, with only a few practitioners
present. Here. howes et% most of the collaboration has been with program
les elopers.

rhis collaboranon has proceeded in two ways: first, in the review of drafts
of this manu.cript by a number of persons from employment and training
agencies: and second, sia presentations to employment and training agency
staff in the Orange Counts California area given by the author during the
project's initial stages. At these presentations, outlines of the Manual were cir-
culated. and there was considerable audience discussion of what ought to be
included in the Manual to make it most relevant to assessment program
des etopers, practitioners and administrators in local agencies. In essence,
then . 'hem As.sesAment: A Manua! for Ethpioyment and Thiining Agencies is

designed for practitioners.

What's Includedand What Isn't

In discussing special a.sessin.mt techniques here, severely disadvantaged per-
sons are defined as those indis iduals whose sociocultural or educational defi-
cits interfere with maximi/ing their employability potential. More specifically,
the seserels &sad% antaged are those persons who cannot validly complete
standard client assessment techniques (e.g.. the General Aptitude Test Battery)
because of their sociocultural or educational deficits, including prior lack of
esperienee or as ersis e everience with testing. This definition includes a large
number ot persons receis mg or eligible for employment and training services.

rhe definition e \chides persons whose primary employability deficit has to
do w ith such factors as phsical disability or mental illness. Assessment devices
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ai e w.ailable for these groups, and currently many more such clients are com-
ing to CE IA-sponsored employment and training agencies to receive counsel-
ing, training and placement sers ices. However, limits in the resources support-
ing this work necessitated restricting the focus to assessment devices for the
sex erel disadvantaged as defined above. Nevertheless, what is said here about
how to develop, implement and maintain assessment programs in employment
and training ageneies is not limited in any way. Except for the'coverage of
assessment des ices in the second solume, this Manual is intended to be used in
setting up and operating an kind of assessment program in an employment
and training set tOg,

Standard tools, such as the Oeneral Aptitude Test Battery and other U.S.
Fmployment Sersice-published assessment devices designed primarily for non-
disadantaged persons, are treated only in brief because they already have
been well coered in other publiLations, e.g., those of the Employment Ser-
s ice. Information about other standard tests that might be us( d in an employ-
ment and training agencx setting can be obtained through reference to retrieval
resources in the second solume and the appendix of this volume. Resources for
assessment of phsicall disabled persons are identified in Appendix B of-the
second olume!

Specific information about the contents of this Manual is provided in the
Prelace. Hie next section offers a fairly comprehensive definition of assess-
ment as background for a discussion of assessment program deselopment andoperation.

Definition of Assessment

Assessment ins okes gathering information about the aptitudes, skills, atti-
tudes, personalitx traits and life and work histories of persons seeking services
how local emplos mem and training agencies. Results of assessment may be
used to meet one oi more ot the obiectises stated below.

Purposes of Assessment

/ rwthirtUtt/m; Cheats to iliIen servwe provwm or program eletnent.%. Ctiven
lain pi ogram goak, it tua be necessar to restrict the flow of clients to

those meeim cci tam ci itei ia. l.or example, in a training program w here
omits those w ith at least sixth-grade math skills are likel . to benefit, assess-

I /IC, 11 so,!1.* silproci fli !hi ,11,0%e tit 1110l1t10.1,i11.1 %%hat Isn't I or
.1110111011 .1 ut asskssitioli ,5,10n. di:.1,es

rriks.,11% slisabIed populmion
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ment might be used to screen out prospective enrollees with less than the
required math ability. Presumably those excluded would be channeled to
another program or gk en the remedial education necessary to achieve a
sixth-grade math loci. In other cases, limiteo program resources mean that
only a certain number of clients can be accommodated at one time. Thus, it
becomes neces..ary to restrict the flow of those entering the program.
Assessment might then be used to select those most likely to succeed.

In either case, it is important that the variables assessed are truly relevant
to successful outcomes and are measured as accurately as possible. Assess-
mew should not be a means simply of keeping a service effort io a manage-
able sire; random selection would achieve this goal just as well. Use of
assessment tools should reflect a commitment to provide the best possible
services to program applicants. On the other hand, even accurate selection
of those most likely to succeed, e.g., in a training program, might be chal-
lenged on the grounds that it may discriminate against those who need the
program's serices most. Clear statements of program goals are required,
therefore, in order to decide how assessment can best be used for admission
decisions.

2. For assignment to training. For many disadvantaged individuals, employ-
ability development entails acquiring vocational and behavioral skills nec-
essary for successful work functioning. Perhaps the key variable here is
learning potential" or trainability," the individual's capacity for behav-
ioral change following a training experiencea -variable that systematic
assessment can help to measure. A crucial consideration is the number of
training options open. If only two training programs are available, it may
not take much information to decide which is preferable for given enroll-
ees. Also, there is some research evidence to suggest that characteristics
associated with training success are not necessarily related to later job suc-
cess. Several phases of assessment then may be required to guide an enroll-
ee from emry through training to placement, each one clearly spelled out as
to how results will be used.

3. For counseling and personal development. At least as important as skill
training is preparing clients psychologically for the world of work. Such
vocational and personal exploration ideally is done by a counselor with
rather than to or for the client. If so, assessment data must be relevant and
understandable to the person counseled.

Almost any valid assessment tool can be used as part of a growth experi-
ence for the client by the simple mechanism of feeding back results in terms
he or she will understand. Feedback may offer the client an opportunity to
participate in decision-making processes. Information about personal or
vocational characteristics and about available training or placement

6
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options can he gisen. Then the client can be encouraged to work with the
counselor or employability des elopment team to formulate a plan for his or
her own vocational adsancement. To a disadsantaged person whose previ-
ous life experience may has e ins olved many decisions or outcomes imposed
from outside, such a participatise experience can be extremely valuable in
itself.

4. For job placement. Gke.n accurate assessment of job characteristics, suc-cessful placement ins Oise% matching the indisidual to a suitable job open-
ing. It is crucial that assessment des-ices tap variables of real importance tojoh success. Thus, employment and training agency staff need to know how
well a des ice predicts success, and under what conditions, when using it to
help make placement decisions.

5. For pretesung orientation. Sometimes performance on subsequent assess-
ment tasks can be enhanced when people who are not very "test wise" (or
who are sery anxious about being assessed) are given a chance to try out
their test-taking skilk. When such trial runs are given, it is important that
the practice materials hear some resemblance to the test device f. that will beused later, without reducing the validity of (esults because of practice
effects. Practice with test-like materials can be importlnt both for skill
des elopment in test taking and for generating more psychological comfort
during assessment.

6. tiw e UJIWFS Of the employment and training agency. At a time when the
public and its representatives in legislatures are demanding justification of
gosernment expenditures on all levels, systematic evaluations of CETA-
sponsored agency effectiseness are increasingly frequent. Some of the
problems inherent in establishing appropriate criteria to judge program
success will be discussed later in this volume. When these criteria involve
assessing enrollees, e.g., to find out what they've learned or how they've
changed during their participation in a program, it may be particularly
important that assessment tools used at entry permit valid re-administra-tion and that change scores be translatable into concrete conclusions aboutprogram functioning.

7. For test . iopment and recearch. I ocal employment and training agency
clients sometimes serse as subjects in basic research efforts. Understandingof the impact of cultural disadvantagement on vocational adjustment canbe increased through empirical studies of clients' life histories and psycho-
;ogical characteristics. Clients serving as subjects for such studies should
represent an adequate sample of the oserall target population. Detrimentaleffects on clients as a result of participation must be avoided. For example,
since academic tests represent highly aversive experiences for n any of the
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disadtantaged, research des ices should be carefully tailored to minimize
anxiet ,. and other negat is e reactions.

Putting Assessment in Context: Some General Criteria

What constitutes a successful assessment program'? The following criteria are
one answer to this question and should be kept in mind as readers consider the
information and guidance offered in the rest of this solume.

ssessment should he relevant 10 the needs and priorities of the local agen-
cy semng in whwh ii is used and should fit into the total context of agency
objectives. Assessment is only one of many services a local employment
and training agency will pros ide. Even the smallest and simplest service ef-
fort may entail a number of program components with which the assess-
ment effort must fit reasonably well. In designing an assessment program,
therefore, questions like the following become relevant: When should
assessment occur? Ho% fast must the results of assessment be delivered in
order to pro% e useful for making decisions? How does the cost (in money,
manposser and physical space) for asssessneent relate to the other program
component.? What possible side effects of assessment might be expected to
impact on ot her -el.% ice delis cry components?

( pa mg careful attention to issues such as these can an assessment
program he constructed to fit smoothly with the entire service delivery
operation. Budgets and operating constraints are just as important for
assessment-program des elopers as for those developing a training program,
a lob-placement effort, and so forth. The context into which assessment
tits in a local emploment and training agency will be discussed further in
Scoion 11.

2. Each individual aS.W.S.SInen1 device must serve a practical purpose in achiev-
mg employment and training agency goals for given clients. Evaluation of
the et fectis enc.. of assessment techniques or entire programs may thus be
measured along one or more of the following factors:

a. Soundnes.s and relevance of assessment results for input to agency deci-
sion making.

b. ctual impact on sers ice delivery (measured in terms of stated agency
ohlectis es to pros ide counseling, training or placement services).

c. Cost of the assessment technique or program (including cost of acquir-
ing and implementing the assessment technology; staff time and facil-
ities needed to operate the assessment program; amount of time it takes
to ,:omplete the assessment process).

8
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d. Innehnes.s with which assessment results are pros ided in relation to
other aspects of the set.% ice delis ery operation.

c. 4encv vat/ shvtptance ot the assessment program and its results.
t. 'hem acceptance ot the assessment program and its results.
g. t nespected papdts and negative side elleets from assessment, such as

4.Ma s in other aspects 01 sers ice delis ery because of the need to assess at
a certain point in the .ers ice delisery process.

Assessment, just as much as an other program component in a local employ-
ment and training ageno , should he subjected to rigorous evaluation to deter-
mine w het he- or not the effort should be continued and to ascertain what
improsements could he made to increase ()serail effectiveness and efficiency of
operation. Mole ss ill be said later about es aluat ion of assessment programs.

9



II. CURRENT PRACTICES

Overview

This section is designed to serve three main purposes: first, to review infor-
mally the kinds of assessment programs now operating in employment and
training agencies; second, to identify some of the major problems and pitfalls
now being faced in client assessment; and third, to present some ways in which
these problems have been addressed. These subjects will be approached by pre-
senting the results of two surveys (one national and one regional) of assess-
ment practices, supplemented by observations based on the author's own expe-
rience. and by fiw original program descriptions especially prepared for this
volume.

Portrait of Client Assessment: The Results of Two Surveys

While many data-gathering efforts sponsored by the Department of Labor or
by local prime sponsors have touched on the topic of assessment, to the
author's knowledge there are only two recent surveys focusing on this subject:
a 1976 report by Mark Battle Associates on assessment practices among CETA
prime sponsors and a 1979 study by A.L. Nel lum and Associates about coun-
seling and assessment practices in DOL Region 111.* Results of these two
survey studies are summarized below.

The'Mark Battle sune). In late 1975, the Department of Labor's Employment
and fraining Administration ret:eived a letter from the Justice Department
expressing cOn-:ern that CETA prime sponsors might be administering or using
tests in a manner that would interfere with equal opportunity rights of CETA
participants. To determine the possible validity of this concern, DOL devel-
oped and administered a questionnaire for CETA prime sponsors and their
subagents to complete regarding their use of test instruments in CETA pro-
grams. Mark Battle Associates was requested to analyze data from these ques-
tionnaires and compare findings with the available literature on psychological
testing to determine how appropriately these instruments were being used in
cti rA prime sponsor and subagent ass t. sment programs. The study's final
report was submitted in 1976 (Mark Battle Associates, 1976).

optes ot Mese reports mi i. he obtained h %ruing to Mark Battle Associates. 1019 19th StRet.
%1ashington. 2t*/16, and to A. 1 . Nellum and Associates. 161 Uorhes Street. Brain-

rec. Massachusetts 02184
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An overlie% of findings from the survey data and the testing literature and
three primary recommendations for further work in this area have been
excerpted from the Battle Associates report and are presented here.
Findings from tI4 survey data

fhere wen: 2,685 CI: IA prime sponsors and subagents resnonding to thesurey.
rhere were 121 different tests used by respondents, including USES tests.
Elie most popular USES test was the General Aptitude Test Battery; second
most popular %as the Clerical Skills test.

Sixty percent (60%) of CE LA prime sponsors/subagents responding to the
survey used no tests in their activities.

FwentN-three percent (23%) of CETA prime sponsors/subagents using tests
utilired USES-do eloped tests.

Fhirty-fRe percent (35%) more CETA prime sponsors/subagents used
other" tests than those who utilized USES-developed tests.
Four percent .4%1 of CETA prime sponsors/subagents used both USES-
do eloped and other tests.

Oul 16 percent of the respondents indicated that they contracted with theSFSA for testing ser%ices; only one-third of these had been given training in
the interpretation and use of the test results.

Eifty-nine percent (59g1i) of respondents did not respond to the request for
information regarding the purpose for which the tests were being used.
rhe most popular purpose for tests was to assess academic and/or basic
skills and for other diagnostic and evaluative purposes (29%).

Findings from testing literature

Of the 321 tests used. 196 w ere not found in the testing literature;* 125 were
roiewed and are discussedin the report.
Other than miscdlancous tests, which were largely unidentified in the litera-
ture. the inost frequentl used tests were achievement batteries ;cited 222
t lines), follow ed h %ilea( ion-interest tests (cited 155 times).
Oul so en percent (7tro) of the other tests used by respondents were multi-
aptitude test batteries, such as CIATII.
I; ighteen peNent (18(ro) of tests being used by CM prime sponsors/sub-
agent, were alid for specific Occupations.

_

'It should he noted that \Imp, Kane \.%imuc to the te.ting literature ,ipparentl v.as
%el hnmed, man. Important tilcritke% at: not mentioned at all in their report. I hus.. this tind-
Ifl nuit ,A1111 ..41111011.
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Sixty-nine percent (691vo) of tests being used by CETA prime sponsors/s4b-
agents were not valid for women.

Seventy percent (70%) of tests being used by CETA prime sponsors/sub-
agents were not salid for minorities.

Seventy-four percent (74%) of the tests reviewed were designed to be admin-
istered by a counselor; 14 percent should be administered by a psychologist
or other trained professional.

Twenty-six t:sts were in the Character and Personality category. Of these,
six employ projectise techniques and, therefore, have questionable value as
instruments for CE IA purposes.

Recommendistions

1. Data provided by the subject survey are not reliable or valiu enough to be
conclusive regarding usage of tests by CETA prime sponsors and sub-
agents. Therefore, it is recommended that further in-depth research be con-
ducted if generalitation to the population of CETA prime sponsors and
subagents is desired.

2. If another survey is conducted, the survey quest ionnair: should be designed
to elicit reliable results (i.e., more questions will be needed to tap the uni-
verse of possible responses, and a higher question-by-question response
rate will be required.)

3. Guidelines for future use of tests for the CETA program should be devel-
oped using more reliable data. DOL/ETA should consider alternative
methods for collectiog needed information, such as site visits to a sample of
prime sponsors anc; subagents. Case studies would be one suggested
approach (pp. 5-6).

The A.L. Ne Hum Stine) in Region III. In 1978, A. L. Nel lum and Associates
was contracted by the Department of Labor's Region III Regional Office to
appraise vocational counseling delivery systems operating among the CETA
prime sponsors in Region ill, to design a model system for the delivery of
vocational counseling sers ices and to provide technical assistance and training
in the implementation of this system. A systematic assessment function kas to
be a part of the system.

In pursuit of the first objective, a questionnaire survey (augmented by site
visits leading to case studies in se!ected prime sponsor agencies, was conducted
in late 1978. Some of the most important conclusions drawn from the Nurvey
and case studies are as follows:

The ntajority of test and assessment activity among those Region III agen-
cies responding to the survey is subcontracted to other agencies, most com-
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monl %tan: emplo!,ment ser% ices but also including a variety of private
orgamiat ions.

Pdotough there is a wide sariety of test instruments in use, the GAM is the
one most frequentl emploed by these agencies.
ssessment. like counseling set.% ices, is pros ided on an as-needed basis
rather than through a predes eloped strategy.
The counselor is usualIN the sole decision maker regarding client progress
through the sers ice delisery system. including the assessment component.
Assessment s stems differ w idely from one prime sponsor to another and, in
many cases, ss ithin the area served by a gis en prime sponsor.
Most of the tests used b agencies in the region are paper-and-pencil instru-
ments es idencing little sensitis ity to cultural and linguistic differences
among participants.

Counselors are rarel well trained in procedures of administering, scoring,
and inter ,reting assessment instruments or in using assessment results when
the assessment function has been subcontracted.

Tindings front the Nellum survey must be qualified by mentioning that
fewer than 50 percent of the prime sponsors in Region Ill responded to the
questionnaire. this shortcoming was mitigated somewhat, however, by the
case studies of eight CF TA programs Nellum prepared. Although these case
studies %sere not primaril!, focused on assessment, and typically included only
Iss o or three sentences of information about assessment functions in the given
employment and training agency, they did provide a good picture of assess-
ment in the contest of other service delivery functions. The Nellum report pro-
s ides the following summary of assessment activities in the eight prime spon-
sors for sshich the completed case studies (pp. 66-67):

1 'snail\ a test I% administered as an initial screening des ice to determine an appro-
priate traiiung .1:11% it tor a participant. In cases 1here the Job Ser,ice is respon-
sible tor assessment . . the is administered. Job Sers ice counselors inter-
pret these i esult, in accordance %skit the participam's educational background,
.tcqiiired skills and interests. referral is then n.ade.

)ne ;us I uses rie RAI and W RAI for assessment of all participants. Based on
the initial and 'el t -admitted limited results, a referral is made to a program actis
its %%here more in.depth testpig is done. The !.outh program . . . administers the
( AI to all their participants. tiood% ill Industries performs in-denth socational
assessment ot special-needs participants using the Hester t.valuation System. In
[another kit I. the 4h emplosment and training subcontractors determine sshich
test to administer tor their programs. I hen c. is no %:onsistency among Program,.

All ot the Pr ime sponsor s admitted the difficult in using tests that %sere not
nor mcd tor the t. 1 I A population. I here is a need tor dit ferent tests for wuth
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and adults, different tests to screen tor occupational training and academic prepa-
ration. I he OIC in (one city ] has de% eloped a special test to meet the needs of their
program and participant population. A . . . subcontractor which refers the
maionty ot its participants to a (ir D program uses the CAI. this is an appropri-
ate test for the academic program referral, but it still pro% ides limited informa-
tion about the participant's %ocat tonal abilities and interests.

Some of the more sophisticated tests were used in wuth programs. [One pro-
gram] esaluates their youth participant% with a series or instrument's: JESNER
Rehasioral Scale, CAr, Independent Reading Imentory. [Anotherj uses the
('OAIS system as a pre- and post.test measure ot' the job-seeking capabilities of
the participants [16-19 year olds) and as the basis for a prescriptive counseling
system. ;Another program] uses the Strong-Campbell and the Career Maturity
Ins entory [('M l) aial the Holland SDS as tests of socational interest. [A county
program] has assimilated into its adult programs many of the test instruments
deseloped and used in its youth programs that it found helpful.

'Standardized tests, despite these shortcomings, do return some measure of
ocaponal interest and abilit%, and also an insight into the academic level or the
indi% idual participant being tested. The value of these tests to the counseling pro-
cess is dependent upon (I) the emironment and procedures under which it is
administered, [21 the degree and quality of counselor-participant interaction in
the interpretation of the results, and [3) the sharing and communication of the test
results with other agencies and programs to which the participant is referred. In
many cases, it was obser% ed that the test results were discussed only with the par-
ticipant. rhe counselor used this discussion to make a deciiion concerning the
participant's EDP referral and then the test results were filed in the participant's
folder.

It was obser%ed that somettnies testing and assessment were conducted by pro-
gram agents to achie%e their contracted performance obligations rather than using
these tools to assist both the participant and the counselor in the decision-making
process and in the doelopment and finalization of the EDP.

In summai in all the sites %isited, testing and assessment were conducted in
con luncnon with a counselor. the problems identified were as wide and as saried
as ,he number ot tests used in Region III: the o% eremphasis of academically-
oriented ins,ruments; the lack ot uniformity within Prime Sponsor jurisdiction;
and the limited use of instruments normed to the CE FA client population.

No matter s hat the instrument or the procedure used. the test and assessment
pro%-ess should he incorporated into the larger counseling s stem. All Prime Spon-
soi requested technical assistan.:e and training ia the use and interpretation of
tests wth ("1- I participants.

Assessment Program Descriptions

The descriptions presented here grew out of an effort to learn what was hap-
pening in local assessment programs in employment and training agencies in
the southern California area. Contact was established with a consortium of
14



agencies in Orange Counts, California, and the author presented seN eral lec-
tures to this group during conferences on assessment: As a result of this con-
tact, imitations tor a site visit \sere emended by soeral ass6sment program
'coordinators to the ssriter ant' is stat I.

I hese sisits ultimately %sere used to re% rev, eaeh assessment program in
meetings ss it h appropriate %tat! in order to delis,: enwieli information about
the ss as the assessment progr.an is organiied to prepare a ery simple sum-
mar bout it. It also ss as deemed important to include a description of \shut
the I . I.mplo merit sers iee is doing t hi ough its loeal off .s in each state via
a repor t on the Calitor ma State I.mplos went Sers tee. I le description of the
Jack lir edm ommunits Instit we ss as completed M, It holt( a personal site \isit
but contains the same basic categories of information.

h.k 551 'NI \II ,,1('I it I 0.1 I sivi ii si Di \ I DI I) \R i \II \t.
\t Si '01)1111 (. \I 11 )1e's1

Description of gent.,

I he hmplos went Do elopment Department (FDD) is headquartered in Sacra-
mento. ( alitorma, %els mg the state's population through some 200 field
oftices. In addition to ifs traditional employment service functions. EDD's
map; set.% iee responsibilities are to pros ide labor eehange sersices for job
seeker s and employers, plus training and employment services for disadvan-
taged clients. 1 1)1) has been in operation since 1936, has a current staff
bet ecn I 3.0(X) and 15,000 and an operating budger.of $384 million, ss it h most
t undmg pros ided nom I ederal sourees. s a labor ewhange, EDI) provides
lob ,cekers and emplosei h labor market information, job requirements,
iob-seareh methods, placement sers ices and folios% -up. I.or disads antaged per-
sons, 1 DI) operates a s attet of client sersices, including those organired
thiough \\ IN and k 1 1.-V and specialiied sers ice centers and assessment
programs.

Description of Assessment Program

I he oserall obicetise of I. DD's assessment program is to help indisidual cli-
ents tind meaningful emplosment through aceurate esalwition of their skills
and porential and to mateh eaeh client ss miii potential employers. Assessment is
designed on an indis idual basis and gross. out of the one-to-one interaction
bet %seen diem and 1.1)1) inters iesser and eounselor. Information is gathered
for appr opi tate elient counseling, job matching, or referral to .eeialiied
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traihing programs. To accomplish this, EDI) utilizes a wide range of stan-
dardized assessment toois, ineluding:

Basic (kcupational Literacy Test (BOLD, both English and Spanish ver-
sions (see Vol. 11, Section II).

General Aptitude 7i,v Battery (GAT8), both English and Spanish ver-
sions (see Vol. 11, Section 1).

Nonreading Aptitude Test Battery (?V,4 TB), (see V01.11, Section 11).

Specific occupational test batteries. E DD currently has 466 occupational
tests, keyed to specific occupations and to the DOT system. These are
used to provide selection services to employers, where employers have re-
quested test-selected referrals. All have been validated, and many have
been revalidated to obtain relesant minority group data.

In addition, EDD utilizes specially developed application and screening forms
in order to gather data on client demographics, job histories, actual and poten-
tial interest aid skill areas, and client eligibility for special programs (such as
('ETA and WIN). 'Nese forms are keyed to Department of Labor require-
ments for information and are used by intake interviewers who assess client
service needs. Assessment is conducted at various locg and regional offices
throughout the state which are linked by a computer twiwork.

Ho* the Assessment Program Developed

rhe assessment program grew out of EDD's function as the state's primary
employment set.% ice. While initially a traditional labor exchange and adminis-
trator of Federal unemployment insurance and disability insurance benefits,

1)1) has contiouously upgraded and expanded its assessment program to keep
pace with Federal programming (such as CETA and WIN), client needs and
labor market conditions.

Current Operation of the Program

the assessment program takes many forms, depending on client skill level,
employ rnent history, employability and training needs. In general. clients are
first inters iew ed h intake personnd who determine eligibility for specific pro-
grams, conduct initial ass....inent, and link clients with placement inter-
s lovers. employment counselors, social sers ice or other special program per-
sonnel ho conduct additional assessment if needed. Assessment can .)ccur in
the following major program componehts:

1. Employment Service. rhis is the basic labor exiThange function, where the
ohjectis e is matching tob-ready clients Vk it h existing jobs. Following the
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intake interview, clients not eligible for special programs but having mar-
ketable job skills are inter% iewed; assessed as needed through use of GAIT
or specific occupational tests; instructed in job-search techniques; or given
ocat tonal training. i.DI) offices throughout the state share job orders and

labor market data to offer clients the greatest chance of finding employ-
ment

i.or clients who need them, UM provides specialized services to over-
come employment harriers such as lack of education or training, health or
personal problems, lack of transportation or child care, or physical and
mental handicaps. If necessary, the intake interviewer, placement inter-
iewer or imnloymera counselor refers .:lients to the Department of Public

Social Ser%Ices.

2. Service Center Program. Clients who are disadvantaged and have special
problem, are referred to one of eight Ser% ice Centers located in economic-
ally areas of the state. Each Center houses an EDD office and
ma include representati% es from other agencies who can provide services
such as legal aid, housing, family service, education and training. Clients
arc assigned to full-time case counselors who develop individualized plans
tailored to specific client needs. Each client is assessed by the case counselor
through basic paper-and-pencil tests (such as the (lATH and NATI3), and
each is counseled and assisted in finding employment.

Vile counselor is responsible for guiding the client through the stages of
assessment, emplo ment orientation, job development, job referral, train-
ing and, if needed, referral to outside agencies. The major difference
bet een assessing Ser% ice Center clients and Employment Service clients is
in the amount of personalired attention and services of other social service
agencies a% ailable to Ser% ice Center dims.

11 and II 1.\. FDD is mandated by the state to administer CETA
balanceol-state grants to the 28 rural counties not populous enough to be
prime sponsors on their own, In this capacity, EDI) Vborks with local agen-
cies to pro% :de manpower assessment, training and resource and referral
,et ices. Once CU FN eligibility is determined by the intake inter% iewer,
asses,ment toliow s the general FDD Fmployment Service pattern.

In its M, IN pi ogram. EDI) provides clients with ser% ices such as labor
market esposure, iob-finding workshops, indiidualited job-search plan-
ning, training., career opportunity de% eloptnent , public ser%ice employment
and work espertence. Is.essment in the WIN program is split into two
par t,: regular a,se,swent, which is conducted by EDD using the Employ-
ment scr% ice ba,ic model, and social Serice needs assessment, conducted
b% the Depaitment of Public Social Serices.

ln each ot its program areas, MD assessment is conducted by intake
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interviewers, placement interviewers or employment counselors. Selected
EDD Employment Sers ice personnel receive special training in selecting,
administering, integiating and utilizing assessment tool% and data. this
training is conducted by LOD on a regular in-house basis.

Strengths of the Program

EDO's assessment program ha% seseral important strengths: (1) Although it is
a large agency, assessment is geared to the needs of each client. For clients with
marketable job skills, little in the way of formal paper-and-pencil assessment
occurs. For disadsantaged clients with few job skills, formal assessment cou-
pled with supportise guidance, counseling and training provide data that coun-
selors and job deselopers need to be most effective in helping individual clients
find jobs. (2) EDD as oids oserassessment and concentrates on obtaining basic
data sufficient to meet each client's specific needs. (3) All EDD assessment is
directly linked to Department of Labor and other Federal guidelines, ensuring
comparability with Employment Services in other states and expanding the
client's marketability beyond local or regional labor markets.

Problems and Pitfalls of the Program

Two specific problems hase been identified within the assessment program:

1. Assessment turn-around time tends to be lengthy, costly and often counter-
productise (initial intake is usually swift, but a high volume of clients often
creates lengthy w aits for employment counselors in some EDD offices, with
the result that clients become discouraged, may not return, or may feel that
EDD i% unable to help at all).

Other agencies, such as local college, high school, or the Veterans Adminis-
tration, are not fully utilized or linked to the I DO system, thus wasting
potential resources r specialized assessment.

Future Plans

EDD projects sesei xi future trends to be developed through or in conjunction
ith the U.S. Employment Sers ice:

1. A new USES Interest Checklist and new USES Interest Inventory are cur-
rently under development to aid counselors. These are easy-to-administer-
and-interpret assessment tools designed to tap client job interests and are
keyed to the Department of Labor's forthcoming Guide for Occupational
Explorutzon. These toots, along with the GATH, will shorten turn-around
time and proside a standardized and validated job preference screening
system.



2. l inkages with underutilized kwal agencies will he established to provide
more in-dep:h and comprehensise assessment programming.
Stai dard assessment tools, such as the GAM, ss ill he administered and
scored h computer (this is a long-range goal, at least three to four years
awas trom being operationalized).

di 551 IA 1,..11 it 11 ski St 10 I( t ( iii f tsi iii HISi vv., (

Description of Ageno

the FA I. nitied Intake tiers ice (('UIS) is headquartered in Visalia, a smalltow n located in California's Central San Joaquin Valley agricultural region; itsers es !blare County's population of user 2(X),(XX). CU1S is an arm of the Col-lege of the Sequoias, subcontracting to the local CETA prime sponsor, the!blare Counts Human Sers ices Agency. CUIS's major objectives are to pro-ide cu FA eligibdo-. itssessmer and training programs to all eligible man-
power clients within the count,.. To attain these objectives, CUIS maintains acount!.-ss ide outreach program, determines client eligibility, assesses voca-tional skills of clients, deselops client employability plans, identifies appropri-ate CT FA and non-CF TA referral programs, and assigns clients to programs.CI !I S is funded on a yearly flat-rate contractual basis. Clients include econom-ically disath ant aged minority and unemplo:.ed persons 18 years of age or over
ho has e few or no job skills. It has been in operation for over two years and

processes about 50(X) client s per year.

Description of Assessment Program

With its maim oblectis es the screening, preparation and orientation of eligible
clients for either training or employment. CU1S's efforts are directed towardsclient motisanon, assessment and commitment to strive for realistic self-
generated goals. 11 does not pros ide on-the-job training, but refers clients in
need of such sers ices to other subcontractors. Assessment focuses on motivat-
ing clients toward a self-directed search for employment and is designed to
assist clients in job-search techniques, clarifying job skills and interests, under-standing appropriate employment-related attitudes and values, and rt. +tieing
harriers to emploment. To accomplish this, the assessment program consists
of a fise-daN pfoeess. centering on a one-and-a-half-day intensive workshop
that uses small group mteractise techniques. During the workshop, vocational
counselors guide clients through a series of career deselopment exercises
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including employee emploxer awareness training, confidence-building exer-
cises, and success mot ix at ion act is ities. At one point during the two-day work-
shop, clients are administered a single paper-and-pencil assessment tool, the
Basic (kcupaiwnal Lueracv 1301:1 (see Vol. II. Section III.

[he 1101. I is to obtain reading and math scores after preparatory dis-
cussions about tests and test-taking and pretests. the client's performance on
the pretests determines which loci of 13011 skill he administered, to avoid
built in failure and thus client discouragement.

After the work }saop ends, each client receis es iddiXiduali/ed counseling
from the instructor counselor about his her progress, goal- . what is currently
asailable through CF LA programming or other services anu what classroom
training is asailable. If needed, the client is referred foi t.,:ning in a number of
possible areas including: (a) work experience, (b) nontraultional women's
careers. (c) ioh orientation. (d) work readiness and job-keeping, and (e) special
careers for the handicapped. In each of these, a small-group counseling format
is used. For clients s ho need Oil, referrals are made to an appropriate sub-
contractor.

lio% the Assessment Program Deseloped

Some three ears ago, the CL prime sponsor approached the College of the
Sequoias about establishing a centrahied assessment program. Funding was
secured bx contract from the (*FLA prime sponsor. Each year, the College is
required to compete for CL'IS funding. At first. CUIS used thv Micro-
LOWE. R work sample system (see Vol. II, Section 11). As client volume
expanded, how es er, this was replaced with the current workshop system
because: (1) Cl'IS xx as dealing xx ith an increasing volume of clients, (2) turn-
around time was critical for the program's success, and (3) the local labor mar-
ket was not highlx technical and typically did not need the kinds of skills a
work sample sx stem was capable of assessing. The workshop system addressed
these problems and was able to capture and capitaliie on subjective variables
(self-confidence. molls ation) s hich enable clients to assess and Motivate them-
sets es. Client ex aluations of the system have been posit is e.

Current Operation of the Program

Clients come to CUIS from the state Umployment Service, subcontractors,
and t hi ough self-referrak. 15 ads ertises in the local media to attract clients
and publicue the program. ['he typical "Employment Motivation Assessment
Process IS as tollows:

1. Fla:thilit t. t valuatton Phaw. Clients' eligibility for the program is deter-
nuned hs intake eligibilits inters iewers. In addition to collecting demo-
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graphic and socioeconomic data, the eligibility interviewer gathers infor-
mation about work history, skills training, special talents and career aspira-
tions. These data are recorded and transferred to the client's counselor for
later use. Ineligible clients are referred to other service agencies. Those cli-
ents with immediately marketable job skills receise counseling and are then
referred to an appropriate subcontractor. During intake, clients are given a
take-home, self-scoring practice main test and are asked to bring the com-
pleted test to the workshop.

3 Employment Mom:anon Assessment Workshop. This one-and-a-half-daysession is broken into three half-day ,:cgments. The first half-day is devoted
to educating clients about CETA through small-group interactions and
didactic presentations and administering a math and language pretest.Here, the objectises are to des elop a self-help environment, inform clientsabout the assessment program, discuss expectations and increase motiva-tion for employment. During the second half-day, clients are given the
1301 I. (pretest performance determines what level of the test is to be admin-
istered to a gisen client). In addition, clients are guided through exercises
deOgned to identify indisidual attributes, occupational skills, job barriersand goals. The third half-day is devoted to helping clients develop anemployability plan. The counselor-instructor leads clients in specialized
actis ities %here they learn to identify per:,onal an r! vocational skills, narrow
employment interest choices, match career goals with realistic methods of
achiesing them and evaluate their own commitment to succeed in CETA
programs and to obtain long-term employmem. Workshops are conducted
by professional socational counselors. CU IS staff members are trained andcertified in the administration, scoring, interpretation and use of the BOLT
t) U.S. Department of l.abor trainers.

3. COUnAelOr As.wv.sment Integration. After reviewing data from the assess-
%%orkshop, the counselor-instructor meets with each client individu-

allx for one hour. Together, they focus on career objectives, realistic goals,strengths and weaknesses, motivation and commitment to succeed and
as.nlable employment programs. Tentative career choices are made, andthe client is informed that his her decision will be represented at the selec-
tion comnut tee meeting, ss hich is the next step in the assessment process.

4. Seiectiim Committee. Counselors meet twice weekly to select clients for
countwide (-1; rA programs. Each client's employability plan is reviewed,
and clients are assigned to as ailable openings based on their motivation,
work readiness, economic need, abilitites, work salues and employment
harriers. Re:allse there are limited numbcrs of openings, clients notreleired to CI I.A programs may he offered other sers ices: work readiness
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training, job search orientation; GED programs, community resource
referrals, or special programs for clients who are hard to place.

5. Placement Service's, w hen needed, are provided by the state Employment
Ser s ice, abcontractors or county agencies.

Strengths of the Program

CU IS's I'mployment N1otis ation Assessment Program is unusual in its empha-
sis on indisidual Client self-motisation and movement away from more tradi-
t tonal ass:ssment techniques. Its specific strengths are these:

1 Clients participate actively in assessment; evaluate their own occupational
interests and abilities; and des clop goals, an employability plan and a sense
of commitment to the program.

2. Counselors pi ovide a one-to-one basis for interaction with clients at each
stage of the assessment program, use their time more effectively', promote
maximum client learning and help clients to help themselves.

3. Oserall, the entire program can result in greater cost effectiveness in the
long run, higher client success rates, fewer client complaints of unfairness
and bias, lower counselor burn-out" rates and effective utilization of
employment resources. Some data are available from CUIS to support
these assert ions.

Problems and Pitfalls of the Assessment Program

Although CU IS's program has been successful in terms of client volume, client
feedback, CETA goals and placement success, some problems have been iden-
tified:

1 . There is a need for additional staff personnel, vocational counselors and
instructors to maintain a high level of personalized service to clients.

2. There appears to be some cos:flict in the expectations of CU IS, the CETA
prime sponsor, subcontractors, clients and employers.

.3. Centralized assessimnt of some skill areas, such as typing and clerical, is
nee:Jed.

4. A fragmentation of sersik.es often results from the relatively large number
ot subcontractors and the physical distance between all components of the
sytem.

5. Oigamiational and budget constraint problems tend to impede overall pro-
gram et fectis eness,
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Future Plans

CU1S anticipates that budget. organizational and related problems will be
resolsed as then sistem gains experience over time and as new service areas are
identified for program expansion. The issues of interagency communications
and interface with the communo's employers are currently being addressed
and are particularl sital tor CU1S's fmure.

pito, m \pi I 14 Assi \ P. I Mt i SN I I si (MAPS),
Pt k \111. C SI If ()ks.I

Description of Agenc,

MAPS is headquartered in Placentia. California and serves the high school
student population of seseral school districts. As an organizing system,
MAPS' primary objectise is to offer counseling, assessment and placement
sers ices to high school students who need employment. It includes economic-
ally disadsantaged, minority and handicapped students as well as those from
economically adsantaged backgrounds. MAPS has been in operation since
September 1978, and approximately 2,600 students have enrolled for services
since that date. Funding for the ,,rogram comes from both Federal and state
sources.

Description of the Assessment Program

rile goal of MAPS' assessment program is to obtain a level of data on client
interest and skill lesels sufficient for counseling and placement services or
referral to training programs. 'Assessment is designed to gather only enough
information for these purposes, and MAPS attempts to avoid over-assess-
ment. the following assessment tools are used:

(1)..1 TS tob-matching. employability attitudes and skills components (see
Vol. 11, Section 11).

1 41 P.1 R system (see Vol. 11, Section

( 'tar fornui Occuputwn Preference Sysfem (COPS) and Career el billy Place-
ment Survey (CAPS), both commercially as ailable job interest and aptitude
screening des ices.

Pictorial Interest I vploration Survey (PIES). a commercially available job
Intel est screening des ice (see Vol. II, Section W.
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Assessment is conducted at the local high schools. MAPS has a large, self-
contained camper which is used to transfer the work sample equipment and is
used as a mobile assessment center.

How the Assessment Program Developed

The MAPS program was created in response to the need for reducing youth
unemployment in the area it serves. Funded by CETA, the prime sponsor is the
North Orange County Regional Occupational Program.

Current Operation of the Program

MAPS is operated thcough the Placentia high school district. Each high school
in the service area has a career center staffed by counselors and each has a
MAPS computer terminal for client data input and job-matching output. The
MAPS assessment process consists of the following steps:

I. The MAPS program is publicized at each school through posters, descrip-
tive literature and personal contacts with counselors, teachers and students.

2. The tudent completes an application form. CETA eligibility is determined,
but non-CETA eligibles are also accepted.

3. The COPS instrument is administered to all students. About half of the stu-
dents complete the COPS instrument, depending upon the counselor's
determination of need for the data it provides. For students who are educa-
tionally, physically or emotionally handicapped. PIES is used. COATS
and VALPAR are used as needed. At each school, counselors have the flexi-
bility to add other standardized assessment tools to the battery if they
belies e that more information is needed.

4. After formal assessment is completed, data are analyzed and used by the
counselor to select an appropriate DOT-keyed employment area. Both the
student aid counselor work together to make this selection. The student is
informed of the assessment results, with the counselor interpreting their
meaning in terms of strengths, interests and weaknesses. Short- and long-
range career goals are established from this interaction.

5. Assessment data are entered on the MAPS computer through terminals at
each school. The computer is then used to match the student with specific
DOT job categories and existing employment services. If CETA-eligible,
the student is referred to a CETA agency. If not CETA-eligible, a non-
CF FA agenc!, or specific employer is selected for referral. Assessment data
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are made available to the referral agency. All MAPS referral agencies have
computer terminals; hard copy is provided if requested.

6. If the student is unable to secure employment or training, the counselor
resiev4, available data, confers with the student, and another referral
sottrce and, or employmem area k selected.

Assessment is conducted by a satiety of personnel at the various schools,
including academic counselors and career guidance counselors. At each
school, individual or group testing is used. depending upon the client volume.
Fraining for assessors saries from school to school except in the case of pro-
fessional guidance counselors s hose education specialty equips them with
assessment-related skilk.

Strengths of the Program

Major strengths of the MAPS program include: (1) a direct in-school service is
made asailable to a large number of potential clients prior to graduation or
wluntary terminatkm of high school (this enables MAPS to reach students
before they become unemployed or underemployed); (2) the use of an on-line
computer to input, retries e and analyze assessment data and then link it with
DO r job categories reduces turn-around time; (3) assessment results are made
asailable to reterral agencies through the MAPS computer system, thus help-
ing agencies to sei se students efficiently.

Problems and Pitfalls of the Assessment Program

N o major problems ha$.42 been identified:

I. Framing for counselors k needed, particularly in the effective use of assess-
nwm took such as COTS and VALPAR and in the integration of data
generated from the assessment process.

... in..I L. ages ssith other employment and training agencies (other than in-
tormal contacts and conferences sponsored by state or Federal agencies)
me needed to fill the professional and technical vacuum that MAPS often
finds itself in.

Future Plans

APS anticipates an increased emphask on counsdor training, provided that
adequate funding and staff time can be secured. Recruiting, hiring and train-
ing counselors to augment esisting staff k a particularly important priority for
the tuture.
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Description of Agency

The Assessment and Recruitment Center is located in Anaheim, California,
and serves a large catchment area in northern Orange County. Clients come
from lower socioeconomic groups; about two-thirds are seeking employment,
and one-third desire job training. The Center receives financial support largely
through contracts with three North Orange County employment and training
agencies. The Center began its.full-scale assessment programs in May 1978.
The Center's contracts require processing a total of 3,600 clients and assessing
at least 7(X) clients per year.

Description of Assessment Program

The goal of the Center's assessment program is to determine the client's cur-
rent job-related skill level, employability potential and job interests. To
accomplish this, the following are utilited:

COATS job-matching, living skills and employability components (see Vol.
11, Section 11).

LPAR system (see Vol. II, Section 11).

Strong-Camphell In:erest Inventory, a widely used, traditional occupational
interest profile (see Vol. 11, Section l).

Career .4ssessment Inventory, a paper-and-pencil assessment tool designed
for clients with some post-secondary education who are job-ready. Scores
are provided on three basic scales: general occupational themes, basic inter-
ests and spectlic occupational interests.

Temperament & Values Inventory, a paper-and-pencil inventory that
assesses clients' temperament and values for comparison with average
norms. Results are used to assist in matching a job-ready client with ap-
propriate occupational categories.

Orange County Manpower Om:mission Work History Form, an in-house
device that gathers data on client special skills, previous employment, spe-
cial training and interests.

Assessmem Summary Form, an in-house tool used to give clients and refer-
ral agencies a brief sununar!, of assessment data.
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Chent Observanon him, an in-house form used to record observed client
behasior during assessment. the referring counselor, assessment technician
and vocational counselor list comments on at eas such as ability to communi-
cate.. assert is eness, appearance and physical limitations.

Emplovment lialtung Plan Form, an in-house tool used by counselors to
summari/e the client's goals, interest... abilities, barriers to employment and
training and recommendations.

Assessment is conducted at the Center's assessment facilitya recently
acquired, modern, single-story building that houses staff offices, client coun-
seling areas, work sample stations and COATS audiovisual systems. The
Center is headed b a tull-time coordinator, and its staff includes specialists in
assessment, recruitmem sers ices and vocational programming.

Ito% the Assessment Program Developed

the Center is an artn of the North Orange County Community College Dis-
trict. It was des eloped to supply assessment and recruitment services for three
major North Orange Count employment and training agencies.

Current Operation of the Program

Clients are referred to the Center from other agencies in the catchment area,
they spend from 2' z to 18 hours in the assessment process. Once recruited and
referred to the Center, the typical process for clients is as follows:
I. An initial inters iew ss ith a counselor determines eligibility and current level

of job readiness. For clients who are appropriately skilled, referral is made
to either the state employment service or other employment programs, such
as Public Sers tce I'mplo>ment (('ETA).

2. Most clients are gis en the COATS job-matching module. The COATS liv-
mg-skills module and the VAI.PAR work sample and esaluation system are
utillied with clients for whom they are appropriate. Criteria for use of these
assessment tools include the client's educational level, career interests,
%cork history and phsieal or emotional problems.

3. For clients w ith higher levels of formal education (college and trade
schools), specialized skills, or eligibility for Public Service Employment
programs, the Strong-Campbell Interest Inventory, Career Assessment
lnsentor, and temperament & Values Inventory 'are administered. These
instruments are used by socational counselors for assisting clients in transi-
tion to other careers. Work samples are not used for these clients.
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4. Results from assessment are interpreted by a counselor w ho works with the
client to arrise at a comprehensise plan that will lead to additional training
or employment.

5. All CI FA-eligible clients are referred to an appropriate CETA agency or
program. Clients not eligible for CETA programming receive placement
recommendations and are referred to local employment services.

Formal assessment of clients is conducted by vocational counselors and assess-
ment technicians. The counselors are college-trained professionals with spe-
cialized assessment training. Technicians are paraprofessionals who are trained
by the Center in a threes-month. semiformal training process. Assessment
results are interpreted to clients only by professional counselors.

Strengths of the Program

The Center's assessment program has several important strengths: (1) an abil-
ity to handle clients with widely diserse employment histories, educational
achievements, career interests.or special physical or emotional handicaps; (2) a
physical plant designed to accommodate a relatively large client volume and to
facilitate the use of work sample systems; (3) a well-trained professional and
paraprofessional staff that is skilled in the use of the assessment tools; (4) a
commitment to effect isely utilize high-technology audiovisual and work
sample systeMs.

Problems and Pitfalls of the Assessment Program

The major problems identified by the Center are: (1) a time lag between assess-
ment and utilization of results; (2) overassesstnent of some clients who,
because of existing skills and abilities, do not need full assessment services (for
veample, clients who are functionally literate do not need to be scheduled for
the Using Skills component); (3) inability to assess clients with severely limited
English skills (such clients need to be referred to other agencies where basic
language skills can be pros ided); (4) a tendency for job matching to cluster dis-
advantaged clients into low -need jobs; (5) a need for more trained counselors
to interpret and utilize the results of complex and subtle assessment data.

Future Plans

To resolve some of the problems identified above, the Center has taken actions
to reduce turn-around time to not more than eight days and hopes later to
reduce that to fise days. The Center is adding more COATS hardware and
increasing its facility size, is attempting to reorient the assessment process to
minimize oserassessment and is referring non-English-speaking clients to a
local mini-school prior to full-scale assessment.
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The Center also plans to add the JEVS system to its assessment process andto add a isual-acuity instrument. It is important, Center staff have discov-
ered, to measure %,isual acuity of clients accurately. Finally, there is an expecta-
tion that contracts will he added to assess an additional &X) to 700 clients in
1979.
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Description of Agenc)

The Jack Bredin Community Institute, located in Edmonton, Alberta, Canada
(pop. 500,000), presently pros ides training in offset printing and office skillsfor clients over 17 years of age who have not been satisfactorily employed due
to personal, social and / or economic difficulties or insufficient formal educa-
tion. Enrollment in each program is limited to five or six trainees at a time and
lasts 12 to 20 weeks. Adjustment to the work environment is an integral part ofthe skill training and is supported by sessions in human relations, interviewing
skills and temporary work experience placement. The Institute draws two-thirds of its clients from native Indian populations. Immediate employment on
completion of training is the major goal of the program. Funding comes from
Federal and provincial manpower agencies and from private grants.

Description of Assessment Program

Applicants for the Institute's program are assessed to ascertain readiness for
training, aptitudes, motisation to work and need for training in offset printing
or office skills. Because of special pi oblems in assessing native Indians and alow client solunw, the Institute does not utilize standard paper-and-pencil
assessment techniques. Instead, each client completes a brief application form
and is then interviewed by each of thrce Admissions Committee members; one
part of the interview process is geared toward assessing vocatiokal aptitude.

How the Assessment Program Developed

In designing the assessment component, three factors were taken into account:
(I) Referring agencies were doing some screening, thus eliminating a need for
an elaborate intake process; (2) most applicants were native Indiansinter-
sic% s with them would be of a cross-cultural nature and designed to overcome
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reluctance to revealing personal informationwhile other applicants had a
history of emotional problems; and (3) the interviewers had no professional
training in interviewing or counseling. With the help of the Institute's research
associate (from the University of Alberta), a fur-page, easy-to-read admis-
sions form was created to elicit basic information. The interview format was
purNsely left rdatively unstructured on the premise that starting with a car-
ing, common-sense approach was a better alternative to a crash course in
counseling or administration of potentially threatening, complex assessment
tools. As there were no successful tross-cultural assessment models to follow,
the best guide appeared to he the insights and experiences gained by two inter-
viewers who had worked with native Indian men and women on other projects
in nonprofessional capacities.

Current Operation of the Program

wo hundred and ten indiv iduals (117 Indian) referred by Nome 30 agencies
have been assessed in two years, with about one=he<d accepted. Assessment
begins with the first telephtme contact made by agency or client. The first
interview proce.s, lasting about an hour, concentrates on giving facts about
the program and gaining information on the applicant's education, goals, per-
sonal situation and employment history (if any). The following interview
alkvws for a different interviewer's perspective, as well as the chance to focus
on potential problems. such as with children or alcohol. The final interview
filk in any information not gathered by the first two.

Fach applicant also receives appropriate tests of aptitude in working with
printing machinery or for level of Englkh and knowledge of the typewriter
keyboard. Further relevant information may be requested from the referring
agency.

rhe Admission. Committee raws each applicant as "acceptable," "not
acceptable; or bbreconsidbr at a later date," and the decision k relayed to both
the agency and the client. If "not acceptable" for the next course opening,
alternatives are recommendedvocational upgrading, life skills training, etc.
Assessment results for bacceptahle" applicants are used to indicate special
areas for concentration during the training.

Although there is no formal training program for interviewers, several crite-
!...ike been established for selecting them: (1) four years of experience in

working with a staff at a local native printing and secretarial firm
and or equivalent experience ii similar projects; (2) an understanding
of the native Indian people through a wide rangc .,--brsonal friend,: and con-
tacts; and (1) a perskmal ability to communicate effectively witn Indian
people. I he emphasis. t hen . is on personal skills in dealing with a unique client
population. I ack of such vkills v..an result in alienating clients and limiting the
amount of information that can he obtained.
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Strengths of the Program

So f,u, a formal study of the assessment component of the Institute's program
has not been made Ilowev et , feedback from referring agencies has been grati-
fying. Particularly eneouraging have been favorable comments from two
respected Indian.stat fed agencies-. Native Outreach (employment placement
agency) and Native (*ounseling Services and the increasing number of refer-
rals from former native trainees.

rhe Institute's assessment program is especially interesting because of its
reliance on individual interv101s to obtain information from clients whose
baekground is of a nonmainstream culture. Specific strengths include: (1) a
one-to-one interaction between clients and interviewers designed to elicit per-
sonal information in a friendly relaxed, nonthreatening manner: (2) the use of
interviews rather than traditional paper-and-peneil or high technology assess-
ment techniques. which fosters client involvement in each step of the assess-
ment process: and (1) recruiting assessment interviewers on the basis of experi-
ence with the client population rather than on specific formal professional
training.

Problems and Pitfalls of the Assessment Program

Fhe time spent on interviewing presents a problem for the small staff of the
Hiedin Institute. hut shortening the interviews would be detrimental to the

erall assessment. Applicants for the courses are frequently quite resistant to
diselosing information about themselves, however relevant to their admission
to the Institute. In the IndIMI people's culture, questioningespecially on per-
sonal mattersis considered r ude and it is deemed appropriate to answer eva-
sively . Many Indians present a kind of passive defensive shield to hide lack of
cont idence in the presence of white people, which is often misunderstood as
Lick of motiv at ion. l'here also are misunderstandings in communication due
to an inadequate knowledge of the English language. Applicants warm, how-
ev er. ro an interviewer ho is not in a hurry, who questions obliquely rather
rhan directly. and vv ho listens instead of interrupting when conversation drifts
avvav trom the main topics of the interview. Details of past employment or
memion ot personal woi ries, or even of future plans which do not appear to
include pet manent employ ment, are then often forthcoming.

Npplk.anis ho are not Indian may present a different kind of challenge for
the infer% lover. I hese .Thents are frequently on the defensive. rhey feel
a.hained to he on ociaI assistano: or they fear diNemnination because they
have had a mental illness.
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Future Plans

Plans are under way to offer additional courses in other occupational skills
leading to employment. As yet. it is not possible to foresee the changes which
may have to be made in the assessment. process described above.

Analysis of Exemplary Programs

Many valuable approaches to client assessment in employment and training
settings are represented by the program descriptions reported here and also by
the case studies conducted by A. L. Nellum and Associates. It is the intent of
this section to abstract a few of the most important features for the reader's
review.

First, the programs tend to be fairly complex and multifaceted in nature.
They use more than one technique, and the assessment component is tailored
to some extent to the individual client's needs, background and capabilities.
The idea of custom tailoring assessment to fit each client as a unique individual
is an important one, and one that developers of new assessment programs
should explore carefully.

Second, these program% tend to have relatively well-trained staff to adminis-
ter, score and interpret assessment tools. This greatly increases the chances
that assessment will provide meaningful results:since assessment tools, no
matter how good, will yield mea.iingless data if not handled by staff with
appropriate skills.

Finally, these programs frequently take advantage of advances in technol-
ogy, such as computer processing for information analysis, storage and
retrieval components of the assessment system.

The role of the state Employment Service varies greatly in the American pro-
grams reviewed here. In some cases, the Employment Service is an important
influence and may render assessment seg.vices; in other settings, the contribu-
tion ES can make is undersalued or ignored altogether. Also, it is important to
note that these programs tend to conduct assessment in-house, rather than
using an outside subcontractor.

Major Problem Areas

Much progress, the preceding descriptions tell us, is being made in developing
assessment program% that can contribute meaningfully to improved service
delivery in employment and training agencies. Both research evidence and
common sense are being used in the development and refinement of such pro-
grams. Howeser, it is equally evident that a number of operating problems
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remain. The problems outlined below are based on the five assessment pro-
gram descriptions, the two reports (one with its own set of case studies)
described earlier in this chapter, and on the author's own informal observa-
tions s la contact with hundreds of employment and training agency profes-
sional staff-0%er the last seseral sears.

I. Assessment tn emplos went and training agencs settings seems to be in a
considerable state ot flu\ at the present time. NIans programs are new,
and in other cases. internal changes seem to he the rule rather than the
exception. It is anticipated that this fluctuation will increase oser the next
New or so, as the impact of the new CI I.A reauthorilation (with its
specitic encouragement ot client assessment ) is felt.

2. I's en in some of the exemplary programs reviewed in our case studies,
instruments are being used that appear inapplicable for a substantial pro-
portion of the target population for these employment and training agen-
cies. These are tests designed for Use with the mainstream, nondisadvan-
taged population has ing no limiting aversive reactions to tests or limited
experience with the kinds of behasiors testing procedures require. This
surprising, in light of these agencies' otherwise strict attention to the indi-
sidual client needs wiwre client assessment is concerned.

Assessment techniques designed to measure psychopathology and that
require a high degree of sophistication to administer, score and interpret
are being used. rests such as the MMPI and Rorschach have no place in an
employment and training setting except under the most specialized of con-
ditions (e.g.. an agency program directed at a significant number of
recently released mental patients, with careful participation in and super-
s ision of testing by a clinical psychologist or comparably trained individ-
ual). Esen generally good training in assessment does not provide an ade-
quate base for use of thoe very speciallied tests. Their lack of relevance to
most employment and training goals is sufficient justification in and of
itself for t heii-

4. Assessment staff are often inadequately trained to administer, score and
interpret rc,ults from techniques their program uses, even if the devices
t hemsels es are appropriate.

5. There is a tendencs toward faddism in the use of assessment devices
brought on in part by the increased appearance of devices offered by COM-
mercial firms. These firms engage in substantial marketing efforts to con-
s ince emplosment and training agencies to buy their products, and in
some cases. the intensity of the marketing effort may obscure the lack of
worth or lack of relesance of the particular assessment tool.
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6. Although integration of assessment into the ser%ice delivery function is
perhaps accomplished better for the case study programs reported here
than in most other situations, there is still a problem of physical distance
and lack of communication that inhibits full utilitation of assessment data
in the decision-making process.

7. Although techniques are needed now, today, many of the promising
assessment techniques discussed in this volume are still in a fairly early
stage of doelopment. Ls en those created by the U.S. Employment Service
and suhjecwd to extensise field testing and esaluation are still relatively.
recent, leading to an inescapable conclusion: Where severely disadvan-
taged populations are concerned, the resources for assessment are definite-
ly underdes eloped, the situation is getting better, but the problem of
short tall remains serious.

8. Using a stringent rule of cost effectiveness, some assessment procedures
collect too lnuch infiffnumon relevant to given goals. A simple checklist of
job history ma suffice it only three possible jobs are open. When the goal
is to place man!, applicants as quickly as possible, fine discriminations
based on sophisticated measurements can be both wasteful and useless. On
the other haad, in attempting to identify what factors are associated with
long- term program success, complex assessment of the client and his/her
ens ironment may he warranted.

9. Methods for es aluating the utility of assessment programs in local employ-
ment and training agencies are underdeveloped; many programs are not
es aluated at all.

10. Some counselorsand clientsresist assessment programs because of a
general suspicion of psychological assessment, unfortunate prior experi-
ences and a satiety of otner problems.

11. there is now legal liahil for all employment and training agencies with
respect to assessment, biased on the Uniform Guidelines mentioned earlier;
actual lawsuits are being filed by clients claiming that assessment discrimi-
nated against them in being placed for training or employment.

12. Often there are unrealistic expectations about w hat assessment can yield,
and this, in some cases, has been fostered by commercial developers
promising much more than they can actually deliver.

13. Assessment sometimes is used as a crutch or as a way of distancing agency
staff from dients.

The effectise client assessment program must grapple with these problems;
some suggested problem -sok ing strategies are gis en in Section III.
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III. DEVELOPING AN ASSESSMENT PROGRAM

What's Covered in this Section

The model for client assessment programs presented in the first part of this
section outlines the basic functions of assessment in a deliberately simplified,
linear fashion. It is intended to provide a foundation for program developers
to adapt and elaborate on, depending upon what combination of purposes
assessment serves in a given agency setting (see discussion in Section 1 on pur-
poses of assessment).

Further conceptual underpinning is provided by Bruno's (1978) approach to
classifying assessment programs, summaritcd in the second part of this sec-
tion. Program developers can use both these sets of concepts about assessment
when addressing the early steps in this section's planning checklist. All of this
material constitutes input to the creation of a process or structure into which
the content of assessmentthe techniques described in Volume 11will fit.
Developing such a structure is just as important to success in client assessment
as selecting (or creating) the best possible assessment tools to serve given pur-
poses in an employment and training agency setting.

Assumptions

The concepts discussed in this section all rest on the same basic assumptions:
I. Client assessment is not only encouraged strongly for all CETA-sponsored

programs under the new legislationit will by definition. take place wher-
e% er there is more than one service delivery option for an agency's clients.
that is. some gathering of information from which decisions can be made
is ineiuhIe w hen there are choices regarding which of several options for
service a client should be directed to, unless one simply flips a coin to make
the choice. Assessment may be unsystematic; informal, based on counselor
hunches or what clients ask for, but it will occur. The only question is
whether a relatisely more formal and systematic process will help to serve
clients better.

2. Assessment programs must he tailoied to fit local circumstances: No one
model or approach. and no one assessment technology, will meet all agen-
cies' needs. thus, the planning tools laid iiut in this chapter must be evalu-
ated m light of how a gisen agency operates, the kinds of clients it serves
and the types of set.% ices it provides. Also relevant are the backgrounds,
capabilities and attitudes of staff toward assessment.
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3. One of the most basic decisions that has to be made about any assessment
program is w het her it will he conducted in-house or subcontracted. Opera-
tion of a subcontracted program will be substantially different from that
for one do eloped or refined in-house. This section will attempt to address
both alternatkes.

4. Installing or roising a client assessment program is like carrying out any
other type of significant organizational changeit is likely to work better if
it is well-planned, if staff of the organization are decision-involved in the
creation and operation of the program as much as is feasible, and if there is
sotematic follow-through on program design so that operating problems
and needs for improsement can be tended to systematically rather than
haphazardly or not at all.

Basic Elements of an Assessl.,ent Program

the following chart summarizes (he most important components of assess-
mem programs in local employment and training settings. It is intended to be
fairly comprehenske, including subdk,sions that may or may not be present in
a Oen program. For example, in a relativtly simple assessment effort, setting
indkidualited goals for assessment may not be necessary, since everyone
recek es largely the same treatment. Pretesting orientation may or may not be
part of the assessment program; depending upon the type of client served, it
mo or may not he necessary.

Hements in this chart are discussed separately below.

HAM( MAIL NI IN OF AN ASSESSMEN PROGRAM

Selection into assessment program
Si

setting indisidualired goals of assessment

Pretesting orientation

Administration of assessment techniques

[ Debriefing of client following completion of assessment

36

Scoring of each technique administered

Preparation of assessment results / report

Feedback to counselor or other ageno staff

Feedback to client
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[ Eo llon-up on assessment
I,

L Records storage
1,

initiation of assessment program
I,

1._ Program improsement based on esaluation results
I

Seketion into assessment program. For any program serving a reasonably
broad mix of clients. it is likely that not all clients will need to go through the
assessment program. For example, if the program is geared primarily toward
prosiding specialized services for severely disadvantaged clients unfamiliar
with standardized testing materials, a relatively well-educated and job-ready
client may not be able to benefit much from assessment. A brief interview fol-
lowed by a training or placement referral may be sufficient. Therefore, with a
diverse clientele, it is essential to be systematic in deciding who is to participatein the assessment program.

Setting individualized goals of assessment. Once admitted to assessment, each
client should be treated as an individual. Within the limits of flexibility inher-
ent in the nature of assessment services provided, each individual needs to be
given services reles ant to his or her particular needs.

Client involsement in goal setting is important. Clients often are well awareof what information about their vocational needs, interests and abilities maybe reles ant to their employment goals. Many have been through service pro-
grams before: time and energy can be saved by learning what the client knows
before proceeding funher. Second, client c.cceptance of the assessment process
is likely to he higher if goals are set conjointly with the counselor or assessment
coordinator. The client will then know what the goals are, can appreciate
assessment as something that leads to a real end product (i.e., getting training
or getting a job) and can begin to develop a sense of ownership in the service
process itself.

Pretesting orientation. Particularly for severely disadvantaged 'clients, getting-
acquainted experiences with assessment are critical. Pretesting orientationhelps to reduce anxiety, increast understanding of how assessment will pro-
ceed and help., further to establish the relevance of assessment to later employ-
ment and training sers ices. In cases where client anxiety is very severe, pretest-
ing orientation could ins oke the use of stress-management techniques such as
relaxation exercises.

Ther is an expression in computer sciences: "garbage in. garbage out."that expression ina unfortunately apply quite well to an assessment program
not has mg pretesting orientation, since it is difficult to interpret assessment
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results for a client who was highly anxious, hostile, or simply confused about
the assessment process.

Administration of assessment techniques. Though details.of administration
vary according to the particular technique)., used, the general environmental
context of assessment that is needed for su&ess does not. The physical space
where as-sessment occurs should be clean, attractive, quiet and relatively free
of distractions and appropriate both to the nature of the assessment process
and the kinds of people who are being assessed. Proper test administration
also is a necessity.

Debriefing of client follmting completion of assessment. This critical step is
often ignored in assessment programs that tend to follow the so-called medical
modelthe counselor or assessment staff person as expert and the client as
passive recipient of sers ke. This approach may create difficulties for at least
two reasons. First, during debnefing, the client may provide sonic critical item
of information that will help in understanding the results of assessment. For
example, one page of the client's question booklet might have been blank
because of a printer's error. Second, debriefing helps further to allay client
-anxiety about assessment and to provide an opportunity for initial counseling
about Gie use of assessment results.

In some cases, w ith godd debriefing clients may be able to select for them-
sek es it/h Options or training alternatives. experience of being assessed,
especially where work sample approaches are used, can generate many insights
that debriding Lan help tin n nro concrece options for taking action.

Scoring of each technique administered. It is important to have well-trained
per sonnel co score assessmenc devices accurately. Quality control procedures,
e.g., period:c double-checks on scoring accuracy, are also highly desirable.

Preparation of assessment results report. Whenever assessment results are
piepared tor feedback, the most critical question is, "To whom is this report
speaking?" Assessment results used for administrative or evaluative purposes
may taiLe quite a dateient form from what is intended for use by a counselor
or tor teedback directly to a Llient.

A

Feedback to counselor or other agency staff. Whoever is responsible for mak-
ing decisions about a given client needs to have access to assessment findings.
It makes lutle sense to feed back orly an overall rating if there is anything to
learn trom a tuner presentation of the data about a given client.
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Feedback to client. Although clients may need to have edited and simplified
Yersions of assessment results to be able to understand them and to avoid mis-
interpretation, one should not underestimate the capacity of clients to learntrom hat came out of the assessment. For example, giving a client the chance
to compare his or her internal expectations about performance with the reality
can be a growth-encouraging expo ience.

Folloss-up on assessment. It is important to check with the counselor, other
agency staff, and, if possible, the client to learn Yt het her the assessment "tilled
the bill." I'his is different from program evaluation, since it is immediate and
indisiduahied to the given client. Such follow-up may-be especially helpful it'
the assessment program is multifaceted and few clients are likely to receive .he
total package; with follow-up, it can be determined whether or not any needed
part of the assessment package was inadvertently omitted for a particularclient.

Records storage. Pros ision needs to be made for storage of whatever records
are required for follow-up work with the client, for program monitoring and
esaluation purposes and for other administrative purposes. Given current legal
liability t'or decisions made as a result of assessment, it may be quite imporant
to keep on hand not only any reports prepared but also actual assessmentrecords sik.h as answer sheets.

Esaluation of assessment program. Criteria for evaluation of assessment pro-
grams were presented in Section 1. Having an ongoing monitoring effort isimportant not only in order to meet Federal or other sponsor reporting
requirements hut also in relation to making the program better over time.

Program improsement based on evaluation results. It should be assumed that
no assessment program is perfect. The assessment program should be struc-
tured N o that es aluation findings can he implemented and also so that sugges-tions regarding program improYement can be submitted by assessment staff,
counselors and other staff of the agency and by clients themselves. In many
cases, real impro%ements in the assessment operation may emerge from the
suggestions clients make.

Naturally. eligibility determination and direct client matching also mayoccur in the I e el 1-type programs, and the distinctions between the threeCs pes ot program models may not always he quite as clear in practice as theyare in Bruno's disoission. In terms of the main operating components of
assessment program., howeY et-. Bruno's scheme does capture most of the rele-
y ant dimensions. Referring back to the sewn purposes of assessment given b...
the author in Section 1, close correspondence can be seen between that set of

39



concepts and Bruno's "lesels ot assessment," except that the latter do not
include the les els of program es aluation and participation in research efforts.

Clearly, the higher a gis en program moves on Bruno's twin hierarchitN of
assessment program characteris?ics, the more complicated the program
becomes. Making this classification initially in des eloping or refinin'g an
assessment effort m.. therefore, be of value, since it may help program plan-
ners to appreciate full!, the complexities of what they are creating. For exam-
ple, under Progam Model 1, where assessment functions primarily in a track-
ing or referral capacity, the program should include a mechanism for coor-
dination of goals .and priorities I'm assessment among the several agencies, so
that conflict and Unprodimie oserlap in assessment efforts will not occur.

Planning Checklist

A key obstacle to success in planning organizational changes often is a lack of
concemual forestyht about w hat may be the anticipated consequences of given
courses of action. For example, if ti commercially available assessment pro-
gram is adopted for use without carefully determining what will be its cost, the
agency may make a commitment to an assessment function that is infeasible to
support on an ongoing bask. Similarly, inefficiency may result if an in-house
assessment program is set up without considering carefully whether some or all
of the assessment functions could more effectively be contracted out to other
agencies such as the state Employment Service.

The planning checklist is only a starting point in building conceptual fore-
sight regarding assessment program development. The writer makes no claim
to have included all of the possible questions one might need to ask when set-
ting up an assessment function in an employment and training agency. Plans,
some of which would hase to be committed to writing for budgeting or pro-
posal submission purposes, actually may need to be much more detailed than
what is represented t, the checklist. However, it is felt that most of the major
elements required for effect is e program development have been included here.

The checklist also can be used to review an existing program in order to
determine what might be missing. ss hat could be improved and how to respond
more creatisely and effectiselN to the challenges presented at the beginning of
this volume.

Two main paths are provided for in the planning checklist. One is for an in-
house assessment program to be run by employment and training agency staff
themselses, and the other is for a sub,.:ontracted program that would actually
be operated by staff in another agency, such as a state Employment Service or
private, profit,making firm specializing in assessment.
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Folloking the checklist is a discussion of most of its main'steps. In some
cases. reference is made to other sections of this Manual to provide the
necessary explanat ion.

PLANNING CHECKLIS I FOR Iw ELoPouci AN ASSESSMENT PROGRAM

Setting object Res that relate to the e.gency and its mission
Ntaking decision as to location of assessment program: in-house s %. subcon-

tracted

In-hou8e Program

Determining w hat resollties are a% amiable to support the assessment program
Ascertaining hoss asseWnellt ould fit in Wit h oeraii agency operation

including relationships with local emplo!..ers and with other service agencies
t 'I-eating planning committee tor assessment program within agency
Deto mining ke% person or persons to he -responsible for assessment program

deselopmem

Determining alternat is es for staff ins ols mem in program des elopment
Information search tor usable assessment techniques

Reviewing identified techniques

Selecting evert consultant% on assessment

Selecting packaged technique% or progratns
Des eloping a technique or program

Adapting an assessment technique or program

Determining compliance with the Dulorm Guidelines on Employee Selection . .

Determining ihe costs of assessment (materials. staff training, facilities and asso-
ciated indirect costs)

tormaliiing an ()serail plan for the assessment program

Selecting assessment stall

training staff

Hiring start or consultants for desired s alidat ion efforts

Regulari/ing ongoing operation and trouble-shooting
Implementing es aluation and program improsement efforts
Presenting assessment programs in t unding proposals
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Subcontracted Program efr"

Defining neetb for assessment input

Considering subcontractor alternatives
State Employment Service?
University or c'ollege?
Private nonprofit?
Private for profit?

Making contact with potential subcontractors

Evaluating the alternative

Determining costs of assessment (including indirect costs not in estimates of
assessment providers)

Writing the subcontract

Developing the conacuive )!.,siciii to uppou subcontiact operation (e.g., how
assessment will feed into agency service operation) '

Determining compliance witli the Uniform Guidelines on Employee selection . . .

Putting the subcontract program in place

Regularizing ongoing operation and troubic shooting

Implementing resiai evaluation activities

Steps in Program Development

Setting objectives and relating these to agency services and mission. Just as set-
ting assesstnent goals is important for individual clients, so setting overall
goals for what assessment is expected to accomplish will help a program to
develop in ways th,st maximize the efficiency of the agency's service delivery
efforts. Also, establishing the objectives that the assessment can be expected to
achieve helps determine how much the assessmert should cost and how much
assessment is enough. These objectives, in turn, Aould be related to the sec-
ond step (below).

In-house vs. subcontracted assessment program. F.3r some employment and
training agen,ies, this decision may be mandated b} regulations under which
the agency operates, or theie may be a completely free hand in deciding
whether to maintain asssessment on the inside or contract it out. Cost may be
the determining factor or avP:lability of in-house staff tO undertake assess-
ment. For example, if an employment and trainin.g organization operates
under the umbrella of a government agency (state or local) and if there is a hir-
ing freeze on personnel, it simply may not be possible to bring in qualified
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assessment staff to run the assessment program. Under such circumstances,rather than compromising the goals and objectives of assessment in order tomake do with untrained people (or with too few people to run the operation
adequately), it may be better to contract the program outif that is otherwisea feasible alternatise.

The f011owing suggest:0ns are relevant to the planning checklist for in-houseprograms:

Resources. Good planning requires knowing with some prevision what
resources are available to support assessment: staff with some background in
assessment, kir interest in acquiring it; dollar resources either within the agencyor available through subniitting a new funding proposal (see below); physicalfacilities where the assessment can take place; assessment functions thatalready are set into place.

How does assessment fit in? Assessment doesn't happen in a vacuum. Assess-
ment has to fit in to some degree with the rest the services the agency pro-vides, with its relationships to local employers and to other service agencies.
Time may be an especially critical variable here: It' assessment takes too long,
employment options or training options through other service agencies may belost. In such cases, it ma ,. be necessary to have a special "fast track" assess-ment program for selected clients.

Creating a planning committee. Staff who will have responsibility for assess-ment and personnel whose work functions will be affected by whatever a3sess-ment provides should be represented on this planning committee. In a large
agency, the committee might be six to ten persons. In a smaller agency, two orthree members might be sufficient. The point is to have represented all those
who ultimately will be affected by the assessment program. It might be helpfulto include one client or former client on the planning committee to provide in-put from the client perspective (in some situations, this may not be feasible,
e.g., if there is strong resistance to the idea by the agency director).

,A planning committee is especially important when a formal assessmentprogi .:rn is being installed in an age.icy for the first time. There can be consid-erable psychu:,,eical resistance among staff to a new assessment systemit
may interfere with otitcr activities (or seem tc) and will use up resources thatstaff may feel could better be iil-Psted elsewhere. Staff participation in plan-ning the assessment program can proniote program acceptance; people aremuch less likely.to resist new programs if they have had a hand in creatingt hem.
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Key persons. Although the above-mentioned committee may play a critical
role in plartrung for assessment, in the last analysis. One or two individuals will
likely be primarily responsible for actually implementing the assessment pro-
gram once the planning ha% been completed. .the key person or persons need
to he clearly identified and adequate authority given to them so that they can
do the Job of creating the assessment program without undue interference
either from other staff or from bureaucratic red tape.

Staff involvement. In addition to the planning ..ommittee's activities, certain
aspect% of assessment program doelopment can proceed best if there is an
even wider staff in% ol% ement in the des elopment process. For example, when a
planning committee ha% created the basic design for an assessment program,
this design could he transcribed on paper in the form of a short planning
repoit or document and then ciiculated for review by the entire staff of the
emplo%ment and training agency. In general, the broader the review, the more
useful the suggestion% that %%ill he obtained and the more built-in acceptance
for the program that will result. Another approach may be to hold a staff con-
ference at w hich the basic assessment program design could he presented, with
time allotted for question.. and answ er.. and for review of the program design.

Information search. the appendix present% background required for this step.

Rev ioving identified techuiques. Once an agency has decided what it wants to
a.:complish with assessment and has formulated a number of alternative
approaches to meeting those ohjecti% es. the basic question becomes one of
how to re% to% a% ailable option% for assessment techniques and then make deci-
sions. One initial step is to de%elop criteria the particular program of assess-
ment should meet. What are the cost limits? What are the time limits? What
are the client characteristics'? What are the staff capabilities in regard to assess-
ment? these all ma% set lunits that will help to weed out certain identified
assessment approaches as not feasible for a given situation.

Consultants on assessment. In some cases, despite the presence of qualified
people within the agenc% to help in de%eloping an assessment program, the
task of setting in place a complex package of assessment services may require
outside consultation. If an agenc% determines that such consultation is needed.
care must he taken to select indk iduals who can pro% ide the expertise required.
For example. professors in local college or unkersity department% of psychol-
og% or education often ma% ha% e the required background in psychometrics
hut lack practical experience in employment and training ser% ices. By the same
token. mdk iduals ho are highl% knowledgeable about employment and train-
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ing issues often do not understand enough about psychological assessment to
be able to contribute good input in that area.

A good was to start hunting for a consultant is to check with another
emplos mem and training program that has pre\ musly established an assess-
ment progt am. Much usetul input can be pros ided about problems encoun-
tered and solutions obtained, both in terms of selecting a consultant and often
on a st hole range ot assessment program des elopment problems. In some
cases, the best consultant to retain may be the leader of the assessment pro-
gram des elopment eftort at another agency.

Packaged techniques or programs. IWo immediate options for "ready-made**
special assessment techniques for the seserely disadvantaged are the state
Implos mem Sets lee and commercial test developers. Volume II and its appen-
dices pros ide specific acLess information. An impo. tam general principle to
remember is that n organiratIon having only one or a small number of
assessment techniques to recommend for a particular agency is likely to do just
that recommend what the has e available! The reality is that sellers of com-
mercial assessment des ices ma!, undertake quite a hard sell" in order to get
an agencs to bus what the\ has e to offer. This may include making unrealistic
claims about the benefits to be ewected from assessment, minimi/ing possible
operating problems and sometimes dowiQi.rading other available options.

Nloreoser, mans distributors of assessment materials in the commercial sec-
tor ,tre not themsels es psschometrically sophisticated and they are usually not
the creators ot the material t hes are trying to market. They are in business to
make a profit b selling assessment tools or systems that someone else has
cm eat ed .

ll ot this is not to sa that an agency cannot safely purchase commercial
assessment instrumentsfat from it. la many cases, a commercially as ailable
assessment too! or package Inas be a correct choice to meet a particular need,
and s aluable technical assistance may he as ailable fOr its implementation. The
as ailabilits ot training. and maintenance Nen ices is, in fact, one of the princi-
pal ails a la ages to sonic commercial sYstems.

Rs the same token, state I.mployment Ser.\ ices pros ide ses era! assessment
des ices designed espressls 101 seserels disads antaged clients. Like t.te com-
met cial test marketers. I.mpios mein Sers ice personnel are apt to recommem4
ss hat (hes !lase on hand. I losses er, t hes also has e training and follow-up ser-
s ices as ailable, plus the kes ads antage of a sers large, ongoing research pro-
gt am tot genet ming s ahdits , reliability and normalise data regarding these
z:t.truments.

45

Z)



Developing a technique or program. In some cases, particularly if the purpose
of assessment is quite simple, a brief form or questionnaire may be sufficient
to derive the information needed. Staff of an agency, especially those with
some prior experience in psychological assessment, may be quite capable of
producing such a form on their own. Several of the Assessment Program
Descriptions in Section II make clear that this can be done.

In special circumstances, large agencies with equally large budgets for
assessment might commission the dewlopment of an assessment technique or
package by an indkidual or organization hiking appropriate capabilities.
Howewr, this option is often beyond the means of most employment and
training agencies, which haw limited budgets for assessment activities.

Also, there are many dangers in creating one's own technique or program
unless sufficient resources (including required 'expertise in psychometrics) are
available for that task. Not the least among the dangers of this approach is
that of legal liability, since "roll your own" techniques developed with little

1 attention to alidity or reliability requirements may be highly suspect.

Adaptation. Many assessment techniques may not be usable directly in a given
employment and training agency setting without appropriate adaptation.
Again, rtl...1 ence to the descriptions in Section 11 shows how adaptation has
taken place in some real-life settings. Assessment program developers may
need to use the basic criteria for evaluating assessment techniques presented in
Section 1 when determining whether an assessment device or system they are
thinking of adopting in fact needs to be adapted. For example, some users of
the coArs system discussed in the second volume have found that not all
components in this commercially dev,!loped, multifaceted assessment
approach are rele ant to their needs. Thus, adaptation may consist of simply
deleting one or more COATS components. However, adaptation is a process
that proceeds at the adaptor's peril unless care is taken to see that there is
integrity to what remains and that the information lost by eliminating or
changing certain portions is information the agency can afford to lose.

Compliance with the Uniform Guidelines. In the past, employment and train-
ing agencies hac had relatiwly little interference from government agencies
with regard to client assessmetm That situation is now changing. The Mark
Battle Associates study in Section II was commissioned because the Justice
Department was concerned with the possible adverse effect of assessment pro-
cedures on disathatuaged clients of employment and training agencies. The
writer also is aware of Congressional investigations into assessment practices
used tk TA prime sponsors. Finally, lawsuits charging discrimination are a
realit that an increasing number of local agencies may face.
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An!, assessment program, therefore, must be de.eloped with full cognizance
of what the law is and what liability might result from selecting certain options
for a1Nessment. Program do dopers should begin by reading the Uniform
Guidelines on Emphnee Selectum Procedures (Federal Register, 1978. Vol. 43,
No. 166). Consultation may also be as ailable from state Employment Services,
the U.S. Employment tiers ice or the Office of Federal Contract Compliance.
An especially %aivable step may be to consult with other employment and
training agencies to diso)ser how they have dealt with the issue of liability and
how successful these strategies ha% e been.

Determining cost,. Once a basic operating plan for the assessment program
has been des eloped, it is important to sketch out in more detail what it will cost
in terms of materials, training of staff, facilities needed and associated indirect
costs (e.g., transportation of clients to a different physical site for assess-
ment a step to be asoided if pos,.ible). Administrators of the employment
and tr aining ageno ma find it desirable to require that those planning assess-
ment prepare an oserall cost report that estimates the cost of assessment per
client, broken doss n according to basic categories (cost of materials, staff
time, etc.).

Formalizing oerall plan. After both a technical plan and cost plan for the
assessment program has e been resiewed by appropriate agency staff, an over-
all plan can be put together. perhaps in a written report. This will serve as the
"Bible" for operationalizing the assessment program.

Selecting staff. A factor sometimes neglected in selecting among existing staff,
or hiring new people. w ith respect to an assessment program is whether the
indis idual in question has an interest in client assessment. Individuals with
backgrounds in psc'Iolog> or education may be the most likely to have such
interest and perhaps to base reles ant technical skills as well. In any case, selec-
tion needs to he on the basis of competence in assessment, or potential for
learning such skills, w hich is partly a function of interest or motivation.

training staff. Depending upon what in-house expertise is available, training
of staff to administer and use assessment tools may be conducted by agency
personnel or may require outside training activities. Local colleges or universi-
ties ma he contacted regarding available courses in psychometrics, an& in
some cases, training ina he pros ided through either the Employment Service
or a commercial test endor. Also, consultants retained for program develop-
ment purposes ot ten ma has e the skills to conduct staff training sessions.
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Validation efforts. Particularl% atter reading the L'mform Guidelines, assess-
nwnt program de% elopers will he painfully aware ot' the need for gathering
data regarding th,.. impact ot the assessment program. As a %ery beginning
effort, routine record keeping should include entering both a summary ot'
assessment results and a summars ot' what happened to the client following
assessment. Sonic documentation, es en if in the form of Ise notes, should he
pro% ided regarding hether and how assessment results were used. It is beyond
the scope or t his ft !alma/ to present a detailed strategy for de% eloping a valida-
tion stud%; an evert consultant ma% be needed tor that purpose.

Ongoing operation and trouble-shooting. Clearly, no newly developed assess-
ment program, or one that has undergone major revision, will operate trouble-
tree. ln point of fact, the changing demands and changing client mix in most
emplo% ment and training ageno settings means that there to be
operating problems on a regular basis. The assessment syste..n that takes this
reaht% into account, and pro% ides a routine procedure for ' de-bugging," will
be tnt h more likel% to operate sucessfully 0%er time.

FAaluation .md program improsement. kN'hateer the administrative require-
ments with respect to eyluation (e.g., to submit data for continued (ITA
funding), evaluation also needs to be designed so that results can be used to
suggest mipro%ements in program operations. E%aluation reports that disap-
pear into administ ratise files, neser to he seen again, serve little uwfitl purpose
(othei than to assure that a program will continue to operate, but without pos-
sibl% much -needed un pro% ement s).

Presenting assessment programs in funding proposals. Assessment often is
negleoed in proposals tor funding of employment and training agencies. Staff
%ho prepare such proposals frequently are unsophisticated about assessment.
I hits, the assessment program may be described oo sketchily or in highly
technical language it the proposal section is written by the resident "expert on
assessment!' I it her wa%, the result ma% he difficulty in getting the assessment
component appros cd; m sonic cases, there may even he a loss of funds t'or
assessment hecathe t hose r es ing the proposal did not understand what was
being said!

Sonic smiple suggestions tot Miro% ing the quality of :he sections in funding
pi oposals Iliai describe an ageth.'N's assessment program are as follows:

I. I he deNci I pi ion ot the assessment program should begin w ith a clear state-
ment ot the filqt-crit-0 ot assessment . What, in simple Inglish, is the assess-
ment proi am 1m ended to accomplish? Why will clients be better served
tan aNses,ment than without it?



2. In the case of proposals to funding agencies other than CETA (but where
the employment and training agency submitting the proposal does have
responsibility to (T. TA), it should be made clear that systematic assessment
actis ities by agencies receising CETA funds are now strongly encouraged
by tlw 1.A legislation, so there is less free choice about whether or not to
have assessment at all.

3. Components of the assessment program should be presented in summary
formagain, in understandable English, not technical jargon. A chart or
graph outlining the basic steps in the assessment program might be especial-
ly helpful (the basic elements chart presented earlier in this section could be
used as a starting point for creating such a graphic aid to understanding).

4. Ilas ing the section of a proposal concet ning assessment reviewed for clarity
and completeness by sotneone whose background represents as closely as
possible the background of those M. ho will be judging the proposal would
also be very helpful.

Ihe hillowmi; cagewtons are relevant to the planning checklist for subcon-
tracted programs:

Defining needs. See the paragraph on setting objectives above.

Considering alternatives. rhe state i'mploynwnt Service can constitute aNiable
option for assessment subcontracting for many employment and training
agencies. rhere is the ads ..titage of access to assessment techniques developed
by the U.S. I'mployment tier\ ice and to USES', large ongoing research pro-
gram. In inan states. the Employment Service in. ; have had more experience
assessing clients than any other available organilation. Educational institu-
tions, such as a local university or college having appropriate testing personnel
and programs or pris ate nonprofit or for-profit organitations providing
asse sment %LI% ices, also ,an he ins est igated.

Perhaps the most important consideration here is to check out experiences
of other local agencies in receising assessment sers ices from the various alter-
native pros iders. i's en agencies serving other than employment and training
population. ma pros ide saluable information by simply reviewing what their
experience, base been. (what has been the cost and impact on service of the
subcontracted assessment program? What operating problems have arisen?
How quickly have they been sok ed?)

Slaking contact. 1 heie is probably no substitute for face-to-face meetings with
persons representing each major alternatise resource for assessmem an agency
is consideiing in oi lien to learn sk hat sers ices ...ach can pros ide and how .
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Evaluating the alternathes. See the section tibo%e about considering alter-
nati%es for assessment. A particularly important comideration is learning
whether the subcontractor has oniy one assessment system available or could
tailor one to the needs of the gi% en employment and training agency.

Determining costs. Chis should include costs to the employment and training
agency ihelf that are not included in estimate% pro%ided by the potential sub-
contractor, e.g., for time spent by staff making input to the assessors, reading
repot ts of results, etc.

Nriting the subcontract. N hate% er legal structure may be required, it is impor-
tant to get in writing w hat v. al be the responsibilities of both the employment
and training agenc% and the subcontractor with respect to assessment. Who is
to do what, who is to pay for it. and %hose responsibility is it if something goes
wrong? Getting such requirements down on paper in advance of establishing
the program may a%oid many misunderstandings and real problems later on.

Developing connectise sstem. lios results of a subcontracted program will
teed into the contracting agency's overall service process is important. When
will reports be delivered? What provision% will there be for counselors to get
access to those %ho prepared the assessment reports if there are questions
about the results and their implications?

Compliance. putting subcontracting program in place, ongoing operation,
resiess and esaluation. See discussion above.

Applying the Checklist

I.or employment and training agency staff ready to begin planning a new or
substantially TO ised assessment system, it may be helpful to obtain some gen-
eral background knowledge on organiiational change and how to implement

l'he most comprehensi%e refereme work now in existence on this subject is
Putting Knowledge to t'se: .4 Distillation of the Literature Regarding Knowl-
edge Minster and Change. published by the Human Interaction Research
Institute in 1976! n excellent synopsis of important principles of knowledge
transfei and organizational change is Glaser (1973). Individuals or committees
in charge ot deceloping an assessment program may wish to include in their
planning process some of the strategies these two Korks suggest on implemen-

..

thttor Illation on hou to %ItItatn A ,op ot thy. puhhcatton. %ht,h i nou hong re d tor a I980
5c1/4011,1 1 attion. iu.t N.* otnatnvd h V.1 sting to int: InNtnuo: at IttKtS9 fkikhire Boulesard. Suite
I lit). I os A 4110.24

50



tint!. ptograms of change. l.or eample, Putting Knowledge to Use contanis
sonic concrete recommendations about how to diagnose an agency's readiness
to accept the change and then how to deal with problem's of staff resistance if
they ate found to exi,t there are suggestions in both works about techniques
for enhancing acceptance of change. such as trying out the new program on a
trial or "pilot basis before implementing it full-scale.
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APPENDIX
Resources jiff AssessMent Program Developers

Ot the many needs emplo% ment and training agency staff base when develop-
ing an assessment program. none is more pressing and, particularly for those
who do not ha% e a formal training background in ps%chological testing, none
more frustrating-- than the need for information sources regarding assess-
mem. 11w purpose of this appendix is to pro% ide a foundation or "jumping-
off place" for conducting an information search-and-retrieval process in the
field of elient assessment.

In order to know %slim information is required, the purposes and basic struc-
ture of the assessment program must first be defined (decisions may or may
not ha% e been made yet about particular paper-and-pencil tests or work sample
systems that m;ght be selected for use). Some thoughts about the possible
alternatises ought to be a% ailable, though, and the information search .can
begin with these.

the general reference most likely to be of nelp to assessment program devel-
opers is the writer's Directory of lnlOrmation on Tests (Backer, 1977)* This
monograph pro% ides a direetory of books, other print materials, and informa-
tion systems that ma% he useful in the search for test-related information. Also
included are some strategies for mounting an information search.

esen yone ss ho uses or develops psychological measuring instruments
knows, the information explosion has reached educational and psychological
testing. Surprisingl%. es en researchers who have dealt with measurement prob-
lems for man% %ears ma% he relatisely inexpert when it comes to informal ion-
retries al skills in this area. 't herefore, part of the mission of the Directory was
to met ease professional capahtl:f les in utilitation of existing resources on edu-
eational and ps% chological measures. Although the Directory was not devel-
oped primaril% for emplo% men t and training agency assessment program
de% elopers. it is organired in a way that will permit relatively easy adaptation
ot IN information tor that purpose.

-I he main categories of information included in the Directory are as follows:
Pthit material%.- lournal articles awl research reports on the subject k1 edu-

cational (poi p%1,11,41,0cal measurement. Lath elan 111Chlat's (1 complete refer-
e citation and a brief snopsisnl I he document in question.

*I ht I lc! ruhh,jlion is I homas I Bat. kei Dire, tor 01 1010nnaImn cm
N I I kIk k inOoti,c on lest,. measurement. and I saluation. 19-:"\ ots, AI; hs, I. 11111le lo the I RR ( kat 114:house at I dti,,ilion,t1 le\ifily

\ 1 (INS41
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Information vvstemsiiescriptions ot organizamms providing itOrmation on tests
and, in some cases. actual copies ol assessment instruments

Supplementary sourcesindexes to published literature, magazine, and journals
provuhng reviews including inlormanon in the assessment area and uyormation
systems that have a retries al twpatuluv but are not explicitly designed fOr retrieval
on the sublect ol assessment

Alphabetized indexes are proided at the end ot: the Directory to facilitate
easy access to its contents.

Assessment program de dopers may % ish to obtain a copy of this Directory
for their personal libraries. Se eral excerpts given here describe the most criti-
cal published solumes of information on psychological testing that might be of
interest w employment and training agency staff:

Buws, Oscar h.

lests in print.14ighland Paik. N.J.: Gryphon Press. 1961. 1974 (Vols. I. II).
Reading tests and reviews. Highland Park, N.J.: Gryphon Press, 1968. 1975
(Vols. 1, II).

Personality tests Highland Park. N.J.: Gryphon Press, 1970. 1975 (Vols. I, II).
nw seventh mental measurements yearbook. Highland Park, N.J.: Gryphon
Press, 1972_

Intelligence wsis and reviews. Highland Park, N.J.: Gryphon Press, 1975.
ocanonal tests and reviews. Highland Park. N.J.: Gryphon Press, 1975.

English tests and reviews. Highland Park, N.J.: Gryphon Press, 1975.
toreign language tests and reviews. High:and Park, N.J.:Gryphon Press. 1975.
Mathematics tests and reviews. Highland Park, N.J. Gryphon Press. 1975.
Setence te.sis and reviews_ Highland Park, N.J.: Gryphon Press. 1975.
Social studies tests and reviews. Highland Park. N.J.: Gryphon Press. 1075.
!he eighth mental measurements yearbook. Highland Park, N..I.: Gryphon Press,
197'8.

I hese limos publications are perhaps the best-knossn reference sources for
locating sarious types of measuring instruments. rhe eight editions of the Men-
tal Weasurements YearbooAs (AMY), supplemented by monographs on specific
measurement topics. pros ide comprehensise information on and critical
roles.% of hundreds of measuring and data-collecting devices. Information on
the instruments cos ered includes the follossing: anticipated subject populations;
as ailability of manuals. normatise data, alternate forms and scot ing services;
time required to administer the instrument; %%here it may be obtained; cost of
the instrument, a list of as ailable references about the instrument such as
hooks, journal article .. and dissertations; and (in many cases) a critical reviess of
the test by one or more appropriately qualified professionals. The Eighth Men-
tal tleasurements )earhooA contains listings for 1,184 tests, 898 critical test
res iess. bs 484 resiosers, 140 excerpts from test res ielAN that appeared in 29



tout nals, and 171.481 references tot specrtic tests. Ot the tests in this volume,
810 ate Ile% or resised. 1 he Mental Measurements 1,earbooks are extensiselycrosslndeed th authot, test title and measurement topic archt); all editions of
tne Ann and us companion solumes in personality and reading are similarly
orgamied. lvto separate lists ot tests in print (1961, 1974) set%e as master
indeses to the WM) taken togethet , these Nolumes contain information on
most published measul es

Chun, Ki laek, Cohh, Sidnes, & French, John R. P., Jr. Measures for psychological
,1%%essment. 1 imide to 3.000 original %mace% and their applowoons." Ann Arbor,
Mich Institute tor Social Research, 1:mser. ot Michigan, 1975.

Futile. tor the hook %sere ohtained through a search of 26 measurement-related
lournals in psychologs and sociology- for the 10-Near period 1960-1970. The vol-
ume wnsists of tso maior sections, Primar ReOences and Applications. Inthe pi nnar s reterences section, 1,0(X) measures are cued: the applications sec-
tion pros ides int ormation a hour 6,600 instances in yyhich the instruments
descr ihed in t he pr unary ret erences section haw been used. Each primary refer-
ence related to a particular test contains: a reference citation for a description
ot the des ice, the measut e's ntle, and descriptors (key ssords descriptive of the
instiument's content). Each entry in the applications section includes: a serial
number used to identify each test application instance: a reference (biblio-
graphic elm S ) denoting an article or other publication that describes studies insshk...h the des Ice ha, N..en used; a set of terms indicating the types ot' informa-
tion in the Mt Ide or other publication cited; and other scales used in the articleou ot het puhlicAtion

( opines, Andress I ., Backer, Fhotnas & Cilaser. Edvtard M..4 sourcebook formental hetilth measures 1 os Angeles: Unman Interaction Research Institute,

Omani. 1,100 abstracts, each of sYhich pros ides information about a specific
pss:hologle.tl test I lie abstracts hase been classified and grouped into 45 clus-

beginnlm= " ii ii icohol ism and ending ss ithi Vocational Tests. Etch abstract
is or gamied into tsso major sections. The first presents identifying information:
title ot measure: source ot the instrument (hook, journal article, mental health
center. and so forth) and name of the author and address of source for further
tutor illation I he second section is a 2()0-1()O-55ord description, usually provid-
ing in t oimation on the folloying topics: the test's purpose, target population,
administration time. number of items, types of items and response mode used,

rehabilitY and s alidity data, and findings derped from any major
resear.h applic-ations

Robinst'll. 1 . At hanasiou. R., & Ilead, K. B. Measure% of occupatumal attitudes
and o(cupato,nal characteristics. Ann Arbor, M 1 nst itute for Social

esear 196)

1he ses.ond solume ot a three-solume collection of instrument descriptions in
the sociopolitical domain, Meawres 01 Occupational Attitudes and (kcupa-
tional ,,teristic%. deals 55 ith measures useful in studying the %odd of
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work. Some 60 attitude scales are reviewed, most of them dealing with job
satisfaction, although other scale% are included that taP occupational values,
leadership %Wes and union-management attitudes. Three chapters examine
measures of occupational status and occupational similarity. The monograph
also include% roiews of sur%e% finding% on jJb satisfaction and on status in-
consistency.

Many assessment pR.gram Jes elopers may find it of value to contact the
ERIC Clearinghouse .m llsts, Measurement, and Evaluation (ERIC/TM),
which is part, of the massive Educational Resources Information Center
(ERIC) sponsored by the U.S. Office of Education. The Clearinghouse pro-
cesses documents related to assessment from test publishers, researchers and
individual researchers or research programs affiliated with a variety of practice
settings. These documents are available through the ERIC Document Repro-
duction Service, P.O. Box 190, Arlington, Virginia 22210. ERIC/TM also
produces interpretive summaries, research reviews, and bibliographies on
critical topics in measurement and can provide qualified users with customized
computer searches of the ERIC data base.

ETS Test Collection: The Educational Testing Service Test Collection is an
extensive library of tests and other measurement devices. It was established to
sei Ne as an archive for testing and to provide current information on available
tests and related services to persons engaged in research, advisory services,
education and related actisities. The collection presently comprises more than
10,(XX) instruments. In addition to tests, files on American and foreign tes
publishers, scoring set-% ices and systems, state testing programs, published test
reviews And reference materials on measurement and evaluation are main-
tained.

Qualified persons, whether affiliated with Educational Testing Service or
not, may him on-site access to the materials in the test collection. However,
publishers' restrictions regarding a:ceFs to test materials are carefully
obsers ed. Persons unable to visit the collection may direct sPecific questions to
its staff by mail or telephone.

Notification about recent additions to the collection and announcements of
new test% and ser% ices are provided in News on Tests, a newsletter published
monthly except June and August and available on a subscription basis. New
publishers, new references on measurement and evaluation, a calendar of con-
ferences, references to test reviews, and notification of publisher changes are
also included in this publication.

Another regular publication of the ETS Test Collection is the Major U.S.
Publishers Qf Standardized Tests, a pamphlet listing publishers' addresses. In
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addition, a series of annotated test bibliographies has been prepared and is
available on request.

Besides News on Tests and the publishers' directory, ETS Test Collection
publications include the fuilowing bibliographies:

.4ssessment of leachers, March 1977

.4 tutudes Thward Rchool and Schcol Adjustment, Grades 4-6, May 1977
Attitudes Toward SChool and School Adjustment, Grades 7-12, March

1973 (ED 083 323)

Criterion:Rejerenced Measures, Grr..:e.s 4-6, October 1978
Measures of Sel[Concept, Grades 4-6, February 1977
Reading Tesm Grades 4-6, June 1977

Reading Tests. 7-16 and Adults, June 19")7

Self-Concept Measures, Grade 6 and Above, March 1977
Jests for Educationally DisadvantagedAduks l'e'cruary i 977

For readers wishing to obtain a general background in standards of exce-
lence for assessment measures, one particularly valuable refereme is the
American Psychological Association's Standards for Educational and Psycho-
logical Tests (Washington, D.C.: American Psychological Association, 1974).
A directory for information-retrieval services, including ERIC and a large
number of other systems that may have some capability for retrieving inform-
( ion about assessment measures, is provided in the Human Iweract:on
Research Institute's publication Information Sources and How to Use Them

os Angeles: Human Interaction Research Institute, 1975) Th.,: reader is
referred to Section III for additional suggestions regarding !--.ow to access
information about assessment techniques already in use in employment and
training agencies.

A description of the Materials Development Center and its publications, thc
major resource for up-to-datt information regardi4 work sample systems,
presented in Appendix B of Volume II along with other information ahoto
resources for assessment of the disabled.

For a conceptual max iew of some of the issues involv-d in assessment of
individcals front minoritx groups, see Ronald J. Samuda, Psychological Test-
ing of American Minorities: issues and Consequences (New York: Harper &
Row.. 1975).

opie. ot IPth;rmanIm 51 hrt r m.t . he obtained tree ot %.-harge h riling to the Institute at 10889
V4.ilstm d. smite 1120. 1 o. geles. CA 91%124.
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