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Testing in Employment and Training Programs: Wn Action Planning Guidebook is onle of
sixteen products or servicgs developed for the Department of Labor’s Office of Youth Programs.
Theseroducts anhd services are intended to comprise a “'full-service” technical assistance madel
that can be used by the employment and training community to better meet the training needs of
staff and CETA-eligible youth and adults. ¢ ' ~

The contributions of the Fort Wayne (Indiana) Area Consortium, Philadelphia Office,of
Employment and Training, and Kentucky. Balance of State:Prime Sponsor are gratefully acknowl-

edged. These sites partjcip&te@ in the planning and pilot téstinb of selected products and services. ,
! p . : X : . )

. Appreciation also is expressed to project staff. Robert Bhaerman,”Research Specialist, was the.
major author. Other staff member¢ include Brian Fitch, Program Director; Sandra Pritz, Program
Associate; Bettina Lankard, Program Associate; Gale Zahniser, Program Associate; and William

_Goldwair, Research Specialist,, ° SN ,
& : “ ¢ "
! " . « Robert E. Taylor- . %
) . ) Executive Director .
. = . : The National Center for Research
) < in Vocational Education d
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EXECUTIVE SUMMARY .

b .
Al -

) . This action planning guideiook provides an undefst'anding qQf eight essential tasks in planning
and implementing a‘testing and assessment program. The tasks are as follows: .
- Task 1:  Estaplishing the assessment program
. .. . L
Task 2:  Analyzing participants’ needs o 1 -
v . L 4
+ ™ " Task 3" Analyzing program services, = . . .
Task 4:  Examining testing resources B \ i ’
Sa v ' Tas?S: ~-Selecting tests that— .
' - ® Are compatible'with goals of the agency
- . e Are appropriate for participants . '
. ‘ . e Are relévant to program services -,
LT . e Provide sufficient information in terms of the purposes
Yoree o - > AN for Which they are to be used - ’
T ‘ Task 6:  Setting test specifications—for individuals and groups )
. 'Task 7: + Using tests as tools for gathering information N
' ) -~ -+ e Administering ' \ ' ' - -
.o ® e Scoring ) . ) ) \
. - fe Interpreting . . ' . “, N
- . ’ ° Adapting_to participants . . ’
: . - < e ‘Pretesting . . N
. - )
Task 87  Using test results i . - N
> [} . N ‘
. , 0 .. Plan’ning EDPs
Tk o e Counséling and instructing . ‘
‘- e Reporting to partigipants and writing other feports, as needed"
¢ e Evaluating programs and planning additional program services

The guidebook is intended for use by employment and training staff, especially test coordinators .
and administrators, counselors, and instructors. Its format. allows quick and easy.refergnce, thug L "5
providing these audiences with an understanding of what tasks need to be addressed and why they. -

. v,

[ .
should be considered., . . ~ -~
! —_

@\ Provided in the guidebook are abstracts describing testing jpstrumehts that should be used for )
g specifie measurement areas and explanations of the criteria that should be used to select, use, and ,

) interpret the results of tests.' The guidelines and suggested activrties should be usefut in answering =~ ¢
- these and similar questions that practitioners raise. The guidglines were derived“frbm a synthesis of

RN much that has been written on this topfc during the past few %gars. Théy-arg intended to provide .
principles by which {0 make judgments or determine a course of actiorgﬁ/ence, the term "‘action
- planning guidelines’’ is used. In light of the recent emphasis on education and world-of-work relation-
ships, concrete suggestions for programvplanning and implementation in this area are vital.
. . N [
. ) M i ' N ) ; "* - .,, ¢
. , . ‘ Y
D i LT V“ .« 8 . , .
- 8 + '

./




The guudebook is divided into three parts. The mtroductory section explains thé“purposes of
‘the book, defmes key terms, and presents an introductory discussion of such questions as.”’why
should we test?”” In the second section, the action-planning guidelines are detailed; eight essential
tasks.and sixty-seven specific'activities (subtasks) are identified. The third part includes five exten-
sive sections called "Exploring Tests and Test Systems " In these sections, test descrlptn s are ~
provided for seventy four tests including paper.and pencu devices, comprehensive test baeries, ‘
rating scales, mven‘torles the 'work sample approach,’and many others. The descrigtions include
ample detail about the test formats, the stage of deyelopment of the instruments, possible applica-
tdons in an employment and tranmng snuatlon and the addresses of test publishers. In addition, an
" éxtensive bibliography’is previded, as are‘responses from’ asurvey of test users. A number of relevant *
standards for educatlonal an¥l psychological tests developed by the American Psycnglogncal Associa-
tion also are included. .
Another major feature is the action-planning workstieets. As noted in the guidebook, testing is
a complex activity—in some ways an art, in some‘ways a science. The worksheets are intended to
assist test users to develop a program based upon anafysns of a number of important elements in the
entire process. For each of the specmc subtasks, the user determines the steps that should be taken
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v N D e .
v .o _ INTRODUCTION . ' .

Purppses of the Guidebook

L4

A e . . . 4

- . -

”Our needs are for a rhore extensive testing program. Cu?rently Js-.,
we have a career information focus and use two achievement . |
tests, but we also need to test for aptitudes and specific skills. '
We need to know the skills people possess that will make them
successful. Inventories. tell you what interests someone has.
That is fine, but we need to know more. We need  find out

about career and voeatlonal aptitudes. Currently we do not .
. _ have that type of testing, nor do we use work samples, although X »’
. one-of our resource centers plans to begin a work evaluation " ’
system soon.”’ . ’ i
’ . A CETA Prime Sponsor . .f

) \ - .

* This view con isely—and quite typically—expresses concerns of employment and training agency
staff persons working in the area dfesting, The statement also implies a number of questi )
common to such agencies; for example, what testing instruments should be used for speciftc measure-
ment areas and what criteria should be used to select and use tests and interpret the results?2 The .
guidelines and suggested activmes will be useful in answering these and similar questions that prac
tmoners raise, -
- B . % /

The guidelines were derived from a synthesis of the literature written on this topic during the
past few years. They are intended to provide principles by which to make judgments or to determine
a course of action; hence, the term “action planning guidelines” is used. In light of the recent empha-
sis on education and world-of-work relationships, concrete suggestlons for program plannmg and

<

lmpleméntatlon in this area argvital. - . ) ‘.

The guidebook is intended for use by employment angd training ‘staff persons—test coordin;\Ors
and administrators, counselors instructors, and staff tranners —a number of~whom reacted to the
initial draft. The format—a guide for “quick usage’ anﬂ‘”spot checking” —was recommended by this
group of practitioners. It is intended to provide these audience$ with an understanding of what tasks
need to be addressed and why they should be considered.

-

A
.

N Purposéi of Testing )

‘'used to describe the act of appraising, evaluating, analyzing, or observing the skills, attitudes, 5
knowledge, intelligence, capdcities, or aptitudes of an individual or group. Both terms will be referred

. . [
The term testingxoften is used inteechangeably with the term assessment. Both are commo‘ﬂ!

-
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to in thu&gurdebook although the primary focus erI be on test|ng The foIIow'kg definitions describe
the dlff-erence between testmg and assessment

® Testing | s the standardized measure or system for determining a participant” s capacity in
. © different areas, for e)xample vocatlonal skils, aptitudes, and interests.

s

e Asstssment is the process used to gather informatior about an individual that can serve
. as the basis for deter?mnln'g the servrces or programs provrded to a participant.
e (A.L. Nellum, 1979b, p. 65) . -
If testing is considered a part-of the initial assessmént process, it is |mportant that the purposes
- for testing be sound. There are a number of purposes for which employment, gnd training programs

test potential partlcipants. The ones summarized below are positive in nature in that they can benefit
-~

both the partrcrpant and thé program by provndlng data on appropriate action that can be taken.

. . o Testingis frequently conducted to determme potential for success in a program This iss

necessary if, for example a training program requires that trainees have achieved a specific
level irrreading and mathskills. A test of basic skills can determlne the level of the partici-

- pant’s sk|IIs If it is determined that the partici ant does not possess the requisite’ skills,
that partrcnpant is not screened out but is placed in a program designed to remediate those
. skills. When the required skill level is regehed, the opportunity to enter the chosen training’
program is once again made avarlable -

° Another closely related reason for testrng is for placement in spec;f/c training programs.
" Tests can be Used to identify not only participants’ career or job’interests but also their
job-related abilities and aptitudes. It is imperative that every effort be made to align the .
jparticipants’ interests and abilities with skill training programs and subsequent employ
ment opportunities. ~N . 5 ¢

.

® Valid and reliable tests are useful in p/acmg participants on a job. Admuttegly, there is no
. foolproof. predictor of success? however, an.accurate assessment of characterlstlcs and a
knowledge of particular job requrrements and, employer demands can“increase thé success
with which participants and jOb openipgs are matched. ] R

e Useof a t’est or testsas a counsenng too/ encompasses the other uses listed. Test results
can be véry valuable for a coupselor who is interpreting them to participants and helping

« them make decisions which will influence the content of their Employability Development
- Plans (EDPs) Providing participants with understandable and accurate interpretations of
test restﬂts allowing them to consider. those results, and encouraging their significant input _
in the EDP all are essential to partrcrpant involvement and their sense of ownership of the
pIan This also will enhance the partlcrpants level of commitment to achieve the bench-
marks estagblished. by

. Y :
° Testnng also can prowde information for program planning anX evaluation. The frequency
with whih specific participant needs are sdentified (e.g., employabrlrty attitudes, job
skills, and the like) will affect the frequency with which such programs are offered Tests
+ ¢ that reffect participant interests and aptitudesgan, if compatrble with the demands of the
: I6caf labor fnarket, indicate a need for training Iy specific jobs or career clusters and should
be considered when pIannlng and evaluatirfy proZram—ef-f-e:g;gs.

As purposes for testing are bieing stated, it bears mentioning that there also are purposes for
which tests should not be used. Probably the most important is that tests should not be used to
screen people out of a program. Frequently, when there are more applicants than program slots,
testing is erroneously used to ""¢ream’’ applicants, placing in a program only those with the highest
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chances of success. The program may then be guilty of not serving those applicants most In rteed.
This is not te say that applicants who do not meet the minimum entry requirements should be placed , .

in a training program. However, inStead of being denied program participation, they should be placed - .
in a remedial program in which their skills can be improved. When their skills'meet the training pro-
gram’s e\ntr‘y requirements, they should be given an opportunity td enroll. In this way, testing is a
service to participants. ~‘ s . ©

- ‘ . - -
- . N 2

. This participant-centered approach jmblies, that testing should provide participants with new .
and significant information abdut themselves as it relates to satisfying employment that would not

. . . . X ~
have been available otherwise. |t provides the opportunity for the participants to formulate a clear »
‘picture of their employment needs. L . (. . - s~ .
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PLANNING FOR ACTION

v

" An Overview of Eight Essential Tasks

o

In order to assist test users and potential users in implemenyfng an assessment program, the

following synthesis—a chart of eight essential tasks—has been de eloped:

~ b

Task 1: °
Establishing the
assessment
program

Task 2:
+ . Analyzing
participants’

- needs

Task 3«
Analyzing *
program

' Task 4:
Examining
" testing
*resources

serv iy%‘s

- ~ /

e
I‘}:'\ ’*
L

\ . \

Task 5:,
Selecting tests and testing systems that g

Are compatible with,goals of the agenéy

‘Are appropriate for participants

Are relevant to program services

Provide sufficient infermation in terms of the
“purposes for which they are to be used

\J

Task 6: )
Setting test specifications—
for individuals and groups

.
-
'

y

] Task 77 * ° .
Using tests as tools for gathering information
~® administering * adapting to
. ®scoring + , - participants
. interp;eting ; * pretesting

%

=~ Y

e

Task 8:
Using test results

e planning EDPs ° .ot °

¢ counseling and instructing

® reporting to partigipants and writing
other reports, ag needed

* - evaluating programs and planning
additional program services

e

N




4

The eight tasks do not necessarily foltow any rigid time pattern; that is, each should be con-
sidered as ongoing. Establishirig the program, for example, does not mean that the agency’s goals are
“written in concrete.” Obviously, oné should be flexible since the needs of agencies change as dothe
needs of individuals. Similarly, examining and selecting tests are cantinuing tasks. Using tests and
test results are not thg last two steps of the process but are part of an unending chain of activities
that should lead to the ongoing development of assessment, guidance, training, placement, and other
program elements. So that they stand out more easily, the major guidelmes'haveybeen underlined.
Tesfing is a compﬁ?ﬁsﬁlvitv. It is in some ways an art, in some ways a scie)nce. These guidelines,
therefore, are pot to be used as a programmed system. Not all of the points may be applicabledn
every situation. There also is some minor overlapping of some of the items. The worksheets found
at the end of each task are intended to assist test users in developing a program based upon analysis
of a number of important elements in the entire process. For each of the subtasks, the uset determines
the steps that should be taken locally. Additional space may be needed for some responses.
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 ACTION PLANNING GUIDELINES

.

Y

Task 1:
ESTABLISHING THE ASSESSMENT PROGRAMS

o ¢ .
. ’ - . hA . I3

" 1.1 Make certa/n that the averall assessment program is in p/ace and that the program operates as ..
part af the agency’s overall goals. The purposes of assessment should be developed by all the
“-agency staff who will either directly or indirectly be involved with testlng or the use of test~
results. Settmg goals will help to incréase the efficiency of the agemcy’s service dellvery and

. should help to determinég the cost and scope of the program

a

“

1. 2 Assessment shou/d be related to the spetific need’s and pr/or/t/es of the local agency setting.
By paying careful attentlon to such issues as the effects of assessment on other service delivery

components the assessment program can "be constructed to fit smqothly within the entire

L 4
service delivery operatlon '

.

-

1.3 Identify a p/ann/ng committee of those who have responsibility for testing or related program
areas., The committee’s role should be'to develop, monitor, and evaluate the program based on
predetermined criteria. In terms of implementation, one key person should be identified as the

.primary coordinator. In addition, all stgff who will be affected by the program should be

dnvolved and informed of developments “If necessary, consultants should be sought for addl-
tional advice. v

physncal facllltles Attempt to determme as accurately as possible, program costs in t¢rms of

1.4 Anafyze the resources that are available, e.g., trained personnel, financial resources, ald
these factors.

£

4

. 1.5 -Determine whether the testing program WI// be condtlucted in-house or subcontracted to local

agenciess For some agencies this decision may be determined by the regulations under which
they operate. Cost and‘avallablllty of in-house staff.also may be determining factors.

1.6,.Select and train staff who will be involved in the program. Selection shoutd be based on
“experjence and competency in assessment, potential for learning such skills, interest, motiva-
tion; apd sensitivity. The training shoufd be in testlng methodology, and orientation to the
life egf@e_nepces of the participants with whom they will be working also is of value. This will
give pgf_sﬁnnel some perspective in dealing with participants. Empathy for participants is
extremedy.important. Traiiing should be rade available through consultants, inservice work-
shops,\@nd coutses in tests and measurement at IocaI colleges or universities, the United States
Emplo'ym"ent Servnce offices, er a commercial test vendor.
vOX,

&
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’

17 Make certain that the program is in compliance with the “Uniform Guidelines on Employee

Selection Procedures.” See the Federal Register, Volume 43, Number 166, August 25; 1978,
pp. 38290-38315. The guidelines have been adopted by the Equal Employment Opportunity

Commission, in conjunction with the Civil Service Commission, Department of Justice, along
with the prohibition of discrimination in employment practices on the grounds,of. race, color,
religion, sex, handicap, or national origin. The guidelines are presented in the followmg three
major parts: (a) general principles—including a definitios of discrimination, application of the
guidelines, and selection procedures; (b) technical standards—including items on job analysis,
prior training or experience and operational use of selection procedures; (c) documentation .of
impact and validity &vidence—including items in criterion- related validity studies and evidence
of validity from other studies.

&

/I~




s

AC

1ON PLANNING WORKSHEET 1

L A

-

The steps that have been or should be taken locally are as foI,Iows::
. ‘a’ hd . @ . ¥ s
N * o e i
1.1 {a) Our overall agency goals are: _ ~ .

A

~

.

(b) Their roles are:

1 \?,
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ed in-house or subcontracted becausg of the following

1.5 Our testing program will be conduct
~factors: ) .

+

e

.
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(b) Our procedu&gs for training staff are: - Y. y
' ¢
\ | )
— |
]
- ,
1) » v
1.7 Our program is or'is not in compyiance with the ““Uniform Guidelines’’ because of the following
factors: .
: .
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s" . g ) . Task-2; R
[ T ANALY'ZlNG PARTICIPANTS' NEEDS

I}

2.1 Assess the participants’ general needs by carefully considering the following dimensions: .

) ¢ The target populations to be served . - &
¢ Additional groups—if any—thaé sNould be served - ‘ o X ,
. * General characteristics of the partitipants—basjc needs, backgrounds, capabilities

* o Participgnt needs that can be addressed by the current mix of available services
® Participant needs not being met or that cannot be met  * - —— ?

e Types of information available about yarticipants, e.g., educational history, work
history, prior assessment findings, and eligibility data

2.2 Tﬁe})articipant's performance should be joded in relation to criteria established. at th Iocal
level. The ebjectives should be to determine what individuals require for employabilify and to
target services specifically to these needs. : L '

’ .

2.3 Work closely with the organizations that can supplement your information fgeeds, .0}
cammunity-based organizations, church groups, welfare agencies, law enforcement and
.agencies, armed forces recruitment centers, and the schoolsystems. Testing results should B
integrated with existing records relatjng to both the strengths and shortcomings of individual \ ,
participants. s ~ , .
2.4 Determine the overall test-taking level of individual participants. |n particular, review their
records to determine their degree, of reading and mathematical literacy. Discuss their feelings
. about "‘test taking.” It may, however, be difficult to determine triie feelings.

.

v

2.5 .Be alert to any special needs of part@'pants. Remember that some participants may not need ' *
‘t6 go through an entire assessment process; remember, too, that intake and referral involve |
jglgment and counseling, both of which are part of the assessmént. . ) Lo
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« .. The steps that have been
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orshould be taken locally are as follows:

2.1 Our participants’ general needs can be summ
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arized in the following way:
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(b)

Test-taking levels of participants have been de
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s Taslk 3:
ANALYZING PROGRAM SERVICES~

¢

\.

3.1 Relate your pragram setvices as c/os§}’/ as poss:b/e to local.community needs Carefully consider
these important factors: the overall employment and training needs of the community and the
‘ nature of the speclflc local labor market cond|t|on9\(supply and demand). -

3 2 Assess your agency’s needs in terms of program services and potential services, for example:

® Programs, services;®and resources currently available, e.g., career orientation and explora- *
tion, work experience programs, basic skills/remediation, employability skills, job search

" skills, occupatnonal skills tramlng on-the-job training, placement, apprentlceshlps follow-
up, foIIow‘through

Follow- -up testing and counselmg, especnally in terms of blacement
Jobs™ currently available for participants : .
Progfam optlons that cowd be avallable both short and k_zng range

Relevant factors such as Costsy tlme limitations, and staff capabilities for r@eded’ services
. et
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! The steps that have been or should be taken locally are as follows:

’3.1 (a) The overall employment and training needs of the community are; °

7,

- , : - C ®

(b) .The relevant labor market conditions are as follows:

. »

e .

N s ¢ 7 .

3.2 (a) dur prograrﬁ services consist of the following:

~ N b
. % . . ° .
. 3 [ L} . . .

o B

o /.

B 3

» a— - ’ ~
. — »
(b) Our potential services are: /',w .
‘ | \’ ! ‘ M .
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, ¢ ) .- Task 4: e ‘
EXAMINING TESTING RESOURCES c,

N

. .
. ( )

‘4.1 Determine the measurement areas needed for your programs, for example, dreas relating to:

® Platement in training—interests, job- related abilities, aptitudes, attitudes, and achievement
levels . v

* Skills needed for job placement—specific job skills, unique job requirements specific
employer demands, specific worker responsibilities, skills regarding special tools or

instruments ’ . j
. " Worker traits for job placement—tolerance levels, temperament, motnvatIOn,_etc (,

e Counseling and guidance _ e .

. + -

\
-

4.2 Exploye the types of tests and testing systems that are most applicable to yoJr program and*
participants, for example, those that appear to be most appropriate-for:

. Determlnlng partlclpants potential for success K

.

¢ Placing participants in training programs

~

e Placing partncnpants in the apprqpriate job
K Counsellng services . .

Planmng programs and assessing potentlal services e e
-

4.3 Examine.the tests carefu//y Consnder the-follownng actions:

°J Sénd for specimen sets. Carefully review the test manual—its purpogs technical aspects
scoring time. Examine the reading lavels, administrative procedures elarity of |nstruct|ons
< and data on reliability, valndlty, and norms. . ~ .

s e Read the crltlcaliewews of tests in the following two major resources:

(a) Buros Oscar K., ed. Tests in Print\! (TIP I1). An Indéx to Tests, Test Reviews, and
the Literature on Specific Tes£s Highland Park, NY: Gryphon Press, 1974.

(b) Buros, Oscar K., ed. The Eighth Mental Measureméxts Yearbook. Lincoln, NE:
- University of Nebraska Press 1980. 1 N

>

These’two volumes are comprehenswe and should provide useful information on nearly
every test that has been published. Also see the bibliography.for a list of other suggested

readlngs . ’
e List the strengths and weaknesses of “tests currently beipg used in your program—as well
as tests which you are considering. Compare the two lists. . 4 4

e Visitsites where testing is part of the services. Talk to other users of test\s. See Appendix A.

¢ Take the test yourself to determine appropriatenéss, ease of scoring, etc.,
- )

4.4 Establish your own cr/ter/a for test selection and now lyhat testing alternativés exist. Hundreds .

of tests are available. It qa &an be “mind-boggling”’ ers to sort out the-field. In order to asstst
you in selecting tests and in setting test specrﬂcatlons for individuals and groups, numerous °
descriptions of ‘tests have been included here. Hopefully, they will aid you in analyzing available
options and developingybur own criteria for test selection. It also is recommended that test
users become familiar with the standards for -educational and psychological tests developed by
the American Psychological Association. See Appendix B for a partial listing.

__/
e -
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The steps that have been or should be taken locally are as follows:
4.1 (a). The primary measurement areas for which we need to test are:
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4.3 The following activities have been conducted: (
) ¢ Sending for specimen sets ° ]
¢ Reading test reviews .
e Listing strengths and weaknesses of current—and potential—tests K
. e Visiting sites and talking with other users -

. Taking the test ourselves

.
¢

4.4 After reviewing the detailed descriptions of tests, the following criteria have been established
for test selection: Y
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Task 5:
SELECTING TESTS AND TESTING SYSTEMS THAT
¢ Are compatible with goals of the agency
& Are appropriate for patticipants
» ® Are relevant to program services

¢ Provide sufficipnt information in terms of
the purposes for which they are to be used

B \
L Y

Tests should be selected in light of the participants your agency serves, how your agency operates,
and the types of services provided; in short, tests should be selected to fit local circumstances.
Every test has its own special uses, strengths and limitations. It is tmportant to view tests as
inspirations for ideas and not necessarily as "‘shopping lists’’ from which tools can be selected
without careful examination. The primary tasks are to know your needs, your participants, and
your tests.

In selecting tests, attempt to meet the needs of all who are involved. Particular consideration
should be given to the employment needs of the local community as well as to organizations
providing the participants with the needed services.

<JEsts should relate to particular occupat/'onai areas. For example, scales on an interest inventory
should relate to Qcctipational requirements; attitude and value scales should relate to work
situations.

The selection of tests is based largely upon the purpose they will serve; hence, there should be

" a reason why a particular test is given to each participant. Each device should serve a practical
purpose; however, be sure not to overtest. With respect to the time it takes to administer a test,
the length of time should be based on the participant’s needs rather than the program needs.
The participant’s background, literacy level, and willingness to undergo testing should influ8nce
the t¥pes of techniques selecteq. Some instruments can better accommodate a particular partici-
pant’s characteristics. |n one research study of the assessment of.the disadvantaged by the Mark
Battle Associates {1976), 144 instriments were tested; each may be valid under specific circum-

stances.

_ Often several tests will be needed. A range of instruments should be available—for low-literacy
participants, for those interested in a skilled or technical occupation, for those who need addi-
tional ac’ademtc training, and the like. Two important questions to ask are: what do you want
to find out about the participants and what tests will give this information. Remember that no
single measure will be as accurate as multiple measures. This does not necessarily mean that
many tests need to be administered but that test information should be compared to participant
estimates, staff observations, and interview information. If multiple sources provide,discrepant
data, further information will be needed to reconcile these discrepancies. i
Attempt to select instruments that relate to rea//st/c career planning, that is, tests that have
some value in predicting training and occupat/ona/ success. Alsc remember that there are no

infallible test instruments; some tests are more valid than others.
. _—
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‘6.8 Costs, reusability, and sophistication of the staff should hélp guide test se/eetion. '

'5.9 The United States Employment Service (USES) suggests poxnts to keep m mind when selecting . ‘
testst . .

" e They (the tests) must be occupationally oriented if they are to be useful in vocat/ona/
counseling-and selection. y

» o To the extent possible, they should be oriented to the USES ”D/ct/Onary of Occupational -
Titles” used by placement interviewers and counselors. .

" . o They must be useful with the wide variety of target groups: young and old, the well- >
educated and the educationally deficient, inexperienced applicants for entry jobs and \ -
experienced and trained applicants’ applicants for the skilled trades and for semiskilled -

, and laborer jobs. '

T o They must be simple to administer and score; the results miust be readily interprétable.
(USES, Report No. N, 1977, pp. 1-2). .

>

‘s

5 10 Be wary in selecting “projective tests.”’ .Many experts feel that these tests are not appropriate
except as a clinical instrument and often only for therapeutic purpases. The Mark Battle
Associates’ report (1976) cites ohe expert who notes that projective responses can be meaning-
fully interpreted only when the examiner has extensive information about the circumstances
under which they were obtained and the aptitudes$ am& experiential background of the examinee.
The report indicates that while projective techniques can be useful under certain conditions,

) such tests are highly questionable for training and employrnent programs.

B.11 Analyze the strengths and weaknesses of traditional paper-and-pencil tests. When compared to
locally constructed tests, standardized paper-and-pencil testg\qaqunre no staff time for develop-
ment; many will yneld scores that can be compared ith those of other groups. However, since .
some significant shortcomings are ewdent,Mtant to be aware of the problems inherent ﬁ
in using these tests. The following list summafizes these major shortcomings: .

. @ Individual test items may be at a reIatnver high reading IeveI and may reflect cultural content
, of which the dnsadvantaged have little knowdedge.

-

® Some tests'do-not seem to bear any significant reIatnonshlps to the individual charagter-
istics pertipéot to job success for most of the jobs the disadvantaged will be seekitg
b (Backer 1979b, p. 6). . M

_ @ Most of these tests are similar to classroom tests with which many disadvantaged persons
havea history of failure, 4nd which, thergfore, may make them feel anxious and uncom-
fortable > .

e Some tests have written dlrectlons at a reading level higher than that of the test taker. If
dlrectnons are not understood, the test measurement may not be vaInd .

}Some disadvantaged persons have limited experience with tests of any kind and do not
have the "test wiseness'’ important to yielding test restilts that fairly estimate character-
* istics and capabilities. - . . ‘

e Item content designed fer children but administered to adults may be simple enough in. .
reading level but uninteresting or insulting. (Backer 1979b, p. 6)," ' ) .
»
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5.12 Analyze t}7e strengths and weaknesses of work sample systems. Work samples are standardized
job performance tasks designed for use primarily in developing the employability of disadvan-
taged individuals. The technique consists of the work samples, a structured environment in
which they are performed, and evaluations of behavior based on observations. A most thorough
analysis of work samples was prepared by Botterbusch (1980). Anyone responsible for select-
ing a commercial system should read this analysis. His major points are paraphrased below:

-

o Investigate the range and type of jobs that are available in the local labor market and
the training opportunities available to participants.

o Check the final report format of the work sample to détermine what information it
contains; decide what needs to be included it these areas and then find or develop the
evaluation tools that bést fit the participants’ needs.

o Know the reasons why you wish to purchase the system. Probably none will meet al
the needs in terms of jobs and training. A facility, however, could develop its own evatu-
ation based on job or work samples taken from local industry. (pp..1-4)
Botterbusch also discusges the possibility of carefully selecting individual wdrk samples from *
several systems and comblmng them into a unified syster specific to the needs of the facility.
He suggests that the purchased system could be integrated with facility-constructed devices,
other evaluation systems, on-the-job evaluation, and psychological tests.

3.13 Be sensitive to the data on reliability, validity ; and group norms. While Bruno (1978) states
that one should not hesitate to use an instrument simply because it has not been proven
beyond a doubt to be valid, the Mark Battle Associates study (1976) notes that tests lacking

. in job-related validity have no place in selection and placement testing programs. =

N The purpose of test validation is to establish an objective and standardized instrument that
T . measures or predicts the behavior of individuals. Such standardization and objectivjty enables
the user to compare individual test scores with a norm and to eliminate factors that would
create test bias. Since no test is completely bias-freegit is important to examine how the test
was constructed and with what groups of people the norms were established. The Mark Battle
Associates study suggests that this is particularly |mportant for employment and training
programs that serve a diverse target population, in order to ensure that all persons—regardless
of racial, cultural, or ethnic background—have an opportunity to participate in all types of
programs. Since tests are in arriving at decisions that may have great irfluence on the
ultimate welfare of thod.tested, test users should be sensitive and should apply high staridards
of professional judgment in selecting and interpreting tests. Producers have the responsibility
of prowdlng sufficient information about each test so that users will know how reliable a
test is for their purposes. The Mark Battle Associates study recommends that CETA prime
sponsors who include testing in their programs ensure a test’s validity for the groups with
which it is to be used.*

. . - »
.
- [ Ne
! N \
.
)Y -

e — . X
*For concrete examples of how to check reliability and determine validity, see McCaslin and Walker’s
A Guide for Improving Socially Develop&d Career Education Measures, R and D Series No. 167,
The National Center for Research in Vocational Education, The Ohio State University, 1979.
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The steps that have been or shou/d be taken locally are as follows:

5.1 Local circumstances that might affect our selection of tests are:

. . of
-~ o 'A .‘
¥ ) .
l v ¥
¥
~
\\ o
[ > ~ . ~—
5 .
[y \ v
, + 5.2 The spegjfic needs of the employment community—and service providers—in relation to test ‘
. ¢+ selection are as follows: :
\‘ 1Y
. ., -~
‘ /

4

5.3 The following occupational areas are relevant to the tests being considered:

.
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Aruitoxt provided by Eic:

5.5 The folloying tests appear to accommodate our participant characteristics:

5.6 Resources exist to enable us to purchase

5.7 The following career planning elements are being considered in selecting tests:

-
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number of tests or testing systems,
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5.8, The following-facters have been considered to assis‘t'us in‘selecting tests: —

EN i
Costs .
Reusability of materials ~ - | .
Staf# backgrounds . . ..
) Yl

5.9 The following selection critetja also have been considered: ‘
Orientation to occupatlonal areas '
Oriéntation to the Dleaonary of Occupatiopal T/t/es
Relevance to target groups-
Ease.of admlmstermg, scormg, and |nterpret|ng

. .
.

5.10 The following "projective tests’ are being considered (carefully) for possible use in the
following way: 4 < -
3

K ) e

L

( . - ’
5.11 (a) The following are the major strengths and weaknesses of the paper-and-penéil tests
, currently being used: '

€

(b} The followmg appear to Be the major strengths and weaknesses of the tests being

considered: -
t. . oM
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5.12 (a)+The foIIownng are the major strengths andgweaknesses of the work sample systems
currently being used:

.
.

~

? | \

!
> .
. &
(b) The following appear to be the major strengths and weaknesses of the systems belng
considered:
B
/N .

© °

5.13 (a) The most important data on reliability, validity, and group norms of the tests we are
using currently are as follows: v

-

J Fl

- _ NS

- -
! .

(b) The most important data on rellablllty, validity, and group norms of the tests we are
considering are: . 1 .
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. | : Task 6:

SETTING TEST SPECIFICATIONS FO . .
PARTICIPANTS—INDIVIDUALS AND GROUPS |-, - °

P ]

6.1 Establish individual‘objectives for assessment. Each participant. uld be treated as an "
4 individual. Participant involvement in setting objectives is important. Participants oftén are
~ well aware of what information about their vocational needs, jinterests, and abilities may - .’
be reJevant to thelr employment objectives. '
_&v
6.2 Decifle what other specific /nformat/oﬁ is needed about participants prior to st/ng Also
ge}ge whether some (or all) of the Ififormation negded about an individual mdy, be obtained
rough testing and whether a partl lar test is useful in obtaining mformatlon for some (or

all) o{ the partnmpants .

»
e e .

6.3 Determ/ne which types of Tests are needed for participants in various situations. Set spegifi-
cations for each participant. Some examples ar‘é. -

\ <

. A test for mechanical aptitude ..

* A test for literacy for a low functioning participant . ..
reading level

»

. that d6es not require a’hlgh reading level

that does not require a high
NG

* A nogverbal test of g’ener‘él Iearnjng ability . . . that is available—'m Spanish -

Determine each participant’s test-taking ability, whether the test takers are “high //teracy or
* “low literacy " in reading and mathematics and, as in some cases with d/sabled persons, whether
the tests need to bagada,?ted or modified.

<
The |dea of custom tailoring assessment to fit each partnc:pant isan |mportant one and should
be carefully explored. Individuals having similar needs could be tested in groups—as longas "
each person is treated uniquely, as long as individual needs are oonsndered and as long as the ’

instrument lends itself to group use. .
’ “ - ‘s‘ ° o

6.4. Provide participants v, the exact reasons for selecting each test. For example, explain what
“sales aptitude’’ test measures and how the results relate to a variety of sales ]ObS Also; .
explam how resutlts will be used, exactly what the results are, and what they mean.

’ . O, -~
-
. v

-
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The steps that have been or should be taken locally are as follows:
. ' * \ i

- .

6.1 The following objectivés have been established for individua) p‘articiéants:%

-
')

L 4

b Y

Other information items needed about icipants include the following: .
L] N 1
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Aruitoxt provided by Eic:
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6.3 Test spécifications for—part-icipants include the following factors:

6.4 The reasons for using a test have been shared with the éarticipaqts. These include the

following points:

<

&

2
.

o
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’ ‘. s Task 7:
1 'USING TESTS AS TOOLS FOR GATHERING INFORMATION
e Administering - e Adapting to participants
e Scoring ) "o Pretesting orientation . .
, e Interpreting ' :

2l -

Use tests with appropriate caution and have them qdmm/stered by qualified personnel. Mangum
and Walsh (1980), for example, suggest that no assessment tool has yet b@en devised that
captures all the nuances of motivation, that tests the reaction of the individual to situations not
yet experienced, or that is foolproof. They note that assessment is a useful tool to be used with
due caution and healthy skepticism. ) .

v

Be aware of “what works” for others. Research on testing indicates that several practices work
well. The following examples were repor.ted by Mangum and Walsh:

* Collecting as mary existing records as are availabje on each person enrolled in the
program .

e Maintaining cIose‘ﬁnkages with agencies, especlally the schools, which are likely to
maintain files 6n enrollees : .

L]

¢ Testing in conjunction with other program components e.g., orientation, prevocational
training, and counseling

Adapting tools as the situationcalls for it. Backer (1979a) indicates that many assessment
techniques may\not be usable without appropriate adaptation,Program developers may need to
use basic criteria for evaluating such techniques when detefmining whether a device they are
thinking of adopting needs to be adapted. He points out, for example, that some users of the
Comprehensive Occupational Assessment and Training S stem (COATS) have found that not

all components are relevantfto their needs. Adaptatlon‘qﬁy consist of deleting one or more
components. Backer also pbtes that “adaptation is a process that proceeds at the adaptor’s

peril unless care is ta o see that there is integrity to what remains and that the information 3
lost by eliminating or changing certain portions is information the agency can afford to lose”

(p. 46).

Use pretesting orientation materials as needed. These materials help reduce participants’
anxiety, increase understanding of how the assessment will proceed, and help establish its \
relevance™to later employment and training services. Through the use of pretesting materials,

it 15 often possible to identify individuals for whom standard paper-and-pencil tests are inappro-
priate because of low reading levels. These persons may be guided into alternative procedures ..
(e.g., interviews, work sampling) in which their lack of experience-with testing will not inter-
fere with an effort to identify job-related personal characteristics

Tests should be given when a specific purpose or ratiopale has been estab//shed Assessment
traditionally is viewed as a process that is completed early in the program. Nevertheless,
assessment information should be collected throughout the sequence. This is important for
two reasons: .continuous assessment can psovnde a more accurate indication of a participant’s
skills, abilities, -interests, and work attitudes; and it also can assist staff in their efforts to esign
£effective activities for training and job placement.. .

r
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A number of factors should be considered in’deciding when during the process testing is to be
done. The program applicant generally has little motivation for involvement in the program.

It is important not to let 100 much time lapse between the initial application and the adminis-
tration of the test. Another reason for avoiding a time lapse is that many applicants have a
history of poor testing experiences and will be more inglined not to show up for a testing

session if the fear of teting is allowed to build for several days. Tests should be scheduled in
such away that they can be scored and the results used in counseling as soon after the testing . _

as possible, This immediate applicatien is another factor in keeping partncnpants from dropping
out of t fogram.

7.6 Train your staff in the use of tests. A trained, sensitive staff is essential. Some devices, particu-
larly work samples, offer training for people purchasing the materials. Training in the use of
paper-and-pencil tests is included in graduate work in the field of psychometrics. The training
required for use of the United States Employment Service developed tests, the GATB and the
NATB, may be obtained through the local state employment security agency office. A tester’s
knoWIedge of “real world options” will help put the use of test results into a concrete frame-
work and also is an essential part of test interpretation.

7.7 Clarify the responsibf//'ties of test coordinators. The following are possible areas of responsibility:

1

» Provide leadership in selecting and sch’eduling tests. :
A e Evaluate new tests and make recommendations for or against the use of a particular
test.

» Requisition the necessary materials and distribute them to examiners.
¢ Traingexaminers and proctors in administering tests.
* Make arrangements for sqaring and provideganalysis of scores.

4

7.8 Specify the concrete duties of those who administer tests. }he following are sample duties:

* Read the entire manual. This is essential if it is‘the first time the tester has admlms-
- tered the instrument. .

* Take the t®st yourself. Read the directions, see how to mark the answers, note the
time limits.

* Provide a supportive atmosphere for the testing situation.
o Have ell the materials assembled for quick distribution.

* Read all directions to participants clearly and distinctly. -
* Make sure the test takers understand what they are to dobefore they begm

o Allow time for que\dons .
.» Follow timing proce

» Observe the test takers. Make certain they understand the instructions, that they are,
* on the proper page, and that their answers are in the designated places.
‘¢

ures.

o\ Assign proctors if there are large numbers of persons taking the tests.

7 9° Score each instrument accurate/y If a test is hand scored rather than corﬁputer scored, it is
important to have well-trained staff to scoréthe testing devices. Periodic deuble checkmg on
scoring accuracy is desirable. ] ) .

-
v .
.
1
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Interpret grade level scores—with extreme caution. Throughout the literature on testing, theg
concepts of grade levels and competency levels are discussed. It is important to consjder

these concepts carefully. The testing,and reporting of readlhg and mathematics skills on the
hasis of gradé levels often are viewed as a poor approach to testing; however, it is generally

) accept&i As the best technique currently avallable An alternative is to use tests that are based

(23

on the actual skills required by specific occupatlons This is especially helpful if results are
used to place participants i&the job or inaskills training program. In order to assess occupa-
tionally related competenc instruments need to be used that reflect those competencies.
Competencnes-both basic skills and attitudinal—can be |dent|f|ed with significant input from
private sector employers who probably know better than anyone “else what skills are essential
for one who wishes to work in a specific occupation. - -

’e

A\

"There are a'number of advantages to occupationally relevant testing. The first is that the use

of such tests usually indicates the parallel use of an individualized competency-based occupa-
tional skills training program. It also is reasonable to assume that the development of such
instruments would follow or be done in conjunction with the development of individualized
competency-based skill training. Another advantage is that it allows participants to begin
training at the level needed rather than at a level they already have surpassed. This type of-
testing also can be used to measure student progress in a training program that is individualized
and competency based. ~ N

t
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@ '« ACTION PLANNING WORKSHEET 7

- .

. Lo
. - . S5 . )
The steps that have been or shou/d be taken locally are as follows:
. , @
7.1 The following specific cautions are applicable to our local situation: .
* - ) - * A ’ . A
’ ¢ . N <
. - L)
' v
L. . . oh . ‘ . & -
. ' - . . . . ;\
’ - . . . . . , .
3
] >~ , .
. -~ £33 ‘2
. T, -
. 7.2 The following practices are being adhered to: o '

¢ Collecting existing records ‘ i
~ * Maintaining linkages _
e Testing in conjunction with ‘other program components :

N a
«
~ s
v \
- » - . . .

. » " - e ° - r - * . .
f 7.3 The following adaptations of instruments are being considered:
L Y bl .
- ’ . R
- ®
- ' ¢ e ’ . .
- } ~ ‘ ' °~ £y b
» N . - - v *
. - [ ]
&R « !
’ " N . (. -
. 2 . - . - ’
. . RN N
* . ‘ ‘ * - o » L )
. . 7.4 The following pretesting orientation materials are beinglused or being considered: N
O <+ .

o

» - e




Q

Fl

~ ERIC

LA ruiext provided by ERIC

3

el

av " 13

. 1

‘ *
{(c) The following amount of time generally elapses"between the-time the initial application
is made and the time tests are administered.

L L4

% - ’
' ~ \-
(d) The follbwing amount of time generally elapses between the time when the tests are
scored and when the results are used in courseling sessions: -
-

b
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7.6 The following provisions.have been made for staff training: ?
I 4
.
- :
’ 9
1.7 }ﬁe following responsibilities of test coordinators apply te our agency: :
- 1 3 ~
‘3 7
A
.
t
. - %\9 ok
7.8 The following duties have been specified fot test adminjstratign: .
! -

e} > .
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. 7.9 Scoring of tests is done by the following method and is doulple-checked periodically by:

o 4

“ 7.10 (a) The following procedures are adhered to in interpreting scores: '

. "

. (b In addmon the foIIowmg‘approaches are considered when mterp?etmg tests grade
- level scorestand’compegent‘:y Ievels * : -

Qur posmqn'oy((!;Tswe is as follows: . )

ERIC

’ : . . . .



Taslz 8:
USING TEST RESULTS
, " e Planning EDPs
: e Counseling and instructing

e Réporting to participants and writing
other reports as needed

e Evaluating programs™and planning
additional program services

Y

1,

Y

T N

8.1 The use of test results involves a number of important activities. Backer {(1979a) includes the
fallowing: -

¢ Debrief the participants following the completion of testing.
e Prepare the assessment report.
* Provide feedback to the counselors, instructors, and other relevant staff.

¢ Provide for the storage of whatever records are necessary for follow-up with the
. participants, program monitoring, and evaluation.

¢ Evaluate assessment programs and recommend improvements based on evaluation
results (pp. 38 39) _ ,

>

.

8.2 Share the results with participants who must understand what results meag and how they

might reflect on their futiire goals. The importance of feedback cannot be overemphasized.
Provide participants with information that enables them to make better judgments abou&
themselves. The process should be done in conjunction with:partlmpants Daring the ‘‘de-
briefing,” participants may provide additional information that will help in understanding the
results. This also will help allay their anxiety and’provide an opportunity for initial counseling
about the use of the results. Use a team approach in working with participants, such as
involving counselors, instructors, and participants. '

There also is another important type of feedback namely, feedback to the intake and assess-
ment unit. Once the participant has been tested and ehrolled in a program, seldom does this

unit hear anything more. However, a constant feedback would allow the.staff to adjust their
procedures or alter their approach. as needed. ' .

~ 1

.

8.3 OUse the results with appropriate caution. Do not,overgeneralize. Tests, like all other tools, need
to be handled with great care. The following points should be kept in mind:

* Results should not be permittéd to limit unnecessarily the options avaifable. Many
tests are reasonably good measures of *the ‘‘threshold ability'’ tg perform a particular’
. task. A number of experts point out that scores beyond this threshold have little
capacity to predict work or training performance. In such instances, scores should not
* .6 , beusedbeyond the level for which validity can be established J

Te Tests should not extludg.anyone from the program but should be used ta)/dent/fy
areas in need. of development. .

-
-

e Tests can be used to increase understanc//ng about how an individual’s characteristics
might relate to the requirements and satisfaction potential of available jobs, as well as

—)"




8.4

8.5

8.6

1to explain the problems that might be created by low test scares, including employer
rejection. |n some instances, it is useful to give the participants practice in test taking
so that they ¢ ?fmprove their scores and avaid unfair discrimination based on their
. lack of experience with particular types of tests. *

° Tests should be in terspersed with other types of information gathering.

Use the results as an aid in det;elopirﬁ Employability Revelopment Plans (EDPs). In order to
implement the participant’s initiatives, employment and training agencies are required to design
programs that formulate local achlevement standards or benchmarks for participants, develop a
long-term employability plan for each, track development through individual achievement
records and match services with the partlmpant s developmental stages.

The concept of ""developmental assessment” is being’ used with increasing frequency. The term
describes the process of determining each participant’s strengths and, weaknesses relating to -
basi€ compepencies and the capability of the program for meeting identified needs, seIectmg an
appropriate’service strategy, and measuring progress periodically. Measuring gains in competency
areas and progress toward goals is essential. Measurementsshould occur periodically, including _

at the time of completion bf each service unit. Reassessment involves feedback and may lead to
the revision of ia participant’s EDP . . . /

»
K

Acrelated concept ”developmental life span,”” implies that assessment cannot be isolated from
one’s total development.The process contains measuf‘ements hat relate to an individual’s total
life span. Thus, assessment da% should relate to the level of-d velopment at various identified

stages of vocatronal readiness: the prevocational, the vacational education and training,, the job

. or production redlization, and th eer enhancement phases. The approach ig’based on sequen-

tial growth as an mdnvndual progresses from phase to phase, requiring that certain competencies
be acquired before one moves to the next step. Assessment cuts across each phase. Therefore,
counselors attempt to establish a “’participant’s assessment matrix"* for each participant. Once
the matrix is completed, an EDP that prescribes the services dppropriate for remedymg the )
identified employability problems for each individual can he developed and |ri'1plemented While
the nature of these plans\/arles aII EDPs shouid be based upon carefully administered ‘and inter-
preted tests. '
Share results and /nterpretat/ons with /m/tructors of the var/ous ‘tra/n/ng programs. Inform the
instructors of the indicated strengths and weaknesses of the partlclpants and, to the extent
possible, whether_the partlcnpants can “handle” the'ifistructional material, Be as specific as
possible in describing traits but remember that the results are ohly indicators and not ‘’hard and
fast’’ descrlptors

K [ Y

[

Evaluate the effectiveness of the assessment techn/ques The following criteria have Qeen suggested
by Backer (1979a): ‘ ' £

' A\ R
¢ Soundness and relevance of assessment results for decisiotn miaking

* Impact on service delivery (measured in terms ofstated objectives to provide counseling,
training, or placemerit) .

¢ Cost of the assessment technique or ;;rogram {including costs of acquiring and imple-
menting the technology, staff time and fa%ltles dand the amount of t|me it takes to
complete the assessment process), , . .

- . ~ L

L J.)
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Timeliness with which assessment results are provided in relatlon to other aspects of the
service delivery operation

Agency staff acceptance of the program and its resuits~

Client acceptance of thé program and its results '

Unexpécted payoffs and negative side effects, such as delays in other aspects of
service delivery because of thé need to assess at a certain point in the service dellvery\
process (pp. 8-9) ' .

8 7 Tests also can be used effectjvely for evaluating overall program e)ect/veness e.g., standardized
reading tests used as a measyre of the effectiveness of remedial education programs. Tests also
can provide usefal measures of attitude change when this is a program goal. .

-7 2
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! ACTION PLANNING WORKSHEET 8 -

The steps that have been or should be taken locally are as follows:

‘ I | '
8.1 The following uses of test results are being made: _, ) j\/ ~ _,/

~

® Debriefing participants- . ,
® Preparing reports i ’ ) .
* Providing feedback to counselors, instructors, and others ’
, . ® Storing recqrds for later use .
* Evaluating‘assessment programs and recommending,jmprovements
e QOther: .

1 , 3

8.2 (a) Theresults of tests are shared with the participants: .
e regularly : } o
e seldom -

» ‘not at}ﬂ'—ﬁ\ :

(b) The results of tests are shared with the intake and assessment unit:
. ® regularly : . ‘
® ‘seldom ‘ .
: 5
* e notatall . * s ’ C (

8.3 The following E:autiops are being considered in our use Jf test scores: 2
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8.5 The instructors of various training programs receive t
results and interpretations:
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Aruitoxt provided by Eic
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8.6 The following'data are being used in evaluating the effectiveness of the assessment techniques:
- ‘ ) :
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8.7 The following data are being used in evaluating the effectiveness of overall program services: .
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"EXPLORING TESTS AND TEST SYSTEMS.

,
. .
* *- t‘;)

Charting the Alternatives

v

As guideline 4.4 indicates, sorting out the testing options can be a “‘mind-boggling’ experience.

In order to make this tas

0
descriptions are included%e five sections followirig the chart. Each test has bee

for example, A.2—the Basic Occupational Lit

as test number 2.

' \

mewhat more manageable, the following chart has been prepared. Test"

n assigned a number,

eracy Test (BOLT) is described in Section A and is listed

TARGET . .
AREAS OF. AUDIENCES / SECTION REFERENCE
MEASUREMENT TYPES OF TESTS (if indicated) TITLE OF TEST AND TEST NUMBER
‘T N
Academic skills: paper-and-pencil adults - _ Adult Performance C.32
® competency youths . Level Program: -
application ., Adult and High
. con"\'munity o School.Surveys
resources oS N .
® occupational : .
knowledge . . x
. %
® consumer s 4 .
economics " ! .
*health + N
® government ‘
~and lagw . R \
Academic skills: +paper-and-pencil educationally Basic Occupational - - - A2
* arithmetic 7 Y 2 disadvantaged Li';e{acy Test (BOLT) .
® reading " * N .o v adults . .
- . omemebe
Academic skills: paper-and-pencil - GATB/NATB A6
® arithmetic. . ~ " . Screening Device -~
® vocabulary . -
. . 3
Academic skills: paper-énd-pencil ' adults . Adult Basic Learning’ A1
e vocabulary - Examination (ABLE) ’
# reading ¢ .o .
. (4
o spelling .,
® arrthmetic . ~
" Achievement: . paper-an‘d-pencil « adults—low Test of Adult Basic" - C.52
- ® reading achievement reading levels Edutation (TABE)
® mathematics “battery :
® language . ! . .
. h * N bl . .
1
M
0 -
N ¢
‘2 ; Y . TN
. 53
° { * -
. L hd .
I N\ . ~ . °
ol ‘
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A Y
Achievement: paper-and-pencil - Wide Rar\ge ¢
® reading ° « Achievement
o spelling Test (WRAT)
® arithmetic
Achievement: tipe recorded participants with . Fundamental
® verbal . limited reading Achievement Series
® numegjcal skills N
Aptitude and paper-and-pencil - Dailey Voca-
achievement - battery tional Tests:
X y Technical
, o . ! Scholastic
E : Spatial
) . Visualization
~ ) Business
° English
. Aptitudes: paper-and-pencil - GATB: General
® learning ability . . . Abtitude Test Battery
® verbal aptjtude . .
. numer&et:;5 L SATB: General
“ aptitude Aptitude Test
® spatial-aptitude . Batteries
s form perception ) i ‘ .
® clerical . L . S -
perception i 5
® motor : '
coordination
o finger dexterity : T, :
® - manual . _—
dexterity »
- . Aptitudes: R paper-and-pencil > ' }Flanagan Aptitude
A . judgment! . comprehenstVe battery ./ Classification Tests
® comprehehsion %
. arithme;ic: , .
Aptitudes: l paper-and-pencil disadvantaged NATB: Nonreading
, . inteliigen,cé"‘" v vtest battery . applicants Aptitude Test Battery -
® verbal aptitude ¢ '
® numerical ’
. aptitude’
. ® spatial aptitude ' . a
"o form perception ‘
e clerical’ ’
perception ' : . : . .
® motor '
N, coordination ¢
¢ e finger dexterity S
° e manual ’ N
dexterity :

' ' " N
<
LAY
N »
% .
.

EMC . T ' . . o

.
Aruitoxt provided by Eic: . *
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«C. 37 -

E. 72

C.39
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Aptitudes:
® motor ..
® spatial
® clerical
® perception
® numerical
® verbal
14 - -
Aptitudes:
® personal-social
® mechanical
® general sales
® clerical routine
# computational
® scientific

Aptitudes:
® verbal reasoning
® numerical
® abstract
reasoning t
® space relations
® mechanical
reasoning
® dler{cal speed
¢ and accuracy
® spelling )
® language usage—s

Autobiographical
information

Clerical skills
\

' -« .
Clerical skills.

Cognitive skills:
® job knowledge
® job seeking .
® reasoning
® interests

Lopingskills:
® behavior styles
OJ,activity preference
'® values

—

Interests

o

¢
Interests -

v €

work samples

d-pencil
tery

paper-
test

[

paper-and-pencil
battery -

biographical
questionnaire

typing, dictation,
spelling

paper-and-pencil

paper-and-pencil
battery

®

self-description
inventory

checklist

checklist/
interviewing aid

-

rehabilitation
population

-

disadvantaged
applicants

disadvantaged
youth

|

Micro-TOWER

*+ Aptitude Tests
for ©ccupations

Diffetential
Aptitude Tests/

Biographical
Information Blank

Clerical Skills Tests

General Clenical Test
Program for Assessing
Youth Employment ¢
Skills (PAY ES)

Job Analysis and
Interest Measurement
(JAIM) ’

Self-Interview
Checklist

, lnteres?Chei:klist
{U.S. Employment
" Service) . .

E.74

D.62,

C.33 ¢

C.38

"A. 14 *

C.43

A. 15




-

N

) attitudeas,

v

Intefests

Interests

Interests

Interests

Interests

and aptitudes

Interests
and attitudes

Interests:

v

® occupational
preferences

Interests:

® basic

® occupational

Interests,

.

experiences,

and skills

3

Interests:

¢ preferred

activities
® competencies
o self-estimates

”

>

-~

Job matching,
employabilitﬂy

work samples,
living skills

. Jobpreference

-

Job performance

factors, e.g.,
o speed
® accuracy
® mechanical

aptitude

# personality

variables

o attitldes
¢ job aptitudes

® skills

e

.

-

.
paper-and-pencil youth, adults * Kuder Occupational
. Interest Survey
interest inventory youth Ohio Vocational
' ’ ] Interest Survey

\’

paper-and-pencil males only Minnesota Vocational
inventory Interest.lpventory
visual, nonreadﬁ’: youth Picture Interest

Exploration Survey
' (PLES)

[y

format

self-administered s disadvantaged Job Interest and

checklist including clients Lit°eracy Level
a survey of basie - Evaluation Instrument
skills (experimental) (JiLL)

per-and-pencil ~ . - Wide Range Interest-

inventory/visuals®
Y

interest inventory vocationall{/ and
’ college-oriented

<

paper-ahd-pencil ~yolith and adults

inventory ~ including Inventory ‘
rehabilitation -

. .
paper-and-pencil youth Vocational Interest,
inventory Y ) Experienge, and Skill

S Assessment
$ ’ !
self-administered youth and adults Self-Directed Search
scales including « b
/ rehabilitation
>

. . /

multi-component youth and adults, , Comprehensive @ccu-

assessme‘nt,system ‘including rehabili- pational Asséssment
tation participants and Training System
© (COATS}
. ¥ M N
, 3 T e
self-reporting - 4 Tolerarcexfor Bureau-
questionnaire - cratic Stfuctute Scale
(experiméntal) . 0 - RN
. \ -
" work sample - physicallfand . 'l"esting Orientatjgn |
battery . emotionally and Work Evaluat on in
X disabled ’ Rehabilitatian (TOWER)
. , . ('
M [y

Opinion Test (WRIOT)

Califormia Occupational
Preference Survey (COPS)

Strong-Campbell interest

D. 58
'
A. 18
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D. 66
B
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VIO Tox: Provided by ERIC
ﬁ‘ SR .

Mechanical

¥
Job readiness

Job-specifi¢
skills

“* Job-specific
skills:
= e folding
¢ pasting’
o stuffing
o stapling
® packing
) mpasuring

e collating
& pattern
making

Knowledge -of

specific aspects

of occupatiops:
o trends

‘e terminology
e trafhing

7

Manual dexterity ~

.'Manual dexterity

Mechanical
abitity:
o sensory/
mechanical
'y ' f
aptitudes: -
¢ khowledge
e space relations =,
¢ shop arithmetic
Mental ability:
¢ analogies
¢ arithmetic -
'problems
judgment
o following
« directions

1]
JPaper-and-pencil
Spanish version,
{experimental) '
4 2

work samples

wogk samplés

<

paper-and-pencil

“ >
individually
administered
apparatus

9.
individually
administered

%,

paper-and-pencil,
visuals«{Spanish
edition)

o

. paper-and-pencil

paper-and-ggqcul

s'pe'(':ialineeds
‘populgtion
sevelely disabled
—mentally and
physically 3

I I

2

.

, .
adults in Business
and industrial
situations

v
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;o SECTION-A: | :
» EXPLORING THE RESOURCES IN - ©
CLIENT ASSESSMENT:'A MANUAL FOR
v . [ EMPLOYMENT AND TRAINING AGENCIES, ' .
VOLUME |1 (Backer 1979b)

-

N t

One of the primary sourceﬁor exarﬁmmg tests and_testing systems is the anaIysns by Thomas
Backer of test instruments for the disadvantaged. His focus was-on both paper-and-pencil tests and
work sample systems. However, since these systems were dealt with in.greater detail by Botterbusch

[N

this section reports mainly on the paper- -and- pencil tests Backer reviewed. However, it also includes

one work sample system {SAVE) and two sets of pretestmg orientation materials.

‘T
’

1. Title of Test: ADULT BASIC LEARNING EXAMINATION (ABL £
. &£

Description: Measure of basic learning skills, using subject matter drawn from adult life

-

Format The test includes a voCabuIary test, dnctated sO that no reading is reqmred an

argghmetic problem-solving test, which can either be dictated or taken in

(for Level 3 only) through the publisher’s computer scoring serV|ce
M

Stage of Deve/opment: ABLE wés developed tg provide a general intellectual aptitude screening
tool for use with disadvantaged adults, one that overcomes the traditional shortcoming of tests
for low reading level mvolvmg items geared to children rather than adults, Extensive normative
data and a test manual ar:e.avallable from the pubTisher, althougﬁ there is no mention of the

avanlablllty of valldlty data. .

[

Ap/ﬁ//cat/on General screenmg for determmmg trammg needs or placement options

LY

’ Access: Avanlable from the Psychq[oglcal Corporatlon, 757 Third Avenue, New York, NY 16017

%

) <.

. /{- Title of Test: BAS/C OCCUPA TIONAL L/TERACY KE.ST (BO«:L 7)

Descr/pt/on Test of basnc readmg and arnthmetlc skills for use with educatlonally d|sadvantaged

adults R . ‘ 9 - 5 ,

-

Format: On the BOLT, reading skills are assessed by a reading vocabulary subtest and areading -

°

gntional reading
and response format; and a short screening test, called “SelgctABLE," for use in determining
“the most appropriate level of ABLE for each adult applicant. Thrée levels of the ABLE battery
are available, each geared to a particular educational level. Levels 1 and 2 require abouttwo

" hours’ administration time, and Level 3, about three hours. Scoring can either be by hand or

’

comprehension subtest; arithmetic skills are assessed by dn arithmetic computatiop subtest and

an arithmetic reasoning subtest. The subtests are avallable at varying levels of dcfflculty The

test may scored e|ther by hand or by using machme -scoring answer sheets.

Stage of Deve/opment: The BOLT was developed to measure aptitudes using test-item content
that is relevant for adults rather than children. The BOLT wide-range scale is.used to indicate

63
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what level BOLT subtest should be administered to a given client. |n the BOLT manual, detailed
information about test development, normative data, reliability data, and an in-progress vali-
dat|on program are given. .

App//'cat/'on: General screening for determining training needs or placement options

Access: Information on availability 'of the test, answer sheets and test manual, as wellgas the
W|de~range scale for determinatian of appropriate. BOLT subtests, can be obtalned from state
Employment Servtce offices.

. ¢

E T .
3. Titleof Test: BIOGRAPHICAL [NFORMATION BLANK (81B) . . Y

Description: Brief questionnaire eliciting autobiographical data from the examinee

Format: The BIB is a questionnaire form containing, in its present stage, 66 items of bioéraphical
information in the following categories: home and family situation—past and present; high school
experiences and perceptions; work history |nclud|ng job turnover record; present job responsibiki-
ties and.obligations; preferences and needs regarding work, the work place, and income; life goals
and phtlosophy; self-image; )and time organizati ablts Items were spemfucally constructed for
use with subjects reading on fourth- to sixth-grade | uch of the llfe—hlstory data that BIB
requests may be objectively verified, discouraging cheating or conscious distortion. On the other
hand, since there are no right or wrong answiers in the traditional sense,,those having negative
experiences with tests may be less threatened by the BIB. The BIB can be scored routinely by

. clerical personnel usung scorlng keys developed by the test s creators. ———_

b—"‘-‘ = . o . . =" . L]

Stage of Development. Thé BIB was developed under a research contract from the Department

of Labor by Richardson, Bellows, Henry & Company, Inc. (RBH) and has béen used in predict-

ing length of participation in the Job Corps and for predicting job tenure among Employment

Service applicants. In a study completed in 1975, the BB was used to predict (1) three-month

N employment tenure among disadvantaged Employment Service applicants who had receivéd no

previous employmeént and training agency services prior to job placement, and (2) completion
of job entry stages among Work Ingentive program enrollees. Results of this study indjcated
that persons scoring higher on the BIB were more likely to remain employed or to complete
job entry on the WIN program at significantly higher rates than those in the lpwer score groups.
In the various research reports mentioned {by Backeg), substantial evidence about the rellablllty
and val|d|ty of the BIB is available, along wuth some normative data. . .

LY
i

Application: RBH advised the use of the BIB asa tool for identifying those most likely to
benefit from services irr WiIN programs; by analogy, other seriously disadvantaged ethployment
and training agency applicants could be identified using such a system. However, there are still
some problems with the BIB that employment and training’ agencies would need to consider’
carefully before making operational use of the instrument at this time. *

First there was evidence from RBH's own research, of reluctance by a number of the
experimental participating cities to use the BIB as a part of the service process. Clearly, sub-
stantial education of employment and training agency staffs may be required to convince those
who would have to use the BIB that it would be likely to have value and to give them careful
training in its proper use. .
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Also, it is not clear from the research conducted so far whether the’BIB is really plcklng
out those individua)s most likely to beneflt from a particular service delivery process. In fact
because high scorers on th;BIB may well be persons who would be likely to get a job even
without receiving services, usirig'the BIB as a selection tool (with a ‘high score selecting into
the program) may actually select for service those who need it least.

R B ]
.Also, since the use and nonuse cities in the 1979 study were allowed to self-select, there
. is no reliable way to |dentify and measure what other variables may have been eperating.in
promoting a higher pergéntage of employment for those gities that used the BIB scores versus
those that' dld not. / 1 4 )

‘ . -

On the pIus side, theBIB has now been administered to a very large group of seriously
disadvantaged individuals. It has been refined a:number of times, as have its scoring procedures.

) .
ey

Access: Rlchardson Beallows, Henry & Company, Inc 1140 Connecticut Avenue N.W,,
Washlngton @620036 .

3

¥

Title’of Test: COLORADO BATTERY

Descr/pt/on Series of tests developed by the ‘Colorado State University Manpower Laboratory
for use in work with the severer dlsadvantaged

’

S

Format: The Social Access Ouestionna/'re (SAQ) contains 89 items measuring six personality
factors It also contalns questlons about personal history. |tems are e|ther multiple-choice of
use a bipolarz agree -disagrée answer scale. This test was designed to tap soc ial and personallty
characteristics that cantribute to ""job deviance.”” Subjects fill out the measure either individu- i
ally or in large groups. The Work Requirements Rat/ng Scale is a#7-item questionnaire dealing
with behavior on, the job and is"designed to measure the consequences of differing vocational
attitudes among worker, superwsor and employer. The /mportance Questionnaire is a test of
- 20 items relatlng to job conitions or opportunities, each rated on a scale of from very important

to very unimportant. The Employment Satisfaction Questionnaire has 20-items measurlng job
satisfaction on a scale from very unsatisfied to very satisfied (|tems were taken from the' Mlnne-
wota Employment Satisfaction Questionnaire). The Job Cond/t/ons Questionnaire is an. elght page
questlonnalre concernrng perceived work environment. The Job Expectancy Rating is a single-
page rating form for evalyation. by workers of six basic job conditions, TheJob lmportance

E »Pred/ctwn Scale is a 12-item scale filted out by waorkers and superwsors to check for congru-
encies and dlscrepancles between the two groups regardlng |mportant job conditions. The Se{-

¢

Acceptance Questionnaire is a 15-item yes-no measure of highly loaded self-evaluation items
e.g., concerning respondent’s sexual behavior. The S/m/lar/ty Scale is an 80-item checkI|st
measunng identification with militant or activist groups. .- . -,

» Alsopart of this battery is the revised Miskimins Self- Goal—Other D/screpancy Scale
(RMSGO), which was discussed in Backer (1972) as being inappropriate for use with the
severely dlsadvantaged and it, therefore will not be discussed here.

These forms and instruments are presented in a Research Manual (Manpower Caboratory)
that includes a copy of each device plus information concerning form; structure, intended use,
mode of administration, reliability, and-validity data. .
Stage of Development: These instruments were developed under funding from the Department
of Labbr and were reported in a series of final report volu mes on the multifaceted research

\ .
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project called "Ai;plied Programs in Manpower Development.” To the writer’s knowledge,
they are not presently in use, and the data base supporting them is quite limited.

Application: These instruments would primarily be useful as an idea source for employment
and training agencies. \ . »i o —3

-

Access’ Copies of the Research Manual may be available from the U.S. Department of ‘Labor.

5. Title of Test: FUNDAMENTAL ACHIEVEMENT SERIES (FAS)

Description: Two tape-recorded tests for use with individuals having limited reading skills,
. tapping knowlédge and capabilities that an applicant may reasonably be expected to have-
acquired in the colrse of ordinary daily living '

Format: The FAS-Verba) is a 30-minute test; it measures the ability to read signs, use telephone
directories, and recognize and understand commonly used words. The F AS-Numerical alsQ takes
30 minutes to administer; it measures the ability to tell time, recognize numbers, understand |
calendars, and solve numerical problems. The tape recordings ensure‘accurate-timing and identical
~ presentation to all who take the test, eliminating examiner bias. Integrated question booklets and
answer sheets are provided. Scoring procedures and other details of administration are presented
in a manual available from the test publishér. s

- N ' * ) l ’
Stage of Development: The Fundamental Achievement Series was developed er use in selecting
applicants for job-training progranis and covers the range from basic Iiteracy to slightly above the
eighth-grade level. Information on normative, reliability, and validity data is available in‘the

publisher’s manual. a

9
>

Appl/'cat/'on: For use as.a basic screening' device in employment and training agency service

programs ‘ . —_

»

Access: Available from the Psychological gorporatidn, 757 Third Avenue} New York NY 10Q17

. 2 . .

- [

o 4

6. Title of Test: GENERAL APTITUDE TEST BATTERY AND THE IVONPEA[)/NG
APTITUDE TEST BATTERY (GATB/NATB) SCREENING DEVICE

« ¢

§ N !/ . ¢ L,
Description: A brief written test consisting of the wide:range scale of the B@sic Occupational
Literacy Test for use in determining whether a particular service applicant should be givenghe
GATB or NATB - ‘ . s . :

¥ »

. . ) - . S
Format:. The test consists of arithmetic and vocabulary items and is scored using two stengils.
Further information on administration and scoring procedures is available in the Manual fo

"the GATB/NATB Screening Device. N - . ) / C
Stage of Development: [jetails on development and use of this device also_are ppésented in -~ "

the 1973 Manual. These include cutoff scores to be used Ln determining whether a given appljcant
should take the GATB or NATB. . - )
Application: 'For employment and training agency asse;sment programs where both the GA

and NATB may be administered, to determine which testa given applicant should take

\
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Access: Infonmation about availability.of the test, scorinﬁ-,stencdls, and the Manual can be
obtained from state Employment Service offiees, & on . b=

S A A
Title of Test: GOODWIN WORK ORIENTATION, QUESTIONNAIRG

-

Description: Questionnaire designed to measure work arientations of WIN trainees
Format: The Work Orientation Aupsti_onnairgwas de‘viéed to measure Lattitudes,‘goals, belfefs,
-and intentions with respect to the word of work, The questionnaire consists of several sets of .
questions about work that are to be rated on fou'r-step "ladders’ ranging, for example, from

* “agree'’ to "“disagree.” Both a sglf-administering form and-a home-interview forrf, wjth questions
read by.the ingen?iewer, haVe been creétegﬂ. . - Cee ., M

_ Stage of Development: Data havé.b;-‘:g%mttlﬁe}edlon some 1400 WIN trainees and were factor-
analyzed to yield cldstoegs of items def fff@__vvprk orientations. Goodwin suggests that,‘wit{w
appropriate refinement, the Work QOrferitation Questionnaire [might be used to help WIN staff

acquire more accurate perceptions of their trainees’ work orientations fof subsequent,use in

~- .
sl s

counseling and placement. - ~ ; . O

. N |
Application: Since this instrument was developéd onlyﬁﬁa prelimipary research study and no
extensive reliability or validity data are available, Nd sho(l¢ be cotSigéred primarily as a source
of ideas for use in employment and training situauo@here measlitement of work orlentation
may be important. * . A - oy .

RN . . : : .
Access: Cqpies of the research report are available from Dr. Leonard H. Goodwin, The Brookings
Institution, Washington,.DC 20036. ‘

/’

Title of Test: INDIK WORK MOTIVATION SCALES

[

escription: Interview-format test designed to estimate work motivation
» “ A v

Format: The interviewer reads a collection of. statements and asks the interviewee whether
he/she agrees*strongly, agrees mildly, is undecided, disagrees mildly or disagrees strongly. Also, -
data are collectet by 'having the interviewee.choose one of four possible endings to unfinished
Statements read by the interviewer. Six areas of mgtivation are assessed: the“Hotive to work,
~the motive to avoid work, the expectancy to work, the expectancy to avoid work, the incentive

- to work, and the incentive to avoid work. In a research study, Indik found that these scales were =
modestly related to trainirig and placement success for MDT A enrollees. An-important finding
was that the motivational characteristics that seem to facilitate stable employment.are not
necessarily those that facilitate success in training. No further work with this instrument appar-
ently has been conducted, ahd nqrmative, reliability, and validity data are not available.

‘ { . .

‘Application: Since this instrulpent has réceived only research use so far, it would primarily be
+ @ source of ideas for employment and training agencies goncerned with the measurement of

motivation to work. - . i .

|
< /

) /
Access: Copies of the research report are available from Dr. Bernard Indik, Rutgers Univer-
sity, New Brunswick, NJ 08903.. 9 - ‘

v
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' , 9. "Title of Test: JORGENSEN INTERPERSONAL RELATIONSHIPS SCALE -

Description; Two instruments designed for.a research sthdy of the relationships of interpersonal ..
facility to placement success ' '

¢ . Format:  The Social Vocabulary Index consists of six scales: (13 the Self-Concept Scale, a
20-item test of opinions of self consisting of statements begirthing with "'l am..."”; responses
are chosen from frequency alternatives (most of the time—hardly ever); (2) the Se/f-Acceptance
Scale,.a 20-item adjective checklist; (3) the /deal Self Scale with the same items as the self-

. " _concept scale except that the statements are stemmed ‘'l would like to be ..."”; (4) Concepts of
Others Scale with the same items but stemmed “Other people are ..."; (5) a Vocabulary Scale
.designed to measure subjects’ reading comprehenston; and (6) a Social Desirability Scale can-

Cl sisting of 33 statements about personal behai/iog which the subject is asked to rate true or fal%e
for him/herself. ’

N ° L
The Revised Interaction Scale, the other instrument used in this study, is a two-part
*  paper-and-pencil questionnaire that is used by both counselor and counselee to rate the counsel-
ing interaction. .

A b4 )

. A
Stage of Development: |n a study using the two instruments with rural rehabilitation clieps,
’ significant differencés in test scores were found between females who obtained their own jobs
and those whq had placement assistance. These modest results suggest some possible utility of
the measures fé#predicting which clients need placement services. No other normative, reliability,
® or validity evidence is available. — o F -

> ~

-

. Application: Since thisThstrument has 5een used only in research, it would primarily be a
source of ideas for employment and training agencies concerned with measurement of inter-
personal relationships as a component of success in obtaining a job. ’

v
'

- [ .

Accéss: These instruments are available from G.Q.‘Jorgensen' at'the University of Utah, Salt
_ Lake City, Utah 84112, .

10. ‘T/'t/e of Test.: MANDELL NYC PROGRAM INTERVIEW FORMS * ~ ¥
Description: Intérview forms designed to gather data about job perceptions of Neighborhood
Youth Gorp (NYC) enrollees . *

r
. »

Format: Questions'fqr enrollees are phrased in simple language in these instruments. Since .
" interviews are canducted individulllly, the interviewer is permitted to adapt wording of
questions to the respondent’s level of understanding. The forms used include a general section
i _ for all groups-ef sisbjects, with separate ‘back_grouhd forms for enrollees and supervisors and
employers of NY Cenrollees studied in this research. One of the study'’s purposes was to com-
pare enrollee‘perceptians with those of supervisors and employers. During the interviews, data
were collected for the following variables from supgvisors and emplpyers: skills, tolerance for .
behavior variability,Jéﬁwponer—employee relationship, supervisar-employee relations, and
employee benefits.¢ ' -
1 1
Stage of Deve/opnﬁent: These interview forms were developed for research uses only, and no
validity, normatjve, or reliability data are available. '
H >

-

.
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' ° Application: The potential utility of these survey forms for other assessment purposes does it

not seem to be very great, although they could be used in certain assessrhent programs for -

obtaining perceptions of applicants regarding job-related variablese
Access: Copies of the research report are avaitable from Dr. Wallace Mandell at Wakoff
Research Center, Staten Island, NY.

" " 11, Fitle of Test: NONREADING ARTITUDE TEST BATTERY . (NéTB/ . .

Description: The NATB consists of 14 tests measurmg the same nine aptitudes measured by
) the GATB.It was developed for use with individuals who do not have sufficient literacy skills
do take the GATB. : . .

Format: The NATB measures aptitudes in the following areas: intelligence, verbal aptitude, .
» . numerical aptitude, spatial aptitude, form perception, clerical perception, motor coordination,
finger dexterity, and manual dexterity.*Apparatus tests are used for measuring finger dexterity
' and manuat dexterity, and the other test portions are designed for paper-and-pencil format. It
requires about 3% hours to complete; some of its subtests involve no reading or vocabulary
skills at all. Others use familiar stimulus objects with which even the most seriously disadvantaged
- should be familiar. The NATB manual contains information on administration, scoring, and
" interpretation. Paper-and-pencil test booklets and’ answer sheets are integrated, and machlne
scoring is available through National Computer Systems in Minneapolis.

x

. Stage of Development:. The NATB was orlglnally developed in recognition of the shortcomings
’ of the GATB for use in employment and training agency services to the severely disadvantaged.
Extensive normative and reliability data are available, and validity studies have been-under way
for some time. v
Application: The NATB is an instrument of chéice, particularly when the GATB/NA'i'B
Screening Device is used, .for seriously disadvantaged applicants in employment,and training
agency service  programs where a general measure of intellectual aptitude is required.” *
Access: Information about availability of NATB and ‘associated manuals and scoring materials
can be obtained from state Employment Servnce offices.

-

12. Title of Test: ORAL DIRECTIONS TIESjT . )

Description: Direct measure of an applicant’s ability to understand a'nd,}oﬂow oral directions

accordance with
to administér and is

Format: " The applicant responds by marking the answer document i
instructions dictated on a cassette tape or record. |t requires 15 minut
: also available in a Spanish-language version.

! Stage of Development: The Oral Directions Test was developed as an_aid toMelecting more

able workers among applicants having a limited education and arﬁong\applicants with limited

knowledge of English. According to the test publisher, it is suitable for selecting applicants

for maintenance and service work in public institutions, transportation systems, stores, hotels,

etc., as well as in factories and shop$. Informatlon on normative, rellablllty, and valldlty data
. . is avaulable in a test manual
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. Appllcat/on‘: This test may have some applicability in employment and training agencies for ‘
use as a general screening device. ~ : -

<

MY

A Y

Access: Available from the Psychological Corporation, 757 Third Avenue, New York, NY 10017. - ‘

' 13. Title of Test: PICTORE INTEREST EXPLORATION SURVEY (PIES)

*
’ * ' B . .
Des\sription: A career interest inventory presented in a visual, nonreading format - . .

\ s

RS

)

Format:- The PIES is designed to help in the investigation of individuals’ vocational interests
and to-apply this information o pursuing career goals. A PIES test kitincludes 160 colol|:\§iLdes,"
2 slide trays, 1 audio tape, 2 sefs of career reference-cards, 1 student-teacher manual, and 50 |
response dtreets. Colored 35mm slides are utilized t& depict 12 specific careers within each of

‘ 13 career clusters. The career-cluster system is based on the Occupational Outiook Handbook

and is cross-referenced to the Dictionary of Oceupational Titles. Each slide shows a worker's < -
hands performing a task considered to be representative of a particular occupation within a Bﬁ (
career cluster. Users indicate interest in a patticulag career by circling the number of that slide

. on their response sheet. The survey may be administered individually, in a group, or self-
administered. Users may determine their own "'score,” or interests, by simply counting the »
number of items they circleq and then detefmining which career cluster contained the most items
marked. Because hands are depicted performirig tasks, the developer of PIES clairps a minimum
of distraction or bias in occupational selection due to physical attractiveness of ‘the workers or
ethnic, sex, or racial characteristics. '

'
!
i
!

s
’

Stage ofDevelo;)Jmént: PIES has been developed primarily for use with adolescents, and a, . .
validation study by Eubanks was conducted using this population. Normative, reliability, and’ .
validity data are available in Eubanks’ report. Validity was assessed using a concurrent measure
(comparison with othervocational interest test sg:ores), and there is to daté no concrete evidence

as to the actual efficacy of PIES in predicting career selection or facilitating the career-counseling

. process. : v ] . .
. ! ) - ’ . \\
, . lication: Employment and training agencies dealing with youth service prodrams might
consider using PIES as a career exploration or counseling tool, although it lacks clear validity ‘
data.. ~ . . . ‘ 2

~ e
. '

Access: PJES is.avaitgble from Education Achievement Corporation, P.O. Box 7310, Waco, ' ' ;
- TX76710. R . _— '

A}
£ - . <
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14. Title ofﬂTest: PROGRAM FOR ASSESSING YOUTH EMPLOYMENT SKILLS (PAYES)

.
> : Description: "A battefy of seven tes{é designed specifically for use with disadvantaged youth
) in duidance gounseling ./ : . ‘ .7
(Format: PAYES consists of thi'®e separate booklets: Booklet 1 contains three attitudinal
| measures; Booklet 2, three cognitive gnes; and Booklet 3, a vocationgl ipterest inventory. Job-
holding skills, attitude toward supervision, and self-confidence are the three major attitude
aréas covered. Cognitive measures of job knowledge, job-seeking skills, and practical reasoning

.. are also surveyed. The measures are designed for adolescents and young adults with low verbal \ ~ .
- & skills; pictures help to clarify many of the questions presented. The pictures in this “unisex”’ \
test battery are designed so that all items are equally appropriate for males and females.
. . - . A * — ‘
( ' ' 70

v

) o W4 . -




- . ) ' N
e X L m ’{
. o ~

- . - »
-

‘ PAYES is adminjstered orally. to small groups in an‘informal manner. Students mark their
answers dlrecfly in a test booklet The measures are scored locally, using scorlng directions
provided, so that cou nseIors can get quick score results. TN a

Stage ofDeveIopment PAYES is bafed on a series<f research and test-development studies,
undertaken by Freeberg and his coljeagues at Educational Testing Service, resulting in the ) .
development and experimental app lcatlon of the "ETS TestBattery for Disadvantaged Youth,”
“described in Backer (1972). - o -
r) > L)
“ The original test-development effort, sponsored by the Department of Labor, began with\
a logical analysis eoncerning test format. Backer (1972) reviews these test-development proce-
dures. Subsequent research included developing criteria for test validation and a longitudinal
validation study. Results from validity studies to date have been modest, but available evidente *
does suggest that the measures may have some potentlal for use in guidance work with d)sadvan-
taged youth. ) . /

At the present time, a revised version of a.user’s gmde for PAYES'is being prepared asisa,
~technical manual that will provide a fairly comprehenswe discussion of the rationale for the test
constructs and their design. This manual also will summarize results ebtaiged in the validity
studies mentioned above. Four of’the seven measures (job knowledge, job®olding skills, job- !
_ seeking skills, and self- confldence) are currently in use nationwide by the'U.S. Department.of
' Labor for program evaluation purposes with longitudinally obtained samples of youth program
enrollees. The evaluations include collection of postprogram outcome data and, thus, pravide an .
opportunity to develop larger-scale norms and to look at predictive validi or the four.
measures. Updated vaI|d|ty |nformat|on will be fed into subsequént reyfsions of the techmcal
manual.

- N ‘
- ~

be used to determine program participation, nor is it to Be thought of as a substitute for coun-
seling but rather as a supplement to it. The PAYES guidance battery is seen by its developers as
a tool that deals with aspects of basic employ ment training considered essentigljn most voca-
tional and work training programs. Further validity, data will be needed in ordérto establish
that BPAYES can have a SIgnlflcant impact on guidance decisions. ,

-

Application: In the user’s guide for PAYES, it is explicitly stated that the battery should no(t ‘\é \ ﬁ

Access: The test battery, adm|n15trator s manual, and user’s guide are available from Cambrldge
B’ook Company, 888 Seventh Ave., New York, NY 10019

h ~

\ .
5. Titlg of Test: SELF INTERVIEW CHECK LIST (SICL) X -

I

Description: Vocational interest checklist'for use in the Cleff Job/Man Matchi Syster_n
Format Examinees complete this checklist WIthout supervision, indicating ehaworal units of
conceptualized along the dimensions ’ thlngs people, and ideas’ % they like best and
dlshke most; then they indicate those they have done most and those they have done least. The
checklist is scored to produce two applicant profiles: one describes activities preference the
other activities experience, arranged according to 16 dimensions or work. Results can then be
compared with dats on the characteristics of the jobs, organized along the ‘same basic dimensions.

8'351 fDeveIopprent Initial development of the Job/Man Matching€ystem and thg'SICL are
™ tescrifkd. Conceptual underpinnings of this system, and its application in a number of settlngs
are givén by Cleff. The Iatter publication mcludes detalls &mseveral valrda‘tlon studies that have

Y N - r’\ﬂ




been completed using the Job/Man Matching System. Reliability dataig#o are provided. Infor-
mation is given on an operational System for the Cleff Job/Man Matchijg process that includes .
computer analysis and profiling of results, based both on information gythered about applicants
from the SICL and information collected about jobs. Uses of this approach, with a number of - - .
adaptations as required for local circumstances and different types of clients, are given for an
employment.and training agency (Cincinnati), private industry, and an adaptation by PREP,
. Inc. (See description of COATS.) A separate validation study of the Job/Man Matching System
also is described. . , ' ¢ ’ )
3 - Application: The Cleff'Job/Man’Matchipg System (CJMS), and the Sel rview Check List
© {SICL), vyhigh is the basic instrument fot gathering client data, haveTeceived sufficient research
« attentjon to be ready for operational use in employment and training settings. The reader is -
referred tefthe description of COATS for what is.perhaps the best-developed application of this
* approach. . - ’
- 3

Access:_ Available from Dr. Samuel Cleff at the Center fdt Human Technology, Princeton, NJ.

[N
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. 16, Title of System: SYSTEM APPROACH TO VOCATIONAL EVALUATION (SAVE)
Description: Framework for organizing work sample type vocational evaluation of disadvaﬁtaged
and disabled service recipients. : . !

Format: The SAVE package consists of a compact manual with simple, step-by-step instructions
. *and a supply of forms needed for vocatiorfal evaluation with reference to 47 worker.trait groups.

from the Dictionary of Occupational Titles.

Included in the package are evaluator instructions, sample‘fidures for easy use of forms, .
work sample operation sheets and equipment lists, norms and validity information, and DOT ‘ﬁ
reference material. The kit includeg suggested requirements for setting up work samples to o
evaluate each of the DOT areas required for a giversassessment effort. The test publisher suggests 7 .

" that most needed materials will appear already in schools, evaluation facilities, or 'irjdust“r'ial arts°

_ classes. Administration of the full system requires about 14% hours, and adequate training - '

4 generally is afforded by careful reading.of the materials in the SAVE package.

- » . = . -
. Stage of Development:” The SAVE package was developed primarily o provide a relatively easy
.t . * and inexpensive way to obtain vocational evaluation information organized according tothe* .
‘ - schemas within the Dictionary of Occupational Titles. The SAVE approach is unique in that
commercially available work samples can be substitutgd for many of its components; thus, SAVE
. can be used as a framework for setting up a vocational evaluation work sample system in a.variety )
° . , . _of formats. Some limited data on reliability and validity are presented in a related Study. . ;

.

]
-~

.
[y

Application: The SAVE approach to vocational‘evaluation is elatively inexpensive and may
" haye some applicability to employment and training agency settings in terms of planning.and

organizing a work sample-typé assessment system. Evidence available.for this report was t00 e
**  sketchy to indicate whether the system can Qe tised as aore than a source of ideas arfd planning '

3

. tools. . , . - T L, C

" .

. o ” y 2 ‘
Access: Available from SAVE Enterprises, P,O. Box 5871, Rorfe, GA 30161, . v
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17. Title of Pretesting Orientation Material: TEST ORIENTATION PROCEDURE

Description: Practice materials designed to help applicants-learn how to take tests
R .

Format: TheAPsyc.hqiogicaI Corporation’s multimedia pretesting orientation materials are
‘intended to serve as a preface to any kind of vocational assessment or selection testing..T he

. aim is to reduce anxiety and increase '‘test wiseness'’ by offefing practice in taking tests. The

~  materials, designed for-group administration, guide the group through a half-hour session of '

easy tegt-like exercises in a 20vpage practice bo&fet A tape recording is used to provide djrec-
tions gnd explanations. A second 20-page booklet with similar test materials is then provnded
for further take-home practice prior to the actual testing experience. There are five tests in all—
speed and accuracy, spelling, vocabulary, arithmetic, and mformatlon There also is a jOb -
application form for the individual to fill out. :
Stage of Development: These matenals have been well developed and formatted.and have bee(\
available for some years through the test publisher. o .

:oa <
< - -

Application: As partof a preassessment procedure, the Test Orientation Procedure might bea .
useful component of an overaII assessment system in an employment and training agency,

B

Access: Available frém the Psychological Corporation, 757 Third Avenue, New York, NY 10017.

.

18, Title of Test: TOLERANCE FOR BUREAUCRA T/C STRUCTURE SCALE (TBS) SN

Description: Questionnaire intended to measure extent to which an individual has a preference
for jobs typical of large bureaucratic organizations (i.e., highly structured jobs)

Format: The Tolerance for Bureaucratic Structure Scale was developed as part of a study .
designed to create conceptual and operational todls for achieving a nfbre accurate match of
personsMhe TBS Scale is a self-report questionnaire with 43 items written in snmple
ERglish. Sample items are, 'l would like to have a job where_| could set the hours” or “If

~ everybody obeyed the rules at work, there would heffewer accldents “ Each lterp is rated on_

s - :

a four-point scale (strongly dlsagree—stronglyigree) o . ,
Stage of Development: In some preliminary validity studies, significant, although modest,

. corrélations were obtained between bank employees’ TBS scores and ratings by supervisors.
Some further validity data from employment and training applications of the TBS Scale are
contained in a test manual available from the instrument publisher. This manual also provides
information on test administration (éfad normative and reliability data. General background on
the TBS Scale and the concepts underlying it are contained in related studies.

Application: In its present stage of development, the Tolerance for Bureaucratic Structure
. Scale is probably not ready for operational use in employment and training settings but
- could serve as a valuable source of ideas or could be used as a colnseling tool, especlally with
respect to job ‘opportunities requiring a‘person to adjust to a high degree of structure and
bureaucratic regulation.

b
Access: Available from thé Center for- Pollcy Research, 475 Riverside Drive, New York, ,
NY 10027
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19. Title of Test: TSENG RATING SCALES .

Description: Short scales for mea§ur|ng self- perceptnon locus of controI and need for
. achievement - - ' c

“ Fomrat The Tseng Rating Scales were developed in three.related studies desngned to mvestn-
gate relationships between work-related characteristics of vocational rehabilitation trainees
and personallty variables. Locusgf control was measured in Tseng usnng the Rotter Internality-
Externality'Scale; need for achiev ment was measured in another study by Tseng by the
achievement scale of the Edwards Personal Preference thedule and self-perception by a
ratlng scale devised by the |nvest1€gator =

Stage of Deve/opment* Each of these studies related scores on the test instrument used to
variables such as job proficiency, employability and ttaining satisfaction of rehabilitation clients.
Some efforts*were made to adjust ¥8f low reading levels or lack of test experience by participat-
ing research subjects (e.g., via individbalized testing sessions), byt the researcher acknowledges
that these measures have relatlvely little to recommend them for use with serioysly disadvan-
taged individuals. Correlations between test scores and performance, criteria are quite modest.

s

o

* Application: Both because of limitations in use of these instruments with the severely disad-
vantaged, and because the results obtained by Tseng are quite modest, these scales probably can
serve only as a source of ideas for application in employment and training settings.

- Access: Available from M.S. Tseng at West Virginia University, Mordantdwn, WV 26507

. . N
20. Title of Pretesting Orjentation Material:" USES PRETESTING ORTE)/TAT/ON, EXERCISES

Description: Miniature test battery for use in pretesting orientation - ., '

Forrhat: Thesexercises are administered as a seriés of short tests whose items resemble the

first eight parts of the GATB. Administration time requires about one and one-half hours. The
exercises offer practice in test taking to individuals who possess minimurn literacy skills for
taking the GATB but who may have little'experience with aptitude tests and may be uneasy
dbout'being tested. Their use in pretesting orientation sessions will provide disadvantaged -

appllcants scheduled to take the GATB with experience in group test takirig in a nonthreaten- .~ i

ing atmosphere. Thg exert;;es are flexible enough that they can be shortened for individuals

‘who need only a refresher prientation tq tests, or they can%be presented in full. .
o .\

Stage of Deve/opment These materials were developed by USES for specific use with the

GATB and have been applled in many employment and‘training settings?

Application: Although most useful for those agencues that administer the GATB as part Qf
their assessment battery, the exercises could be usefully employed as part of a more general
pretesting orientation exercise.

Access: - Division of Testing, Employment and Training Admini'stration U.S. Department of
Labor Washington, DC 20213, or through state Employment Service offices '

Note The U.S. Employment Service has two booklets avallable {in both:Spanish and Enghish) for self-
ouentatlon—Domg Your Best on Aptitude Tests and Doing Your Best on Reading and Arithmetig Tests.
A "'pretesting orientation on the purpase of testing” training course also is available, fonsisting of an illus-
trated lecture discussion with pictures and a prepared script. , 8

- T
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Title of Test: VOCATIONAL OPINION INDEX'(VOI) "
\

Description: Short péper-and-pent‘:{l instrument used to measure job readiness

r r [
Format: The VOl consists of 68 items which can be answered in about 20 minutes. It can be
administered either in group settings or individually. Anyone who can Tread English or Spanish
at the fifth-grade level should be able to respond meaningfully to all the questions. There are
two forms of the VOI available in both English and Spanish. There are also forms which can be

* used for follow- up once the person has left a training program. <

Because of J:he complex-computer’scoring requnred by the VOI, Associates for Research
in Behavior, the test publlsher has established a scoring service, mpIeted VOlIs mailed to
Associates for Research in*Behavior will be SCP ed and a diagpOsis report will be mailed back
within 10 days. Eagh ‘responderit’s-answers are added to th data base so that dlagnoses pro
vided use the‘most up-to-date data available,

Stage of Development: The VOI is the product of a ser|es of.research studies conducted by .
the Associates for Research in Behavior. - el .. -

The VOI determlnes an individual’s job readiness by assesslng three psyoholog‘ical dimen-
sions: . .

N
* e Attractions to work ‘/\ < S TN )
Ay . .
* Losses assocrated with obtaining and maintaining a job . ~

e Barriers to employment

—_— -
For those individuals who score low on job readiness, the VOI also provides a diagnosis
of reas®ns tontributing to the individual’s classification as a potential nonworker. This diagnosis
can be used to develop a remedial prescription to help an individual develop a more work-

‘relevany posture and attltude

The VOI was desrgned tested, and normed specifically for a dlsadvantaged populatjon.
Norms are based on the responses of over 2,000 males and females from 13 MDTA centers

.across the country. The normative sample was comparable to the national MDTA population

with respect to age, séx, race/culture, and education.
Application: AIthough the validity data on the VOI are still quite modest it may have some
operational utility in certain employment aRd training settings. .

D
. (=3

Access: Available from the Associates for Research in Behavior, Inc. , 34th & Market Streets
Philadelphia, PA 19104

Title of Test: WORK RELEVANT ATT/TUDES:INVENTORY (WRAI)

L ]
Description: Instrument for use in evaluating the effectiveness of employment and trainin\g :

programs . .
Format: The WRAI grew out of a larger research program concerned with the effectiveness &f

selected Neighborhood Youth Corps (NYC) programs. The test consists of 26 items arranged
into three scales:. optimism, self-confidence, and unsoi:nah_zed attitudes. .

~‘J »




vy

. . . \
Stage of Development: The author reports the use of thé WR'AI in two longitudinal studies: .
(8) a study of out-of-school Neighberhpod Youth Corps programs in four cities involving 502 .
subjects and in which the WRAI was administered three times; and (b} a studwlef the second
demonstration of a New Educational Program in five employment and training programs
involving 526 subjects. Results indicate that the WRAI was able to differentiate between
subjects making a ““good’’ and a "'poor’’ adjustment to work, that the change in WRAI scores *
while participating in the NY C program was in a positive direction for subjects making a "“good”’
adjustment to work, and negative for subjects making a “’poor’’ adjustment. Further informa-
tion on reliability and validity is available in Walther. The author feels that the WR Al can be
used both as a measurefof program effectiveness in manpower service delivery systems and as a
help in dlagnosmg the-needs of new program partncrpants

>

Application: Sufficient reliability and validity evidence is available to permit consideration of

.the WRAI for use as a diagnostic tool as well as an assist to counseling.

b 2

Access:\ Thereport is available from the author, Dr. Regis Walther at George Washmgton Um- ‘
versity, ashmgton DC 20052. . . . -/’

——

.(NOTE The two Backer volumes can be ordered directly from the ERIC Clearlnghouse on ~

Tests, Measureménts, and Evalyation at the Education Testing Service in Princeton, New Jersey
for $4.00 for each volume or $7.00 for both volumes.)
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SECTION B ’ °

oo EXPLORING THE RESOURCES FROM [N
. THE MATERIALS DEVELOPMENT CENTER
-+ | OF THE UNIVERSITY OF WISCONSIN-STOUT. | . .

. 4 e
? e
- " H

> Another excellent resource is the Materials Development Center at the University of Wisconsin-
Stout, Menomonie, Wisconsin. The following items are drawn from three of the Center’s publications.

v For anyone involved partlcularly with testing of the physically disabled, the foIIowmg sources should
be explored in depth:

. = ® Psychological Testing in Vocational Eva/uation by Botterbusch (1978) ' :

e The Use of Psychological Tests With /nd/wdua/s Who Are Severely %ab/ed
by Botterbusch:(1976)

e Client Rating Instruments For Use in Vocational Rehab///tat/on Agencies
edited by Esser (1975)

L) .
The following tests are just a/ew of the many described in these publications. In addition, achieve-
ment batteries,. readmg tests,/character and personality instruments, mtellngence tests, and vocatlonal
. specific mstruments are descnbed g

> Q I hadad

+ 23 Title of Test: CRAWFORD SMALL PARTS DEXTERITY TEST

. . Desgription: Th|s individually administered apparatus test takes about 15 mmutes to complete
A work table and chair are required. ,

Forrat: A board containing 42 holes each on the left and right bottom portions and three blns
for pins, collars, and screwsacross the top portiori is used. Part | réquires the examinee to use
tweezers to pick up one pin and place it in a hole on the board. He or she next uses the tweezers
to fit  collar over each pin. After five pins and collars are assembled for practice, the examinee
completes 36 pins and collars. InPart Il the examlnee uses a small screwdriver to screw 30 screws
through a plate. Five screws are used for practnce The amount of time required to complete
Parts 1 and Il is recorded for each-par-t,il'he two time scores are compared to the appropriate
norm tables. ' PO

v - ,
~/

available on the following mate groups:* unselected applicants, appliance factory applicants, two’

-veterans groups, and two high school groups. Female norm gréups are assembly job applicants,
e

factoryagpplicants, hourly employees, and employed assemblers. All sample sizes are at least

100 an®& most are ovér 175. Samples are inadequately described. Reliability—Split-half feliabilities

for Parts | and |1 are reported as being between .80 and .95. However, since the Spearmar-Brown

formula was used, these are overestimates. No test-retest correlations are provided—these would

havebeen a more appropriate mgasure of reliability. Valldlty—The manual contains summaries of

several validation studies using wages and supervnsors ratings a$ criteria. The test also is related

to other. dexterity measures.

Stage of Development: Norm Groups—Percentlle norms base?on thetime to completion are

, Application: Because no reading is required, this test rﬁay be ‘sed with persons who are |II|terate.

\J . ) Upper extremity handlcaps could prevent the successfut use of this test. The Crawford appears
‘ . - most useful in assessing persorts for )obs involving the use of small tools.and'rapid, repeated

~ . movements. . v, - . /

. . . B '
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Access: The Psychological Corporation, 757 Third Avenue, New York, NY 10017

Title of Test: EDWARDS PERSONNEL PREFERENCE SCHEDULE (EPPS)

Description: The schedule was designed as an instrument for research and counseling purposes,
to provide quick and convenient measures of a number of relatively independent normal
personality variables. Percentile scores are given for 15 personalxty variables: achievement,
deference, order, exhibition, autonomy, affiliation, mtraceptnon succorance, dominance, abase-
ment, nurturance, changef®ndurance, heterosexuality, and aggression.

Format: The schedule consists of 255 items each having two short statements. The person
selects the statement that best describes him or her. Items have been carefully selected to
minimize the influence of social desirability. A separate answer sheet is used. This untimed
group or ingiividually administered test takes between 40 and 55 minutes to complete.

Stage of Development: Norm Groups—The EPPS was normed on the following groups: (1) 760
male college students, (2) 749 female college students, (3) 4,031 adult males, and (4) 4,932
adult females. The sample characteristics and sampling plan for these groups are not t‘?&grly
defined. Reliability—The manual reports split-half and test-retest reliabilities for each Scale.
Split-half reliabilities range from .60 to .87; test- retest from .74 to .86. Considering the small
number of items in each scale, these relnabnlltles are quite acceptable. Validity—The manual
reports little validity data, except for a few correlations with other personality tests. It should
be mentioned that the EPPS has been-used in a wide variety of research studies and that the
author of the EPPS has not revised his manual to include this new material. . ~

Application: The EPPS was developed for college students and adults therefore, ithas a falrly
high reading level. The instrument is designed for normal persons and is not appropriate for use
with severely disturbed clients. A fair amount of test sophistication is necessary to use the
separate answer sheet.

ﬂ:ess: The Psychological Corporation, 757 Third Avenus, New York, NY. 16017 v

’ - ~
( "

'f'/'t/e,of Test- GENERAL CLERICAL TEST (GCT)’

Description.: A group administered pencil-and-paper test designed to measure aptltudes which
are of importance in clerncal work of all kinds N,

Format? There are a total of fen subtests; all are highly speeded. The reviewer estimates total
« administration time to be from 50 to 55 minutes. The test.ds published in two formats: a 12-page
booklet and two 6- page booklets. The GCT gontains ten subtests: (1) checking—comparing

+ names, addresses, and amounts ard plcklng out the differences—19 items; (2) alphabetizing—
recording the,number of a file drawer for names—61 items; (3) arithmetic computation—20
items; (4) error location—using addition and subtraction to find the error in a matrix—20 items;
. {5) arithmetic reasoning—reading problems——16 problems; (6) spelling—finding and correctly
spelli ords—29 items; {7) reading comprehension—answering questions about two paragraphs—
14 |tems, 8) vocabulary—selecting the word that means the'same—40 items; and (9) grammarv—-
finding and correcting the error m a sentence—24 items. All scoring is done by hand wnth a
folded answer sheet. _; ’ el




Stage of Deve/opment Norm Groups‘~—Norms are available on female students in.high schools
and private business schools, for numerous‘appllcant groups, and several groups of persons
“employed in clerical positions. Most fiorm groups are of adequate size witlt most of the.norms
develoged in the late 1960s and early 1970s: Th"e group characteristics are not described-as
thoroughly as they should be. Reliabi{ity— —The results of two test-retest studies.are given in the
manual; the average correlation is in the low 90s Standard error of measurement results dlso
_are given, Both sets of statistics imply that the GCT has adequate reliabilityfor its intendet use.
Valldlty—The manual contains two types of validity evidence. First are correlations between .
test résults and school grades and grade point averages. These have yielded significant results,
Second are studies in which the’GCT was correlated,with job success criteria (usually super\/sory
&tungs) The results of these are m;xed The test appears to have some degree of validity. )
App/icat/on The purpose of the GCT is to predict employment or tralnlng success. The test
can be used in a vocational evaluation situation to assess an overall ability for clerical work‘b
Obvuously, to successfully take this test, the client neéds good visual acuity, use of at least one
hand, and an estimated sixth grade reading level. The major use of the GCT would be to provide
an overall assessment of the ckent prior to in-depth assessment f‘or specific clerical jObS

* . Access: The Psychological Colrporation, 757 Third Avenue, New York, NY 10017

-— ¢

26. Title of Test: HAND-TOOL DEXTERITY TEST

. k3
Descr/'pt/'on The purpose i5 to ['provide a measure of proficiency in using ordinary mechanics’
hand-tools. ... The ability’ measured by this test is a combination.of aptitude and of achieve-
ment based on past expernence in handling tools.” This individually adm|n|stered apparatus
- test is untimed;. most examinees complete it in between five and.20 mifutes. The apparatus
frame should be bolted to a sturdywork table 34 |nches high. The examinee stands during this
test.

-

3. f * st v -

Pormat: Three different sizes (four each) of nuts, bolts, and washers are removed from one,
side of a hardwood frame with the aid of three wrenches and one screwdriver. The nuts and

" bolts are then fastened and tightened through the holes on the other side of the frame. The test
administrator first reads the instructions and then times the examinee with a stopwatch. One:
tirhe score in minutes and seconds to completion is obtained and this is compared with norm
tables Comparison with norm tables takes less than one minute.
Stage of, Deve/opment Norm Groups— Percentlle norms based on the timg tO eornpletron are
given in the manuat for the foIIowmg groups male job appllcants in a southern plant, male
adults at a vocational guidance center, airline engine mechanics, apprentice welders in a steel -
company, electncalamamtenance workers employees and applicants in a manufacturing com-
pany, boys at a vocational high school; and high schoo| dropouts in a 'metropolitan center.
The comppsmon of the'?vt norm groups'is not adequately described in the manual. The mean

. ‘

age, job experience, mingrity group status, and other important descriptive information is not
presented. Also the norfis for four of thé eight groups are based on sample sizes of less than 200
subjects; these should be'used with“extreme caution. Reliability—The manual reports two test-
retest studies which produced reliability coefficients of .91 and .81 xconsidered moderately high
for a performarnice test. Valldlty—Two types of validity data are presented (1),correlations with
foremen’s fatings and (2} correlations with“other tests. Foremen’s ratings were between . 14, and
-.b1; other tests between .11 and .42. T

.~

'
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Application: Because no reading ability is required and because the manual permits the adminis- *
trator '"to supplement the directions in any reasonable way to improve the examinee’s under-
standing of the task,’’ literacy and difficulty in understanding instructions should not be problems.
The test does require full use of hands and arms and, therefore, may not be appropriate for people
with an upper-extremity handicap. The ‘.face” validity of the test may appeal to the disadvantaged
_and clients with low motivatiopal levels. ° )
'Y -

Access: The Psychological Cé(poration, 757 Third Avenue, New York, NY 10017

27. Title of Test: KUDER OCGUPATIONAL INTEREST SURVEY (KOIS)
Description: An untimed pencil-and-paper instrument which can be used with high school an;J
college students as well as, with adults in employment counseling and retraining. .

Format: This instrument is group administered in approximately 30 to 40 minutes. The items
are printed on the answer sheet; ng sepasate test booklet is required. The 100 triad items each
contain three short statements of different activities. The exarhinee chooses the one activity in
each triad he or she prefers most and the one activity in each triad he or she likes least. The
KOIS must be machine scored. Each examinee receives a profile sheet plotting his or herresults.
Stage of Development: Norm Groups—Each scale was developed on a separate group of

. employed workefs or students. The scales for all pccupational groups were developed on
workers employed in these occupations. Students majoring in specific academic areas provided
the data for the college major scales. All groups are clearly described in the manual. Reliability—
Test-retest reliabilities over a two-week period are reported as .93 and .96. The reliahility was
also defined in terms of consistency of the difference’s between scores or each pair of scales. These
are at acceptable levels. Validity —The manual presents no evidence that the KOIS can predict
future job success based on interest. However, data on classification of presently employed
‘workers according to their interests are presented.

@ L. § - [
Application: The KOIS providessinformation that aids in making a vocational choice or
selecting*é tentative field of study by identifying interests in relation to occupations or occu-
pational fields. Because the KOlISxcovers a wide variety of occupations,.and combines male and

-female occupational interests, it has a wide variety of uses within the evaluation setting. Persons
must be able to read at the sixth grade level to use the KOIS. Because of ‘the-size of the print
and the lack of contrast between print and,paper colors, persons with even'mild visual problems
may have difficulty reading the items. There are scales for many occupations that do nat Pequire
college or technical training, thus making the KOIS useful for persons who do not desire addi-

. tional formal education. However, the coliege major scales make it most appropriate for high
school students and bthers who are considering formal academic training.

A

Aggess: Science Reﬁsearc’:h Associates, Inc., '155' North Wacker Drive, Chicago, IL 60606 .

°

28. Title of Test:"SAN FRANC/SCO‘VOC»Q\T/ONAL COMPETENCY SCALE

Description: The scale was developed for the purpose of assessing .the “‘vacational competence”
.of mentally retarded persons participating in sheltered workshop and vocational training

. programs. . ° s N ‘ "
. . . ity

~ ' - \ ~ ’ _
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Format: The scale consists of thirty items relating to four areas of vocational competence.
These four areas include motor skills, cognition, responsibility, and social-emotional behavior.
The items are not organized according to these four areas on the scale, but are said to be
Q::Ltioned according to the sequence in which the behavior would occur during task performs

a by the individual. Each item is rated according to one of four or five stgtements or terms. .
Some items have four statements which apply and others have five. These statements or terms
have a numerical value ranging from one for thgelowest level of competence to four or five

representing the higr}es'rdggree of competence.

Stage of Development: |tems contained in the scale were selected on the basis of factor
analysis. The final scale compgsition is the result of two pretests. The nerm group is made up
of 562 mentally retarded malé'and female workshop clients, representing forty-five workshops
from all regions of the country. Internal consistercy reliability cgefficients are reported as .95
for both male and female subjects. A test-retest stability coefficient of 485 resulted from two
administrations of the instrument separated by a one-month interval. Vocational competency
scores were found to have statistically significant positive correlation with 1.Q. scores and
school experience. A more detailed diseussion of statistical procgdures is found in the scale
manual. LT ’

Application: The authors suggest five more specific uses for the scale, including: selection of
mentally retarded individuals for training in semi-independent or sheltered situations, assess-
ment of an individual's status at a particular time, judgment of growth in vocational competence
over a period of time, study of the relative efficacy of different training methods, and screening
of mentally retarded indjviduals for placement in indep‘endent'work situations.”

¥

Acceés:‘ *The Psychological Corporation, 757 'I;hirci Avenue, New York, NY 10017 .

. t 7~

Title of Test: SRA MECHANICAL APTITUDES ) .

- i N : R
Description. .This group-administered multiple-choice, pencil-and-paper test can be giverin
about 40 minutes. It is intended to measure three aspects of mechanical ability. The concept
behind the SRA Mechanical Aptitudes js that ‘'no single test consisting of items which measure '
only one*primary component of mechanical aptitude can provide a satisfacto dex of the
ability to learn mechanical skills.” .

" e
\d

Format: The test contains three sections: (1) mechanical-knowledge—45 pictures of commonly
used tools and implerrients are identified and/or their use is givﬁn, (2) space relations—40
figures cut into two or three pieces which are mentally formed into a whole, and (3) shop
arithmetic—124 problems, most of which are based on drawings. The magual contains no
estimated reading level, but the reviewer estimates that a fifth-grade level is needed. The test * . »
is hand-scored using a carbon-centered answer sheet. Raw scores are compared to norms and”®
plotted on a separate profile sheet. Scoring time should be less than three minutes.

. s -
Stage of Development: Norm Groups—Separate norms gre given by sex and grade for grades 9
through 12, Norms also are given on 650 male trainees. Although all norm groups are of
adequate size, the sample characteristics are not-described in enough defail to permit an accurate
judgment of their relevance. Reliability—Internal consistency estimates using the KR-21 formula
are given for the school boys groups on each score., They range from .55 to .83, which are
acceptable. Validity—No validity data are contained in the manual.




F

i l :
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Application: The test is designed to assess the mechanical ability of pergons planning careers
or applying for jobs in mechanical areas. . .

-

. Access: Science Research Associates, Inc., 1565 North Wacker Drive, Chicago, IL 60606

e [
)

30. Title of Test: WORK BEHAVIOR RATING SCALE

Description: The scgle was designed®for use with the mentally retarded. The scale is actually
one of four sections used in completing the Trainee Evaluation Report.

»
<

format: The scale is a graphi ing device consisting of thirteen items. The scale items are’
labeled as jollows: co-workers relations, disruptiveness, tolerance for criticism, independence
from supervision, cooperation with supervisor, understanding oral instructions, memory for
instructions, motivation for work, concentration ability, punctuality, quality of Work, quantity
of wogk, and $afety awareness and habits. Definitions or cues are provided for each scale item.
‘In addition, poings along the continuum for each item also are defined or cued. "Letter and
‘numerical values are assigned to poifits along the item continuum. The numerical-values are
provided for making finer discriminations of.an individual’s relative posmon between points
along the continuum. "
Stage of Developmeng: A reliability coefficient of .80 for the total scale resulted from the
comparison of ratings for two independent raters who evaluated the same group of trainees.
Reliabilities for individual scale items varied considerably.

Application: As indicated, the scale is intended for use with the mentally retarded.

Access: . Exceptlonal Children’s Fpundatuon 2225 West Adams Boulevard Los Angeles, -CA
90018

& » .

e

31. Title of Test: WORK ENVIRONMENT PREFERENCE SCHEDULE (WEPS)

Description: The WEPS is a self-administering pencnl -and-paper test designed to measure a
personality construct, ‘bureaucratic orientation,’ which reflects a commitment to the set of
attitudes, values, and behaviors that are characteristically fostered and rewarded by bureau®
eratic organizations. The title of the test is somewhat misleading—the WEPS meastres only
the personality construct of accepting work in a bureaucracy.
Format Although) not specmcally stated in the manual, the test can be administered to
individuals or_groups in a maximum time of 10 minutes (th‘e WEPS is untimed). The 24 items
consist of Statements which the examinee responds to by use of a five-choice Likert Scale

~ (stronglyeé'gree agree, undemdéd disagree, and strongly disagree). The WEPS is scored by hand
and no stencil is needed. The test administrator sample totals the weights assigned to each
alternatlve and reaords |ts raw score number. A percentile score is given; there are several norm
“groups. . .

~

‘Groups—The WEPS has norms on a variety of student and worker
grqups of both sexes; so these.are: male and. female high school and college students, Army
ROTC, foremen, salesm ntal hospital employees, and three types of public school admlms-
trators. The sample sizes ap ear adequate, but the samples are not described in enough detail for

k]

Stagé of Development:

°




\

the reviewer to judge their represegtativeness. Reliability—Two types of reliability data are
reported in the manual: (1) internal consistency measures on four groups are .83, 84, .89, and
.91 and (2) test-retest reliability studies review a correlation of .82 for a short time period and
.65 after 16 months. For an instrunient with only’24 items, these coefficients are-acceptable.
Validity—The manual presents consigerable validity data in the form of Eorrelations with scales
on other persanality tests as well as attitude scales on authoritarianism, dogmatism, etc. Validity
data basedpﬂ‘peer ratings, performance ratings, and other criteria are given. Taken as a whole,
the data presents the WEPS as being a valid instrument. !

' e » S e
- o

< - he . oY) - ‘ -
Application: Because the sentence structure is fairly commg( and the vocapulary level of the
items is high, the user will have to read at aBout the tenth-grade level. The instrument could be
used for clients who are considering jobs in organizations having a bureaucratic outlook. It could
also be used as a vocationally oriented measure of a person’s attitudes toward authority. .

Access: The Psycﬁﬁogical Corporation, 757 Third Avenue, New York, NY 10017 ’
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C 3 . AN
' ’ - SECTIONC
EXPLORING SUPPLEMENTARY DATA !

<

-

This section revnews a number of additional paper-and-pencil tests—and assorted instruments—
that could serve as testing resources. Some, such as the Job Career Skills Assessment Program, are
fairly new. The majority may be suitable for use with diverse groups—both disadvantaged ‘and. non-
disadvantaged. This listing was compiled by staff at the National Center for Research in Vocational

* Education. The reader is reminded, however, that many more resources are available, partlcularfy
In the two volumes edited by Buros: Tests in Print /I and The Eighth Menta/ Measurements Yearbook.
32. Title of Test: ADULTPERFORMANCE LEVEL PROGRAM ADULT AND HIGH
SCHOOL SURVEYS . ,
. . S ZRE
- " Description: The adult survey is designed to diagnose and evaluate competencies necessary for
adult living; focuses on those skills critical for functioning in society in the content areas of
community resources, occupational knowledge, consumer. economics, health, and government
law. The high school survey is designed to diagnose and evaluate coping-kills and knowledge
necessary to functional competency; it also focuses on application of basic-skills in the content
areas listed above. ] v .

~
.

A .
Format: The APL (adult survey) is a curriculum-related assessment program that encompasses
‘ t@a five general content areas noted above. At the same time, the test, a 40-item instrument,
_focuses on five specific skills; identification of facts and terms, reading, writing, computation,
and problem solving. Each skill is tested within each content area. The reading level of the survey
items is between fifth and sixth grade as measured by the Dale- ChaII readability analysis. The

test takes apprommately 1% hours to administer.

The format for the high school survey, also 40 items; is muItlpIe choice. Each |tem measures
a basic skill applied to a practical task in one to five content areas. The high school form is at
the fourth and fifth grade reading levels. The test is not timed but takes approximately one hour
to administer. No special training is "needed to administer it. The test is either hand-scored or

. machine-scored. -

tl
&

Stage of Development: Versions of each survey form were administered to representative
populations in 1976. Therefore, it is the only available test of functipnal competency that has
been administered to adults and high school students throughout the country. Both reliability
. and validity data are cited in the test manuals % \

L. t S

Application. The publisher indicated that the test can be uséd “as a screen for student profi-
) ciencies and deficiencies” and to certify that students have acquired basic functional skills

befare graduation. . ' .

,' , Ac'cess; The ACT Program (A_PL Depart?nent), P.O. Bo'x' 168s Iowa’City, 1A 52242/ ,




33, Title of Test APTITUDE \[ESTS FOR OCCUPATIONS

Description: The tests are desrgned to aid in vocattonal counsgling through the assessment of
\occupagonally related ap‘tltudes and potentlalltles

Format: The battery mcludes tests for: personal- socnal aptitu e mechanical aptitude, general
les aptitude, clerical routlne aptitude, computatlohal aptitu and scientific aptitude.

‘- .

Stage of Development Rdliability and vaI|d|ty data are provided in the manual. °

Apphcat/on This battery might be given iR conjunctlon withka standard|zed |nterest lnventbry .
This will provide a coupselor with a\source of information con ernlng both mterests and
aptltudes RS o

- »

Access: C'TB/McGrawIll; Del Mon’te Research Park, Monterey, CA 93940

Trtle of es; BENNET ECHA N/CAL COMPREHENSION TEST §>

\ - S—3
Descr_pWon This senso ¥ mechameal test measures the ability to percelve and understand the
relatlonshlp of physical fofices ang migchanical eIements

~ v© . Ny
Format: The test consists of two fo)rms S aﬁd T; each consists of 6B items. Each item |ncIudes
a pICtLU’_&EXthItIng one or more ohjects "physical situations, or mechanical relationships about
-which a question is asked. The pridgiples’undeglying these questions include leverage, force and .
motion, Ilght heat and sound: The éxamples used are 'ones-arising out of peofffé’s convnon

* experiences rather thag from technical trhlnlng .
A ,

!, @
The forms are sultable for maﬁe and female aopllcants for mdustrl% and mechanical jobs, -
and for high school students, for people aIready employed in mephanlca jobs, for candidates
for engineering schools, and for other adult groups of comparable abllltwand education. Each
form is printed in a reusable booklet. The answers are marked on; geparate answer sheet. Forms
S and T are timed tests with a 30- minute limit. The score is based: the,numb‘er of right answers
. withno penalty for incorrect responses. Both tests are hand- scored uslng special scorlng keys
Stage'of Development: Norms are available for both men and women. A Spanlsh edition is
\available There is no mention of Blacks or disadvantaged. ., .

» 1)

: H)
App//catJon " The test is for use by counselor‘s in qonjunctlon with other assessment tools. The
tests. may be most usefulvwhen used with clerical ap itude and manual dexterity tests to predlct
current performance in selected mechanlcally orientsd occupatlons e

N

Access The Psychologlcal Corporatlon 757 Th|rd Avenue New York, NY-10017-
P A 45

’
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. Title of Te.st: CALIFORNIA OCCUPATIONAL PREFE[?ENCE SUf.?,VE.Y_ fCOPS} ,

Descr/pt/on 'An interést inventory that &rowdes job actrvrty/lnterest scores reIatrng to occupa-
tional clusters.*Each cluster is keyed to a curriculum choice and a major source of jéb informa-
tion including the Dictionary of Occupational Titles and the Occupational Outlook Handbook.’

It is appropriate for-grade B through adult and comes in a Spar&sh language edjtion.
. £

. LAY

86
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¢ ' .
items describing activities performed in a variety of ®
occupations. Test takers respond o int scale indicating how much they like each .
actjvity. Fourteen accupational cluster sct re obtained, inclyding: science—professional; ¢
, °sc1ent.e skilled; technncal-—professnonal technlcal—sT<|IIed outdoor; business—professional;
. business— sk‘Tled clericak; Iingulstlcs —protessional; linguistics—skilled; aesthetic— professnonal
_ serviee— professmnal service—skilled. COPS.comes in a single, self-contained booklet and ta o
. . abdut twenty mnnutes to administer. |t can be.self-scored in about that same time; hence, the L
"~ isimmediate feedback. It is written at a sixth grade readingdevel. There aré two other related "~
instruments: the (;areer Ability Placement survey of abilities, which includes tésts of mechamcal )
PR reasonrng, spatlal relations, verbal reasor;nng, numerical ablllty, language usage, work kn Iedge .
perceptual speed and accuracy, and manual spegd,and dexterity; and the Career Orientd
~ Iacement instrument relating to such things as work values -Ieadershlp ‘abilities, and orderllness
/ Stage of Deve/opment The instrement was developed from research into the structure of occu-
pations. The resgarCh was, based on tﬁe classification of occupations into major groups and levels
with the groups. National norming is provnded to compare the responses against a single norm
" sample; the data is for grades 7 through ™2.AThe information on validity is weak and somewhat
vague. .~ : . . ,
. s
Application; The instrument can be used by a counselor with the vocationally as well as the
. } college oriented. The results show the student’s relative_standing in each occupational cluster as
» compared with other students Scores cat be used in business and indusgrial settings for employee

s Format: The inventory consists

- self-awareness. : S . .
. » . - . + - . o
— ‘ (A'ccess: Educational and Industrial Testing Service, P.O. Box 7234, San Diego, CA 92107
.36. T/t/e of Test: CAREER SK/LLS\QSSESSMENTPROGRAM (CSAP} 1 _
. Descr/pt/on The Career Skills Assessment Program consists of srx sepa rate se f -asse }men-t areas: S«
" o Self-Evaluation and Devefopment Skills” e v '
. . " e Career Awareness Skills ‘ A »
) ‘e Career Decision-Making Skills ~ ~ ' e e PR
’ . Employment Seeking Skills  * e .
_ . <. @ !
Ty N 'y "o Work Effectiveness SkLIIs ﬁ " . .
. “ ¢ . .e Personaf Esonomlcs ‘Skills _ L ' v . .
L e The measures are desrgned to assess mstructronally relevant cjusters of sklils and may be used _ -
NG S anne or sequentlally . - ‘
- ¥ # - —2- = < . ; - B 4 1,’ )
' Format Matérials for each wrea include;’ i - - . o sl
o o ‘e Exercise Booklet“ Ccfnfams 60 ﬁ'rultlple chorce questions; reusable - .
- S - ._Besponse.SheeL. ~Ihreeplys form permits students to self- score with immediate feed-
. . back and enables teachers to measuréTlass performance wnthout atime Iag gne copy’ TN ’
’ T may be sent for batch machine scoring to generate summaly reports *of group performanc\ ,
" for use in pIanmng or. evaluatlon , - . . - .
s, } o Seif- Instructnonal Guide — A self- gundange unit organized around each of the six target .

‘ * " skill clusters. A personal-resource for the mﬂlvrdual with a section provrdnng an explama- _

- 4 -




. . It ’ . ‘\
tion of the rationale for the preferred response to each question, **

e Supporting materials include detailed,directions for administering the measures, a
handbook for administrators, counselors and teachers, and a sound fllmstnp kit for
staff and student orientation.

- . >

-

Stage of Development. “CSAP measures will not be standardlzed on a.national [ppulatlon
Because a national reference. group is of limited vaIue in mterpretlng performance in the area of -

* cafeer development. The most valuabl¢ and approprlate referénce group.for understanding an-
individual’s career developmecgds the group she or he most resembles educationally and demo-
~graphically. The reportnng procedure,‘therefore, makes provision for the productlon of IocaI
norm data. ‘. f
Application: The de§|gn of the.program is such that it can bg': adapted toa varnety of situations—
as_ homework assignments, as learning units in semingrs, to complement activities in academlc
and vocatanaI classes. Counselors will find the materia|s effective in both ifdividual ‘and group
*guidance sessions, and teachers can work with the matenals in the clagsrooth. The mefsures also

» are Appropriate for many adult education groups as weH.as Work Incentnve programs jnd Com-
prehenslve Employment and Tralnlng Act programs. ’ .. -,

.
v

1 3

o~
Access .Career Sans Assessment Program of the CoIIege Board, P. 0] Box 2839, Prlnceton NJ

. 08541’{ ‘. . ¢
:.' . a “ ‘ hd :;( n , , ~ >
) ST S e . )
. 37. Titlg of Test; AILE Y VOCA T/ONAQ:}}ES‘TS . . \k ‘ .
‘ . DescFiption: /These tests are designed t0 assess potentlal—aptntude and achievement—for training
and succesgAn a number oﬁ occupatians within the trade, technical, and business-secretaria

fields. It i desngned to be used basically with persons who plan to enter occupatlons at the skilled
level in these areas, :

) . o

o ’ >

" Format: The two items can be used separately-or as a battery. They are the Te(?ﬁ'nlcaI/SchoIastlc
Test and the Business English Test. The Techmcal/Scholastnc Test contains 150 multnple choice
.items for-measuring bdth current knowledge and potential in eIectrlcaI mechanical, and scholastic
areas. It contains three scales including: (1) clerical scale, (2) mechanical scale, and (3)sthelastic
scale. The Business English Test consists of 111 items testing spelling, punctuation, capitalization, -
and grammar. The tests are appropriate for grkade 10 through adults. The Technical and Scholastic
Test takes 65 minutes and the Business Engllsh Test takes S&mlnutes The tests are both hand-
scored and machine-scored. ’ et o Cy

‘ . \' L4

i~

Stage of Deve{opment “The publlsher indicates that norms ~have been developed te be used for
guiding students in.academic and vocational choices at the junior and senior high school levels; -
for screening students in tradg, technical, and business schools and for seIectlng personner for
certaln jobsin ?usmess and mdus? o Co . - ) .

. - N -

Application: The test s most applncable in business and industry and i in spec:alty oriented ..

vocatnonal schools.” - ) o . - “
*” Access: Riverside Publishing Company, 8420 Bryn Mawr. Avenue, Chicago,’|L 60631%~ , -
. « - . . ’ : ' - ‘4 AN
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. . 38. Titleof Test: DIFFERENTIAL APTITUDE TESTS (DAT)
~ . &
4 Description: This DAT is an integrated battery of aptitude tests designed for educational and
) vocational guidance. Based on the research finding that "“intelligence” is not a single ability but
rather a nufber of abilities possessed in varying amounts by each mdrvrdual the battery yjelds
nine reliable scores including an index of scholastic abllnty These forma basts for helplng
individuals develop educational and vocational pIans . -

g <

in eight,abilities:™ (1) verbal rRasoning, (2) numerical ability, (3) abstract feasoning, (4) space
relations, (5) mechanical reasoning, (6) clerical speed and accuracy, (7) spelling, and (8) language
usage.“A mnth score, an index of scholastic ab|I|ty obtainéd by summing'the verbal reasoning
) ) and numerical ablhty scores, serves essentrally the same purpose as scorés derived from standard
/g * intelligence tests. The tésting populations rar@rom grades 8 to 12, college-age persons,gand

adults. The Yotal battery of eight tests takes e hours to administer. Administration should
be by a counselor. The test is hand-scored or machine-scored. ’
. Stage of Development: Validity scores present correlations of DAT scores with course grades .
ot _in a'variety of areas and with scores on a variety of achievement tests. Correlations with other
~ standardized aptitude tests (e.g., the GATB), achievement measures, and interest measures are
i reported. Normative data, however, are not given regarding the relative representatlon of various
ethnic or socioeconomic groups. Norms for ‘males and females are available.

App//cat/on TF\elprrmary use has been in counseling individuals. The specnfnc aptitudes with
which it deals are verbal reasoning, numerical ab|I|ty, abstract reasoning, and clerical speed and

\ . ‘accuracyi < , , \-' e .

]

> . Access: The Psychological Qprporﬁtion, 757 Third Avenue, New York, NY- 1001 7i L

-
. .
. “ o

- - 39 'T/t/e of Test: FLANAGAN APTITUDE CLA,S.S/F/CATION TESTS Y

Description: The tests are a comprehensive aptitude test battery of 16 separate aptitude tests
" . which enables the tester to combine scores on the Skl” fests to measure potential for success in

-

- ¢ ’ .SDECIfIC careers, oo, . : .
< Format The subtests include:’ (1) mspeCtron (2) codlng/3) mer?tory, {4) precnsron (5)
A assemply, L6) scales."(7) coordination, (8) judgment and comprehension; (9) arithmetic, .
¢ " ¢ (LO) pdtterns, (114, components, (12) tables, {13) mechanics, (14) expression, (15) reasoniryg,
S—and (16) lngenu# T.h’e aptitude battery has the. advantageof;elatlng ap'd‘tude patterns to
" Vvocational areas/ However, consndera(bre skil) and pragtice are needed,t$ administer the tests.
The'time for the tests varies from 5 to 40 minutes. A highly trained ,admlnlstrator is meeded

s ’

-
- dueto the lenothjn%m[atlve dnffrculty of administration. - . ~
Stage af Deve/opment _Test literature-indicates that the greatest weakness in the battery is -
.. *itslack of validity data to support many of the claims made in the manual and in accompany-
S . ing wateriais. The tesf literature further indicates that until- moreivalidity data are available, i gl

' Validity' coefﬂcrents for occlipational standards wrth,crrterna of progress and performance in

.. business and clerical“flelds weré‘low for.secretary, typlst stend and saIes clerks ‘ 7
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would probably be best to be extremelytcautu)us in tnferpretrng the meaning of the scares. ,: b"
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Y

Wpplication: THhe tests have been designed for vocational counsellng and asa gunde for pIanmng
a suitable prégram of schx courses.

Y

N Access Scrence Research Assocnates Inc 155 North Wacker Drwe Chlcago IL60606
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40. Title of Test:‘ HALE OCCUBATIONAL ORIENTATION INVENTORY
\ A
Description: The inventory prévides a systematic framework desngned to énable the individuak

)
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toexplore the fattors involved in occupational choice in terms of the relationship between
psychological needs and value fulf'llment worker traits, and job content characteristics.

Format: The scales of the inventory are as follows: (1) creativity-independence, (2) risk, (3)
knowledge-information, (4) belorigingneéss, (5) security, (6) aspiration, (7) esteem, (8) self-

. actualization, (9) personal satisfaction, (10) routine-dependence, (*1) data orientation, (12)
things orientation,113) people orientation, {14) location concern, (15) aptitude eoncern, (16)
monetary concern, (17) physical abilities concerri, (18) environment concern, (19) coworker
concern [(20) quallfncatlons concern, (21) time concern, and (22) defensnveness

Controlled vocabulary-and readability levels make i appropriate to use with reading
handicapped adults. The inventory is untimed, but takes approximately 30 to 40 minutes.
Machine scoring is available. The answer format is free choice, allowing every item to be
answered through a five-point scale ranging from "“essential’’ to “intolerable.”

Stage of Deve/opment Valldlty data are Given for items and for scales, mainly in the form of
dlscrlmlnatlon between dlfferent age, educational, or sex groups. The scales that significantly .
dlfferentnate betwgen & number of occupational samples with numbers varying between 40 and

.125, are presented/However, the norming |nfbrmat;on is vague and- sklmpy, no_norms are .
_presented for women. . s \ -

App/icat/on The in'ventoryyattempts to asdess the relative importance to the person of a
numbgr of factorsrf)r attrlbutes of work Thk focus i isgon occupation behaviors rather than
specnflc ocgupatlo K LI , . .
— ’ i ' : : d . ‘ 1 s ’
Access Schol stit. Testing Service, Inc. 480 Meyer Road Bensenvrlle IL 60106
- ) ‘. '- . '
41 Tlt/e of Test HARR/NGTON/O’SHEA SYSTEM’FOR CAREER DEC/S/O JAKING (COM)

.
-
»

-9

\ L

- Descrlpt/on ThIS‘ |nstrument provndesa framework for self- analys:s of six areas critical to
career dECIS|On~mak|ng occupatlonal choices, school subjects future educatlon or traiping
yplans, job values clarification, abilities, and |nterests L . E ‘

acquire informatidn about the Kinds of jobs they might enjoy. It consists of tfree systems —
depending on whether it is self-scored or computer-scored, com_pufer or lndlvmﬁale interpreted,
or a combination ‘of the two. A survefbooklet and interpretive form are provided for each of . .

. thutmee_systefm—AMreeevaluat&the&x_cdﬁcaLcareer decision- -making areas noted:. The '
"-CDM can-be group or self- admrnlst?ed Small group administration (i.e., ina cfassroom) is

Format The CD%‘helps;mdmduals_to_estabhsh career awareness, make care decisions, and

.

. préferable to mass admlnlstratron nce-it is not a test, individuals may communlcate while -
;‘completlng it. The admlnlstratlon)tlme is 30 to 40 mmutes - e Lo
. _ . - * . e . N
- ' . , 90 N o . .
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Stage of Development: Reliability studies were reported for Self-Scaring System S. Based on
retest and internal-consistency procedures, the reliability was .88 for males and .89 for females..
The normative group consisted of 2,256 males and 2,763 femalgs. Whites, Blacks Spamsh
Americans, and American Indians were represented |n the group. <

-

Application: The CDM assesses educa,nonal def|C|ts and achievements in terms of career aware-

ness and decision maknnqg Currucnuum could then be developed and the need for career counseling .. i
assessed. - e T~ ‘ ) \
Access: D\istributeg by Chro.nicle Guidgnbe Publications, Moravia, NY 13118 . ' ~.
Title of Test: /NDUSTFHAL READING TESY (1RT) S
Descr/pt/om A faurly new test of reading ability designed as a screemng devucéfwrfh applieants =
or trainees for technical or vocational training rograms " . .

L~ Q

Format: The IRT represents an alternative approach to th'e‘measurement of reading skills. It is
specifically constructed so that the students, trainees, or applicants for whom the test is intended
will find the material directly relevant'and meaningful. Some of the reading passages are repre-
sentative of sections encountered in technical manuals; others are written in the form of a company
memorandum. Good performance on'the test is not dependent o’ previous knowledge of the °
subject. The test is appropriate for grades 9 to 12 and adults. Hand-score answer keys and machine
scoring are available through the publisher. Two forms are gvailable. Form A is restricted to use °

‘by industry; Form B may be used by both schools\and indus'try. The test takes 40 minutes. _ -

Stage of Development: Normative data, reliability, and criterion-referenced validity have been s
established on the following groups: apprennces technical tramees vocational high school
students and adult students |n vocationa) tralnmg programs

'
. L3

App//cation Test results attempt to Show whether or not an individual has’the necessary reading
abtlity to make satisfactory progress in technical training. Vocational schools may use the test to
help students select an appropriate program. Schools and companies that provide remedial reading
mstructuon may use it to identify students, workers, or trainees who woutd benefit from such
instruction: 3 . ' :

4

Access: The Psychological Corpgration, 757 Third Avenue, New York,.NY 10017
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Title of Test: JOB ANAL YSIS AND INTEREST MEASUREMENT (JAIM) :

Description: This self-description inventory measures coping skills important to performance

"and satisfaction in work roles. It is designed to measure factors such as ‘‘getting along” (coping) ,

by determining the degree of match between requirements and potentials of jobs and the .
mdnvrduals self reported behavior styles, activity preference\xd values. *

Format JAIM provndes scores for 32 specific scales; for example, seIf COnfudence orderliness,

.perseverance, assertiveness, dependabrhty4 emé)tlonal control, and the like. {t does not-haveto

be admlmstered under test conditions; in fact, one can complete it at home and return it by
mall There is no time limit, but it takes.approximately 30 to 40 minutes for the average white-

.col_lar workér to comp/ete. There is no hand scoring; it'is scored through a computer program.

f
- * .
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Stage of. Develop eht The instrument wgs devel 4d by studying the job and the individual
relatiopshipgtg/each qther. Jobs were studied by analyzing behavior. requurements and satis-
actions and vafue potentlals ofthe job ahd theh making inferences as to personal-scharacterlstlcs

the workers who were, assocrated with job performance and satisfaction. Some prellminary

‘re bulrty and validity data are provided.

<’ ¥ L
Application: Potential uses ‘include individual counseling (compgring oneself to scores of a
norm group and scores of a wide range of occupations and professions), estimating jobyrequire-

ments and satisfaction potential of particular jobs or roles, and assessing personnel decisions.

»

e

44. Title of Test: JOB INTEREST AND LITERACY LEVEL EVALUATION /NSTRUMENT'(J/L.LIQ

pé - .
Aceess: JATVI Research, Inc., 1808 Collingwood Road, Alexandria, VA 223U8 - .

-

Description: JILL is a self-admintstered checklist which elicits perceptions of what the client
wants to do, how he or she wants to do |t and how well the client thinks he or she gan perform.
The extent to which the client thinks he can perform i ig the measure of “aptitude.” The check-
lists for interest and aptitude, therefore are subjectnve meastfres. The instrument is in two parts
The second part is a survey f basic skills, i.e., a simple test of literacy. N

Format: The J LL can be setf-administered or filled in by the counselor, It can be donedin
groups or individually. A counselor can read the instrument to the client and record answers in

.about a half hour or less. A person with eighth grade reading skills can complete the two parts

on his-or her own in 15-30 mjnutes..There are five main questions in relation to job interest
and aptitude. The first deals with desired physucal dspects of potential jobs. The second and third
questions deal with nonphysical job aspects‘and again are forced choice sntuatlons In question 4,
the client is.asked what general kind of work he or she would like to do. In question 5, the,client
indicates his or her “aptitude” by considering to what extent or how well, he or she can do the
spgcrflc,dutles ’ : .
I d A

Jhere are nine questrons in theliteracy level or basic skrIIs survey “The first three corres-
pond to sixth-grade level skills, the next three to eighth-grade leve] skills, and the last three to
tivelfth-grade level skills. Questions 1, 4 and 7 involve the use of reading skills. ‘Questlons 2,5, .

.and 8 involve the use of writing sk|IIs Questions 3, 6 and 9 are computatlon items. The test

ranges firom easy to difficult. There is always the option of "I don’t know."

and c!tent_s are
encouraged to check this response rath er than guess. ' )

b

Stage of DeveIOpment The JILL was put together/f}er use by CETA counselors in Texas. "The
instrument, which is owned by the University of Texas at Aastin, is in an experimental stage.

As such, it is for use with CETA clients only. Initially, permission to use the #est will.be reserved
to those operators who will agree to provrde the k¥nd of feedback information necessary far
revrsron and valldatlon The intent js not arbitrary; rather it is based on the determination to-
provrde an mstrument that offers the highest possible level of validity and reIuab;hty .

- mation that could be of use to a counselor was data that up.uld aid in placing an individual appro-

App//cat/dn The JILL was developed rusein |n|t|af|nterwew sessions. Based upon comments
of CETA counselors, it was felt that if any Testing at all was to occur, the most importapt infor-

priately - The rationale was that if a person could be put in a situation that best fits hlrp or her,
then that pérson*would be more likely to achieve, and some prohlems with client motnvatlon
could be avoided. The |nstrument therefore is a tool that enables the ‘counselor to be of greater

. °
J P - v ) ° - *

-




service to the individual than he or she would be otherwise. It is a way of recordlng data that,
along with other information known about the client, aids the ceunselor in his or hex important
. decusnon -fnaking rocesses.  ° . . .
?

Access: Adult Performance Level Project, The University of Texas at Austln College of
Education, Austin, TX 78712
@
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Title of Test: KNOWLEDGE OF QCCUPATIONS TEST -. - ¢
3 .

%

(]

Description: The test has bggn constructed to measure the extent to which hlgh school students -
have knowledge of occupations. ’

Format: For the purpose of constructing this test, knowledge of occupatlons has been defuned
as information pdssessed by an individual regardlng job descriptions, training, certification,and
licensing, trends, tools, terminology, earnings, and the ability to interpret occupational material.
The test consists of 96 questions grouped into the eight categories noted above. The test has a
forty-minute time-limit and is eitheriand- or machlne scored. . et

Stage. of Development: The.ittms were constructed after a detailed analysis of literature in
the vocational field and of various career materlals used in high schools. Since the test was
initially developed in 1974, parts of it may be outdated. The manual contalns limited snforma
tion on norm groups vaI|d|ty, and rellablllty

Application: The grimary functlon of the test is to provide information for the counselor and .
student. A hlgh score on the test does not guarantee success in an occupation, nor does a low
score guarantee failure. However, ¥e counselor should make cértain that students scoring low
kmve accurate lnformatlon on whith they are basing their career and vocational plans.
T
v
‘Psychologists and Edueators, Inc., Jacksonville, I L 62650 . ‘ B
. g

Access,
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46, jT/'t/e of Test: M/NNESOTA /MPORTANCE QUESTIONNAIRE (M f:Q

v

-

.
L) .
)

Descr’pt(on The MIO isa paper -and- pencul inventory of vocational needs pre{erences for

‘ﬁoccupatronal relnforcers . .

e "3 / .
Format: .The questlonnalre is deS|gned to measure the fQllowing 20 vocationally relevant need
dimensions: Ability Utilization, Achievement, Agtnvnty, Advancement Authority, Compan }
Policies and Practices, Compensation, Coworkers, Cre%tlvnty, Independence, Moral Values,
Recognition, Respdnsnbllrty, Security, Social Service, Social Status, Supervisign- Human < *
F{elatrons Superwsuor;—Technlcal Varlety, and Working Conditions. '

f-the-VitQare avzylable The Pa/red Form presents paars of vocatlonaLnee?]‘ ,
“‘statements; the individual indicates the more imfportant need in each pair. The Ranked Form , '
presents vocational needtstatements in groups of five, and ‘the individual ranks the five needs in

each group accordlng to their importance. The vocatlonal ne{d profiles obtained fr from the P7|red

-

and Ranked Forms are highly smi)ﬂ‘r

. .

THe MiQ can be admnmstered to groups or to individuals, Most people complete the -
Paired Form in 30 to 40 minutes. Thg Ranked Form usually requires 15 to 25 minutes to
complete. Instructlons for. thie self-administration l)f the MIQ are given in the booklgt.. The «

. .
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MIQ booklet and answer sheet ark designed for mduvrduals who can read at tlze fifth-grade level
or hlgher Spanish and Frehch Ianguage editions of the MIQ are avarlable .
Srage of Deve/opment Technical informatiorr on the development of the MIQ, reliability-
and validity information, nogmative data, and |nterpretat|ons of sample profiles are provrd#
in a manual. . .

M . f ) Al - ‘,' . . g . ‘2

Application. A related document, the Counseling Use of t/ie Minnesota Importance Questign*
naire, is a manual describing the use of the MIQ as a counseling tool. Jt contains information
essenna.Lfor the counseling mterpretatnon of MIO protn[es and examgples of its actuarlal and
clinical applications. . . o . .

1
, Access. 'Vocﬁ"ronal Psychology Research, Department. of Psychology, N620 Elliott HaII c
Unwersnty of Minnesota, 75 E. River Road aneapolls MN 55455 -

Title of Test: M/NNESOTZ\ VOCATIONAL INTEREST INVENTORY -

.

- . . ‘ - . &, .
. Description. This interest inventory is designed to measure interests in nonprofessional occu-

-

o

pations for men and boys over 15 years of age who are not planning to attend college.

Format. The inventory consists of 158 triads of statements descrlblng work actiyities. The test
taker indicates the one activity most liked and the onge activity least ‘liked. Scores are obtained
for 21 occupational scales and nine area scales. The area $cales are: (1) mechanical, (2)’ health
service, (3) office work,(4) electronics, (5) food service, (6) carpentry, (7) sales-office, (8) clean
hands, and (9) outdoors. The inventory is untimed and takes approxrmately 45 mlnutes to
administer. A trained counselojshould administer it. )

. -~ w

Stage ofDevelopment Originally it was developed to appraise the interests of Navy enlisted
men and to assist in their placement. It is not designed for women. The manual warns that
mterests)ro_not imply ability and could cause misuse of results.
Application: The inventory islprirnarily for use with students interested in skill trades
curricgla, ’ ’

I .
'Q‘ PRI 13 ! LY
"Wm

Access The Psychologlcal Corporatlon

‘9.. . »

»
Q‘S? Thlrd Avenue, New York, NY 10017

e

48.- T/'t7e of Test: OHIO VOCA TIONAL INTERES'T SURVEY (OVIS)

Descr/pt/on An interest survey designed to assist students with their educatlonal and voca-
tnonal planning. : . .
Format; The Interest Inventory, comprising 280 work activity items, Yields a profile of the
student’s interests along 24 scales representing all occupations in the 1965 edition of the
Dictionary of Occupational Titles. The Student Information Questionnaire gathers background
mformatnon about the student’s occupatignad plans, school subject preferences curriculum  ~
plans, post high school plans, and vocational courseln-terests Also included in the question-
haireisa local survey section which enables users to ask up to eight additional questions of local
interest. It is appropriate for use in grades 810 13."

. .
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Avanlable for wse.with OVIS arerthe GCde to Career Explaotation and the Career Explora-
tion £8aflet’ The guide contains dgtailed descriptions of the 24 job clusters represented by the

OVIS scales and a special information section for gundance counselors. The leaflet is a four-page -
‘worksheet designed for use with the guide to help students identify and record information
relevant to their educational and vocational decision making. No hand-scoring keys for OVIS

, are provided since hand-scoring would require scoring each document 24*times. The Psycho-
logical Corporéation’s Soornng Service processes the answer documents.

Stage of Deve/opmenta Percentile ranks and stanmes correspondlng to the 24 scale scores, by
grade and sex, are available. - . :

K

App//'cat/'on.' For use in counseling and career planning.

@

“Access: The Psychological Corporation, 757 Third Ave'nue, New York, NY.10017

;

~

Title of Test: ‘RATING S ALES FOR VOCATIONAL VAL UES, (NTERESTS AND-
ARTITUDES (VIA) "

Descr/p»t/on These ratlhg scales attempt to integrate a studeqt’s self-assessment of vocational
values, interests, and aptitudes for several oGeu pa{aohal areas, to determine the extent of interest
in 20 areas abpllcabie to career planning, to ascertain the degree of aptitude a person believes
" he or she possesses in each, and to discover the amdunt of valye a person places on each of these
‘lassifications. :
Format: There are three rating scales; each is presgnted on a separate sheet with instructions
printed on the scale itself. Each scale consists gthe same 60 activity items to which an
individual responds, using a seven alternative résponse format. These aItematlves corresponding
Yo the approprlate scalé,,are described on the front of each rating : scale sheet. Answers are
marked directly on a dlsposable sheet. .

Stage of Deve/opmen{ N'orms are based on responses of high school.and coIIege students.
Percentile Tonversion tables based on the responses of 645 individuals are presented separatel

for males and females. : - . ’ .
" . . SN ‘.

4

Y

' 'App//'cat/'on " The scales provide the means for effecting an integration of vocational vaIues/
interests, and aptitudes-to produce data whnch may be dpplied against the requirements of [
occupations as the individual progresses toward' achieving that degree of compatibility between
oneself and the world of work which establishes bases for involvement in a-wise career plap.

.

Access: Education and Industrial Testing Service, Box 7234, San Diego,_ CA 82107 -
[l - ”

, R ' - — ]
Title of Test: SELF-(D/RECTED SEARCH (SQS}'— 2°Forms Regular Form E° i
Description: . The SDS i is a self-administered and seIf scored counSellng aid based on HYlland’s
theory of vocational choice. Separate sections determine a person’s’resemblance to each of
six occ;gpatlonal or personality, types: redlistio, investigative, artistic, social ,_enterprising, and
conventional Form Eis approprlate for adul)g\wrth llmlted reading skills.

[4




. - -
¢ P
« Format. The SDS consists of 228 items including items refated to preferred activities, compe- ’
tencies, S¥cupations, and self-éstimates. The scores of the SDS are in three letter codes related ;

< to Holland's six personality types. An occuggtiorial finder is available to look up grades. The

: SDS is suitable for persons aged fifteen and older. The upper and lower limits have nb; been
well investigated. Thirteen: and fourteen-year olds have taken the SDS successfully when it is
administered jij groups of three to five. People with high school education usually have little =
difficulty. Most people complete the SDS in 40 to G%inutes.

Stage of Development: |n terms of reliapility, the corrected split-half reliability coefficients
for the summary scales range from .83 to .93. In short, the 38-item summary scales formed by
,adding all R-items, all I-items, and so on, have a high degree of internal consistency. In terms

. of validity, a new scoring procedure for the SDS has the same predictive validity as the old;'the .
shift to a simpte additive scoring scheme has not affectechthe predictive validity or the codes
obtained from ghe SDS. ) )

Appljcation: The SDS can be of useto the rehabilitation counselor with a large caseload. Use
of tHe instrument could stimulate vocational choice exploration and possibly reiuce the time

required in face-to-face contact with the client.

. -Access. Consuiting Psychologists Press Inc.,.577 Colllege Avenue, Palo Alto, CA 94306

- .o . -

* . > & - N \’
51. Title of) Tese: THE STRONG-CAMPBELL INTEREST INVENTORY. (5Ci11) . °
Description. This interest inventory gives persons information about themselves and what will .~
. help them nhake decisions about their life plans; it provides information te counselors and other
\5 professighals and helps in 3tudyihg groups of persons. ~ .

Format. This revision and extension of the Strong Vocational Interest Blank merges the men’s
. and women's forms. The Inventory is in seven parts: Occupations, School Subjects, Activities,
‘ _ Amusements, Types of People; Preference Between Two Activities, and Your Characteristics.
It yields scores on six General Occupational Themes, 23 Basic Interest Scales, and 162 Occupa-
tional Scales. x '

~ - - .

N T average time for completidn of the inventory is 30 minutes; the reading level is about

- sixth grade. The SCI! has been found to be most beneficial for persons oyer seventeen years of
age. chriﬁg is too complex to be completed by hand; a scoring service-must be used. Profiles
that relate the-General Occupational Themes to the Basit Interest and upational Scales are
the usual output. H&wever, some scoring services provide interpieti\fe&iles printed individually '

by computer. « .

]

Stage of Development: Two-week and 30-ddy test-retest correggtions are presented for each set
. of scales. Médian correlations, even for thé shorter General Occppational Themes and Basic
. Interest Scales, are above .86 for the 30-day intervat and above .90%for the two-week interval. Y
. . The General Occupational Themes and Basic Interest Scales have content validity due-to the ’
itent selection ‘procedure. Each type of scale’ presented fias™ tvalidity; .epersonsin -
. specific occupations score'high on appropriate scales. ‘

bt

’ ‘ ¢ ' ‘ oge
) .. __Application: The SCJI permits the counselor to discuss bread themes besides specific occupa-
tions that may be more appropriate for refiabilitation clients. t . .

Access: Stanford University Press, Stanford, CA 94305 - . 7
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52. Title of Test: TEST OF ‘ADULT BASIC EDUCATION (‘(ABE) o

.
«‘.?‘

Descr/pt/On » TABE is an achievement battery (reading, mathematics, and language) intended
for adults atgrade 2 to 9 reading levels.

Fofmat, e test is inténded to establish the level of instruction for adults should begin amJ
to identjfy Y instructional needs in the basic skills. Subtests are: Readmg (Vocabulary, Compre-
he'nsio .'Mathematics (Computation, Concepts, Problems), and Language (Capitalization,
Punctuatron Expression, Spelling). .

;

dlfferent levels of proficiency in ‘the skill areas. The levels are E (easy) M (medium), and D
(difficult). The working time forpach test sectiqn represents the time that elapses from the
beginning to the completior’ of-:f&ests {Level D— 1 76 minutes; Level E—94 mlnutes and

Level M—158 minutes). Adherence to exact time limits is important.  * ' .

. Two types of answer sheets are available: the complete battery answer sheet wrth all test
.“Sections on'a simple form, and the SCOREZ answer sheet with sepatate forms for the reading,

- mathématics, and language skills ayeas. , . L
. Stage ofDeve/o ment. Norms are baseu on 1963 standardization of the 1957 California
__ .Anhremement t. No adult norms are available and minorities are not mentioned in standardi
. zation. °

. ’

App//carlon The,results from the batteryo'cargbe, usec to place students in appropriate learning
groups, and to select educational m éﬁer Is-for students#to use in overcoming deﬂcrencnes
+ ° revealed by an-alysns of their tesi perfo anee. < gL

.

Access CTB{McGraw HI” Del Monte Research Park Nlpnterey, CA 93940 (maln offlce)
N ‘ . Hﬂ N .
-y . ) - ‘ s ) . . ’
53. T/'t/é of Test: VOCATIONAL /NTEREST EXPERIENCE, AND SK/LL ASSESSMENT_ (VIESA)
Description: This |nventory (VIESA) covers three areas: interests, experlences and skills.
’ ”Data ldeas,,People and Things’’ dimensions are used to rntegrate information about “Self and
the World of Work.” = " , * .

« -

Form The inventory fotuses on students in grades 8 to 12.7It is easily talgen and self-scored "
" in 45 minutes. VIESA enables students to relate themselves, through a World of Work map, to
> six job clusters and 25 job families spanning the entire world of work. The job Glusters are ..
compatrble with the typoldgy in Holland's theory,of careers. Job family cﬁs cover 650
occupatlons employing more than 95 percent of the U.S. labor force.

» VIESA consists of a Career Log énd Gurdebook for students and a 48-page user ‘s handbook
for teachers. The log and guidebook ¢ontain aids to students for taking and scoring the inven- «

-tories—The-handbook-presents suggestions for schoe’mse%#%&%#transeareﬁey—master%r

'dlscussmn guides and other aids to facilitate group introduction, discussion of results, and
follow through. VIESA also is compatible wnth the ACT Career Planning Program whlch also-;
contains an ability test battery. R .

.

/Stage‘of Deve/opment VIESA has heen natlonally normed Rehabrhty and vahdrty data are
summarized in the user's handbook. :

'

-
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“ g \': .
é &r,\ » . - /
‘- . / .
Application: The program is intended for use by counselors, teachers, or supervised parapro-

v \,Tl fessionals and is intended to help students expand self-awareness, develop career awareness,
_+ and identify personally relevant career options. :
t -~ P
Access: Test Departngent, Riverside Publishing Co., 8420 Bryn Mawr Avenue, Chicago, IL :
60631 ‘ . . . .
‘ . > . -

-

G
' 54. . Title of Test: VOCATIONAL PLANNING INVENTORY

- .

. e * .
-Description: Thisis a comprehensive testing prograr-

dividual predictions of

“easuring-anndividual’s—

* syeeess-in-the-major vocational curriculum-areas

. also transforms the rgsulting test
would most probably recei_\'/'e in courses °
vcational arjd, aca’cj@mic subjects as a'whole.

general abgity, specific aptitudes, achieveme

. score data into estimates of thesaverage -

.. in specific vocational curriculum are
Forma?r The battery consists o0,

Index, the SRA Verbal Form, the

.1thmetit Index, the SRA Pictorial Reasoning
-y ©f Interpersonal Values, and various.subtests of the

. . Flanagan Aptitude Ctassification Testand Flanagan Industrial Tests. It is appropriate for.grades
%8 to 13. The time for administration varies between two hours and 25 minutes and-two hours
and 50 minutes. * - _ ) s, :
g ; < —_— e — -

. Stage of Development: No information was available on intércorrelations.
Application™ The programs are not to tell what area aspérson ‘should enter. They are intended

AT

only to tell something about how good one’s’‘grades’ are likely to be in each of several .

curriculum areas. ) . s . -
- 9 N N _'5 - - -
_Access: Science Research Associates, Iric., 155 North Wa'cker'D,r‘ivga, Chicago, IL 60606
. -, N N L7 1 L )
. P e T .. L
5. Title of Test: WIDE RANGE ACHIEVEMENT TEST (WRAT)™" - 5 .
- . _ Description: The Wide Range A_éhievgment Test (WRAT) is a tool for the study of progressin

coding aspects of basic school subjects. It studies the sensory-motor skills involved in learning.
It does not duplieate other tests of comprehension, judgment, reasoning, and generalization.

° ~
Q

. » Format: .The test has three subtests: (1) reading (recogﬁizing and naming letters, pronouncing
waords), (2) spejling (copying marks resembling letters, writing names, printing or writing words
to dictation), and (3) arithmetic (counting, reading number symbols, oral and written computa-
tion). Each subtest is divided into two levels: Level |{agés 5-14), and Level 1! (ages 12-adult).
_ Different sections of the WRAT have varying admnistering #structions. Some sections must be
‘ - givenonaone-to-onk basis (i.e., reading aloud). Other sections can be adninistered to small groups
of up to five individuals (i.e., prespelling section). Some sections can be administered to large
- - groups (i.e., arithmetic computation). Dueto. the naturé of the different material tested on'the
. ; tons-are-timed-ona-ten-seconid basis. Ophers are timed in terms of minutes. — .
-Altogether the WRAT takes 20 to 30 minutes to complete. )

Stage of Development: No attempt made to obtain a répres,entative, natibnat sampling for

noriming; seven states were used. Ethnic sampling was npt discussed. e -
. ; ' ) + )
- . 4 [4 ,
* w / 98 , ~
. \:\ -, . <
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56. Title of' Test: WIDE RANGE INTEREST-OPINION:TEST (WRIOT) ' o .

Applications: The follownng applications have been suggested for the WRAT: The dmgnosns of -
reading, spelling, and agithmetic disabilities in persons of all ages, the establishment of degrees

of literacy and arithmetic proficiency of mentally retarded persons, the checking of school .
. achievement of adults referred for vocational reHabilitation and job placement, and the selection
of students: for specnallzed technical and professional schools: ' “

Access: Jastak Associates, ¥nc., 1526 Gilpin Ave., Wilmington, DE 198‘06 ‘

p e

.
!
r -

*
“

Description: The approach here is to attempt to develop an inventory of work interests and
attitudes by portraying a variety, of human activities in pictures. . Lo -
Format: The Wide Range Interest Opinion Test was desighed to cover as many areas and levels

of human activity as possible. The activities portrayed in pictures are “repreSentative of those
listed in the Dictionary of Occupational Titles. They include a wide gamut of work fsom
unskilled labor through technical occupations to profeSS|onal and managerial positions. They
are not limited in scope and, therefore, do not mtentnonally discriminate against any occupational
category or level. Specmcally. the instrument consists of 450.pictures arranged in 150 combina-
tions of three. Males and females are given the same 450 pictures, but the results are analyzed
differently. The pictures are spiral bound in a@Te-ysable booklet, or on a 35mm anstnp The
answer sheet can be hand-scored or machine- scored

The report form consists of a bar graph, space for raw and T-scores, ant work 'and attitude
descriptions on the front page. An explanation of the terms for the subject’s use is printed og .
the back of the form. In addition, the remaining WRIQOT components consist of a setlof overlay
stencils for hand scoringand a'set of.job title listings relating to each intgrest area measured: b
There are 24 stencils for male and 24 for. females and 18 separate ;ob title lists identical to
those in the manual; -

Stage of Development: The manual provides only limited data on test reliability and validity.

-

- Application: The specific choices may be used in vocational counseling and career planning.

" A copy may be given to the client for |ndependent planning, future reference, and consultatlon &

with counselors. . N ¢ - s
. ! «? o -
+ , Access: Jastak Agsociates, Inc., 1S2§ Gilpin Ave.; Wilmington, DE 19806 '
‘ . . - ' ' /l 3
57. Title of Test: WONDERLIC PERSONNEL TEST . . e n
-r - s

Descr/pt/on This test is essentially a tool for examlnlng mental ability levels and is |ntended -
“to be used as a selection instrument in hiring and PSlacigg applicants and also as an indicator of
futuge possibilities. . . \ \ o R — e =
] ) .- ' ', L]

Format: The test reqhiresonly' 12 minutes. It is.practically self-administered. For this,reason
it is easnly adaptable to business situations. All the directions are given on the first page and
sample questions indicate to the applicant the type of quéstions he or she will find. The fifty
items on each form constitute the examination and are answered by the subject without inter-
ruption.gest items include Analogies, Analysis of Geometric Figures, Arithmetic Proble_;ps,

..
¢ . *
, v i . .
-~ v v ‘ ot
~~‘ . — .
[ 3 -

. . . . -

Y




‘ Disarrafiged Sentences, Sentence Paréllersm ith Prayerbs, Similarities, Logic, Definitions, )
¢ . Judgment, Direction Following using Clevical Ite patial Relations l%ms etct There are , .
: fourteen comparable and similar forms in current use N

- S,tage of Development: The test and each of the fourtgen forms have been '?andardlzed in ..
. businegs situatjons on adults ranging in age from 16 10 65. A full rangje of wprk backgroundsq .
and situations hgve been included in the many normative pepulations used#Compgrative norms ~ .
for Iarge groups of adults applymg for jObS are given in the test manual, . .-
- o .o \
5 -
. . Application: The test was designéd for adults in business and industrial situations. ', .

- - - ~

——+ —Access: E.F, Wo,n'dedic_&_AssaciaLes,;an,FP.O. Box 7, Northfield, YL 60093 : .
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. "% SECTIOND . . ,
) EXPLORING THE RESOURCES IN
A COMPARISON OF COMMERCIAL

<L VOCATIONAL EVALUATION SYSTEMS -

o . ' (Botterbusch) . '

. 'j'wo excellent resources on work sample assessment exist: Back.er's Volume 1/ (1979b°) and
this study by Karl Botterbusch (1980). Anyone responsible for selecting work sample devices should
be familiar with both. Botterbusch reviewed fourteen such devices; Backer reviewed thnrteen

. Botterbusch’s analysns is referred to here since it |s somewhat more comprehensuve
S
The numbers in the followmg descrlptlve charts refer to the numbers listed in the outlme belgw
* that was used in Botterbusch’s analysis. As you are reading the mformatnon on the charts, you: ma?
.Reed to refer back to this outline. T
1. Developmeiit t i} d .
a. Sponsor ..
b. Target Group L '
c. Basis of System
N . .
' 2. Orgaméatlon ) <
a. Number of Work Samples X ) .
‘- b. Groupmg of Work Samples . )
N c. Manual . ) ) RS
; ) 3. Phymcal Aspects " BEEREY .
\ . -a Pac'kagnng of Work Samples __ . . . ] 3
¥ b Durablllty ‘ . . . ’ J
v ‘ - < c. ExpendableiSupplies . . ~ . L : -
-~ d Regh&ment . . ' ’
ook, _ , Y i
. 4. Work Evaluation Process \ : . e
. a. Preliminary Screening . ’
b. Sequence of Admifistration ’
c. Client Involvement PR ty ) .
4 . a- . . Py
d. .Evaluation Setting ¢ . £
| e. Time to'Cqmplete Entire System,
S R
5. Administration- oo T :
a. Procedures, . ‘
b. Method of Instryction lemg .
. - c. Separation of Lear‘nmg/Performgnce
d. Providing Assistance to Glient )
="+ e. Repeating Work Samples N
o
° - N -
ES t &
, A - 4 . *
~ K
. \ 4 N - R . ‘
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* 6. Scoring and Norms

. .Timing v

. Timing Interval .

. TimeNorms “
. Error Scoring

. Scoring Aids - .

. Quality Norms

. Emphasis in Scoring

e +~0CcOoTw

<

7. Observation of Clients
a. Work Performance 3
b. Work Behaviors
_c. Recording System, .* . ">
d. Frequency of Observation

8. Reporting
a. Forms
b. Final Report ,Format
9. Utility
a. Vocational Exploration
b. Vocational Recommendations
“c. Counselor Utilizatign .
10. Training in the System
“a. Training Required
b. Training Available
. ¢. Dugation
d. Follow-up

11. ﬁa.ch nical Considerations
-a. Norm Base
b., Reliability
c: Validity . °

L

. \
12. Reviewer’s Summary and Comments «

13. .Addres$

.

14. Cost (as 6f mid-1980)’

«

b

ot
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58. COMPREHENS[V;:' OCCUPATIONAL ASSESSMENT AND TRAINING SYSTEM (COATS)

1a. Prep, Inc N ,

b.., manpower, sed%ndary educatlon and rehabilitation

c. (research studles of need areas : . -
2a. 4 components—job matchmg, employability atfYtudes, work samples and living skills

\b' 26 work samples; each is Independent .
c. separate manual for each component contains all details J
3a. eachrseparately packagé’d 14\ a portable container . )
"b. durable .
C. wood sheet metal, wure tc.
d. supphes locally
4a. not requnred 5
~b. components and work amples may be given in any order
c. extensive client involvement e
«d. classroom atmosphere . '
e. 52 to 93 hours
C . o} R ' '
- ba. specified in detail - . . jf\ .
b. audiovisual ) . .
Ty overy little  * - * . v
d. little assistance after timing begins * . » ‘ '
e. not specified w : .
« Ba. . evaluator times client or client times self -/\

~

»“  b.#not specified
c: . computer generated scores, hand scorqd ‘option for work samples

e .

d: ‘compared to standards
, e notused
f. skill rating .
£ 0. quality - - LY
Za'.‘ . no factors rgcorded a
: b." some factors defined
. none used; mumber of behaviors recorded -’
d. not specifi o : . .
8a. standardizefy forms for all phases
b. computer Hased printout, four page optional hand scored evaluation report
9a. ‘extensive ccupational information given to client
. b, specnf:c,,jo s and groups of jobs ~
“vc. designed for client self-interpretation ,
‘10a.: no” ‘ ..
" 'b. vyes- .
¢, 3-bdays o
. d. vyes




1 \ ¢ ’
11a.  student noAms on work samples ~ .
b. datain manuals ' ) A
. c. datain manuals
12. Reviewer’s Summary and Comments — The COATS is the most comprehensive evaluation

system presently available for use in educational and, rehabilitation settings. The system
is Ioglcally consistent, well designed, and based on a wite range of research studies: Two
unique aspects are: (1) the emphasis upon the client using the results of the assessment
\ - to plan and, hopefully, change his own behavior and (2) the fact that each component
,can be used independently. This means that a facility could use, for example, the Work_
Samples and Job Matching Systems in an evaluation unit, the Employablllty Attitudes
System in a-work adjustment program, and the Living Skl”S System in a literacy training
, program, The COATS was designed basically for school populations and this results in
several potential problems for rehabilitation facilities: (1) the clignt must be able to read
~ atabout the eighth grade level to use the written materials effec&@ly, (2) the useof
audiovisual format and separate answer sheets may present some problems for persons
with hearing, visual and/or learning handicaps, and (3) #cept for the hand scored work
. sample option, the turnaround time of one week is a‘problem for facilities that typically -
have a two to three week period of evaluation. From a technical point of view, the
N weakést component is the Work Saraples, which do not preseritly contain adequate
norms. . L N )
| . '

13.  Address: Prep, Inc., 1575 Parkway Ave., Trenton, NJ 08628

) 14. , Cost: The cost of each component is as follows: ¢ . . \
1. Job Matchjng System (15 cartridges, manuals and’ T T ‘
forms for 20 persons) . " $2,080.00
. 2. Employability Attitddes (6 cartridges, manuals) =  « ; 1,285.00
B 3. Living Skills (6 cartridges, manuals, and formsfor 20 persons) °***  1,275.00

4. Work Samples =Price of work samples, range from $435.00.to $1,458.00; the
: average price is'$897.00. Each work sample comes with tools, cartridges, guides, -
angd consumables for 20 persons. Average scorlng cost per worF sample is $5.00
per person. R

-
-

.59. HESTER EVALUATION SYSTEM

(R

X 1a.  Goodwill Industries of Chicago . A .
‘ b. all intelligence levels, physically disabled ‘
c. DOT . ’ .. . . -
©2a. - 28 test scores ] - oL ‘ ..
b. grouped into 7 factors | i coL e
*Cc.  contains most system details . . W) ot
3a. some individually packaged = N Poh
b. estimate fairly durable ' L
» c. staples and paper ' . ' E Vo~
. d. supplies lodally, parts from dlstrlbutor . 5 -y
) \ | : Co 'R ’ '
. - . . ‘ o ' )
. -
T 104 .
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.

4a.
b.
c.
d.
e.

6a.

Ba.

a
b

L
d
e

a
b
c
d.
e
f
g.

not required
no specified order - . .
little during testing

formal testing setting B

5 hours

omits many details : . .
oral and demonstration

“hot applicable

no assistance after timing begins
if necessary, after two weeks

P

N7 v »
evaluator times client .
varie§ with type of test | S ’
no separate time horms given 3 S e
no separate errof scores given _ o T ,
not used - . !/

notused - .
time to completion of numbéerof respomses

<

7a, b, ¢, d. Because the Hester uses p,sychologlcal and psychophysacal tests, no behavnor

8a.
b.

* Ga.
b.
c.

A0a.
b.*
C.
d.

11a.
b,
c.

12.

observations are made . ' )

standardized forms for all-phases & .
computer generated report |IStS specific jobs and-other data .

ittle use to client ’ . : -
completely related to DOT . ’ )

designed for counselor’s use PR,

ves , ] .
yes .

2days . ° C . ’ |

not specified® _ e . PR . -

little information available .
test-retest reliabilities high - -
manual contains very little data - /

Reviewer’s Summary and Comments — The Hester uses the trait-and-factor approach
that has been used as a test development model for over 40 years. This approach has
proven successful for many psychological tests. The Hester attempts to presenta -
picture of the client’s abilities and to.match these abilities with the structure of the
DOT. The logical stricture has-a definite appeal to persons who stress ability testing

as part of the vocational evaluation process. |t must be emphasized-that the lack.of
detailed information on the development and the validity of the system is a major
source of concern. While descriptions of the development procéss and the scormg L@

procedures are cgmcal for all work sample systems, they are even more-critical in a
sy§tem that handles a large mass of data in ways that are not really ava%able for the
user’s inspection. The lack of details on the process, coupled wjth the almost total

W . R

b
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B

lack of technical data, force the-potential user to accept the results on faith. The Hester
realizes the need for occupational information; interest determination, accurate
ehavioral observations, and evaluator interaction with the client. The Hester could be
est described .as.a  very Ioglcaj series of tests desngned to relate client abilities to the -
Data—PeopIe—-Thmgs hlerarchles of the DOT. The system is probably hest used for
mn’dal screening at the begmmng of the vocatlonal evaluation process. .

I

Address Evaluatlon Systems’lnc 640 N. LaSalIe St., Suite 698 Chlcago IR 60610

Cost: The total cost per installed system is $7200.00. This fncludes all testing equip-
ment, paper-and-pencil tests, data sheets and forms for 100 clients, and-training.

¢
+ ’ -
. <

60. JEW/SH EMPLOYMENT AND VOCAT/ONAL SERVICE (JEVS} WORK SAMPLE SYSTEM

1a.‘
b.

- assistance lpyvers score

- random check, compared to standar&s - .

- extensive observation - .

.

U.S. Department of Labor .

. initially for disadvaritaged = -
DOT

28 .
10 Worker Ttait Groups ‘ ‘ .

contains all systein details . : , . .
each work sample packaged separately ’ )
very durable - . . . - . .
paper, fa!arlc string .z . v
rhost purchased locally_ —- . . S
nonrequired o . .
progressive from easiest to hardest
some, - -

realistic work.setting stressed ,
6-7.days * s o . .o
specified in detail - . ‘

oral and demo'nstratlon ’ .o T .
minimal . '

not recommended R o ) .,
client'uses time clock
frok end of instriictions to completjan of task
ratedon 3 point scale

minimal use * ,
most rated on a 3 pomt scale
tirne and quallty given equal weight .

16 specific; 4 gerieral factors specﬁled . )
clearly defmed . :
3 point’ Fating scale. . o

.
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McCARRON DIAL — WORK EVALUATION SYSTEM (MDWES) T

1a. McCarron & Dial : AR
b. mentally retarded, mentally ill, learning disabled 4 ) R
fc; 5 neuropsychological factors’ Py, . *
1 ) .""é ‘ ) ‘ ( -
2a, 17 L .
b. groupedinto 5 factors ‘
c. 4 manuals; very detailed - . € -
. — ‘ < -
3a. .5 separate briefease-like kits . c. , —
b, ~ not appllcable : . : < — g T _ art
+ €. no consumable materials used . ) : :
d. must be ordered from manufacturer 3 , - )
. o Y . N ’ ~ ' L

- yes

"/

N
[y

- standardized, forms for all phases
. standardnzed format recommends Worker Trait Groups

limited use ¢ . .
highly related to the DOT - ) . o a /
orientated toward counselor . - ? '
\’ o .
yes oo : s Lo
ves - . '
1 Week. . .

»
.

1100 clientg
no data available

no recent data are available . » . ;
we 4 ' ' .

L, ‘ N ) e ) T

RepieNver’s Summary and Comments — The JEVS System is a highly standardized and

well integrated procedure for client evaluation based on ten of the DOT Worker Trait

Groups. The strongest points of the system. are its stress upon careful observation and

Aaccurate reéordmg of work behaviors and performance factors. The use of a trait-and-

factor approach ties in well with the assessment of specific abilities. The major problems

with the system gppear to be the abstract nature of many of the work samples, which " , )
hinders vocational exploration, limited evaluation feedback to the client, and the lack Py
of job information presented to the client. The system is best used when dithorough - ‘
evaluation of the cllent s potential is desiréd. ] ¢

Address: Vocatlonal Research Institute, Jewish Employment and Vocatnonal Selvice, .

1700 Sansom Street, 9th Floor, Philadelphia, PA 19103 . B -

Cost: $7,975.00 includes aII work samples and forms, shipping, tuition for training

one persqn in Philadelphia and one on-site visit by JEVS staff. The cost of transportatlon .
and living expenses for the perso# to be trame'd and for the'dEVS staff for the one on- -
site visit are not Included in the price. . . "\Z

-




LT 4a. client interview ' .
b. inorder by factors - \ ' o

C. encouraged

d formal testing and workshop

e. 2 weeks recommended : . . o .

S5a. specified in detail
b. orgyand demonstration
c not applicable
' d. little assistance provided ,
e if necessary ) ’

. -~ ¢
L. .6a. evaluator times client ‘ . .
b., specified time limits * '
L - . C. some separate time norms ' ‘
. d. , compared to standards .
e. not used : . . .
\ -~f.  combinet with t|me norfns for overall score
g. quality
7a.  factors identified ‘ ' :
. < b."" clearly defined BN )
> AN 2 separate instruments used o, . ) 4 N
. . d.  2houyrs foy 5 days | : T . - 1 e
T gar sta_ndard;ized forms for all areas * - ; ) '
, b. profile of résults and recommendations R N ‘
1 Ny . - . 'Y e
R R . .
oo 9a. little use to client’ g
? 1 of 5 program-areas is recommended . g . ' ) -
disability .determination ’ '
“10a. ves. . . L T -,
~ + b, Tyes” ) .
, c. 3days: : ) o .
' d. not required . . .
. N . < 1
¢ ’ . . i ’ - <
. * 11a.,  several groups of disabled clients . . s
. b.high .80s; low .90's . ) : .
c. considerable data in manuals separate studles in I|terature . -
12. Reviewer’s Summary and G‘Dmments — The McCarron-Dial was desngned for the purpose ' - \
" of assessing the mentally d|sable?l per$on’s ability to functlon It uses a.combination of . .
widely accepted individually admlmstered psychological tests, assessments of fine and * .

gross motor ability, and an éxtended period of observation. Rather than discard those
tests which have proven useful, or to rely solely on performance and behavior observa-
» tion, the McCarron-Diakattempts to combine them intq,a single prediction tool. It is
encouraging to note that some detailed, well-designed studies have been conducted with
the MDWES. In a vocational evaluati®n setting, the 'system may achieve its best use s
TN a preliminary assessment devnce for assessing general levels of functioning prior to a
- systematic exploratlon of mterests and specific skills. - Y

.
« . - -
. - - .
. oo . ¢ .
(W . o - ’




v . 13.  Address:. McCarron-Dial Systems, P.O. Box 4562L/1Ies TX 75245
: L 14. Cost The five separate kits are priced as-follows:’ i
Auxiliary Companent — $168.00 SSSQ —-$125.00
. HVDT = —~ 296.00 HMMT — 480:00 )
MAND ¢ 336.00 . . .
Manuals are included in the kits; howgver, manuals may also be purchased sepa"rately.
’ '\ . . »
" ’ -
) 62. ,MICRO-TOWER : .
. ~
1a. ICD Rehabilitation % Research Center- ' R
b. general rehabilitation population ' . y .
‘ c. ,DOT . -
’ ., 2a 13 -~ .
b. 5 groups of general aptltudes , !
c. . general manual, separate manual for each work sample contains all system details
‘ * 3a. each work sample packaged separately * . o
b. durable . , ! - .
c. wireonly . . ) ’
d. all forms locally if desired )
' 4a.  not required
. b. discretion of evaluator
c. extensive'client involvement
d. o combinafion of formal testing and cou nselmg . - .
e. 15-20 hours . - '
» ~ ¥ - bd 4 ‘
Ba. specified in detail’ N
b, audio cassette, evaluator demonstrations
c.  stressed, almost fotal
d. no assistance after timing begins
* e. notspecified ' -, .
: Ba. cassette tape s i L L
' . b. specified time for each work sample .
. C. « no time norms used ’ .
d. number completed; pieces correct Yoo . ., .
e. some use .
’ f.  rated on 5 point scale .
*y ) g emphasis on quality ‘ '
: 7a.  no specific factors defined ‘
b. 5 work behaviors listed . "
C. ° none R ' ., s
d. frequent observatlons expected > :
- \ 8a standardized forms for all phases
. S b. 3 separate forms used to report different results
o ™, - .
<~ ' <4 !
. 109 ) LN,
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~ . - -
»
' ¢ AR . .
9a. - some diréct client use ) ., ‘ .
b. related to DOT . , )
. ( -+ ¢. designed for counselor use .- . R
10a. no A . g . . -
« . b. yes : . .. . A L .
¢ ~ ¢ 2or 3~days . L, o~ .
d. notspecified . . . . - . <
.- > ’ R . & .
‘11a. 19 different norm groups \ oL .o 7
b. adequate Qgta in manuals; high reliabilities . .
. e construct concurrent validity reported - | . . .
- . -
12.  Reviewer’s Summary and Comments — Micro-TOWER wayhest be described as a group )
! aptitude battgry that uses work sampling techniques as the assessment nfethod. The @
system claims to measure seven of the nine aptitudes that are used in the'Worker Trait
* Groups arrangements$ of the DOT/GATB. The system has the advantage of being group-
administered in a fairly short period of time, thus making maximum use of evaluator
time. The system attempts to go beyOnd the mere assessment of aptitudes by providing
occupational information and group discussior. Adequate norms are,available, except
. *for employed workers The system generally takes a standagdized, psychological test
approach With emphasis on carefully controlled administration condmons the separation
. of learning from pgrformance and the reporting of results in terms of percentlles One of *
the most encouragmg aspects of the Micro-TOWER is the apparerit cgncern with continued
development and refinement, as evidenced by the numerous technical articles. One major
' . problem with the system is the lagk of thorough behavioral obs%tional materials. . o i
Another possible problem is the convérse of the advantages of a ghQup administered test ‘
. . —the eyaluator may not be able to provide the client with the one -to-one relationship .
that is needed for some severely disabled persons.
m-.
13. Address: Micro-TOWER, ICD Rehab|lfat|on and Research Ceﬁter 340 East 24th St.,
. New. York, NY 10010 . . .

[ N ‘
14. , Cost: The cost of the Micro-TOWER depends primarily upon the number of clients
‘being tested in the group. Each client requires a complete set of equipment. An addi-

tional set of equipment is needed for the evaluator. . [R
- .
, Prices are-available for group sizes from 4 to 30, for example:
, Number-of Persons Tested Per Group "y Price '
T A - .4 -~ $ 7,943.00
) : e 7 - : 9,023.00 <
—2,; ) « 10 -t 10,103.00 .
20 0 13,703.00 &
30 17,303.00 .

The above prlces-mclude all equipment, forms to test 100 clients per work sample, one '
set of evaluator’s equnpment for each work sample a cassette playback and-a cue-stop -
syste&a’\able easels and photo bdoks.

»




PRE-VOCA TIONAL "READINESS BA TTERY (VALPAR NO. 77/

a

1a.
b.
‘C..

W
o

S -
®o0 oy Ta0 o

5

a.
b,
c.

.d.
e.

o2}

Qoo
©

s‘ﬁ.*.m

“* no consumable materials -

, hot specified

Vﬂpar Corporation

mentally retarded . . \

not specified )

11 assessment techmques using drﬂ‘erent formats .
5areas d\\—'
generarmanyalg separate n’fenual for each area detailed

" each of the 5 areas packaged separately

very durable

forms ordered from developer or Iocally reproduced

any order -

considerable

not specified

5% hours |, , - T .
v

specified in detail g

oral, oral and demonstratlon or oral and ‘demonstration with a sample audlowsual .

minimal .. ]

not specmed i ~

sgrongly rec\ommend,ed"‘

only one time score used on entire system

preset for the one task o

used only for one task o

except for one area, number of correct responses

r‘%"t used

based on total points -

number of correct responses

7a. %'ﬁ'??o factors llsted

‘b,

v &

1 d.

8a.
b.

9.a.
b.
c

some specuflc areas defined
3 point rating scale
not specified °

‘standardized forms for recording and-scoring”

not used; depends upon facility
A\ ]

some direct client use

largely dependent upon use: ]

results of each specific task designed for counselor usage

-~ . .

no .
yes

1 day or more

as requested by user




14, Cost: $3,200 . A . 3 . .
- . » . . h ' -
. - Loe . . 1
64. SINGER VOCATIONAL EVALUATION SYSTEM (SVES) ) ' . & &
B A" v . ‘ ] " = N .
o la.  Singer Educational Division 5o . | o
b. spetial needs population ' i Do LT >
* . c¢. groupsof related jobs . . , ' A
- ! . ~_ ) :
* . 2" 2 . o .o . . .
“ 7 b. each isindependent ) .. L s , . ~
#C. single evaluators manual; very detailed . SRR -
g8 each self-contained in a catrel . " : .
.~ expect some:prablems  * . o ) oo
. c. wood, wire, chemicals P ” ‘ cl : . .
‘d.  supplies locally or through Singer . N . "o - L.
’ . ‘-
‘" «4a, not required ' ) ‘ ) ‘
b.  discretion of evaluator . L RS : ,
c. extensive client involvement Lo, : o . X -
d. classroom atmosphere |, ° ) o i . o LT .
e 2% hours per work sample \
. Y N 1] L s .
Ba. specified in detail ’ . ' PR Lo
b. audiovisual * . . oo
¢’ little : \ . \ - -
W d.t " checkpbints built in- . N : -
e. atrequest of client ‘ . AR
- 3 ' ~ ) ’
-4-. ' < ’ v - ¢ )
. A S, ) . , | .
' ~ ®
'
: 7 .
M ki L P 112 - \ :" . [
- ' - \\ . . 103‘ .o ‘ . . i
- . . . 4 )
\ ’ I 1 A
.- ] v ’

. L. . . . .
« . -
BY . . f
. .
.

- . — . VS
‘s, * - -
’ - ‘ « s L .
. L] s . . N . * .. . . rs -
. : ) ' v " ‘ . _) v @
11a.  "research norms’’ .% e . e ‘ *-
b.  no data available b el ' ' .
c. no data available . . g ’ . BN .
. 1 . [ 2

12. Reviewer’s Summary and Comments — Valpar No.'1{ is apparently intended to be gn
assessment of the variable§ that must be considered when assessing a mentally retarded
person‘sinterests, vocational skills, and social matyrity. The system is designed tobe =~ -,

used by a person whg is not trained in pchhoIogy,‘medicing,-or occupational therapy. ,

The system is well designed, attractive, and' novel in many ways. The use of éudiovisuaf:

and gaming materials'will make it attractivé to clients as well.as evaluators. ‘Data colle¢-

tion forms are uAusually well designed. The major problems are in the technical aregs. * - |

-

. AThe‘manuaIs contain rio background as to why certain componen?s were sefcted, no
. relatioriship to preyious work doriein this field. No data are given on reliabifity and i
.vaI'Ldity; there is not even a statement on these two factors. e norms data are impos-. -
. siblé to interpr8t without additional information. In summar, this is a very attractive
o assessmezt device,-but much more needs to be known about it. L R P
. A -

- 13, * Addrgss: Valpar Corporation, 3801 E. 34th St., Suite 105, Tué?n, AZ 85713




. Ba.

.

a
b
C
d..
e
f
g

7a. .
‘bl
c.

Q

12.

13.

14.

- A ”,
evaluator times client c, )
. ~ varies with each work sample ’ . ‘ < - .
based on number of minutas to complet:on o
compared to criteria . T T, ’

some use ) M L
5 point scale or subtracted from t|me  scqre .
t|me and errors given equ\ weight " N

20 factors defined ’ ' o co , 4
none listed ‘ol L}
none used for behaviors — records actual observations -

not specified

standardized forms for all phases o ) B
no format given; includes description of contents ¢ I

extensive information given to client R . ) C *
dependent upen user . e - -
dependent’upon user ) : '

no -~ : . ‘ A A

yes N

2 day, 1 or 2 week - N o .
clients, employed workers, MTM . s i .

test-retest .61 and .71~ ) . .
-~ mostly content - .

. * 7 . R K
" 'Reviewer’s Summary and Comments — taareview of the Singer system published in an

earlier version of this publication, the s‘ystem was criticized for its inadequate manual. ,

The mast recent Smger manual corrects for the earller lack of thoroughness and goes on

to provide almost all the data that the evaluator would need. The process of developing

MTM:and employed worker norms is one of the strong points of the VES. Also encourag-

ing is the publication of some basic studies on-the system, Presently, the system provides

.a measure of interest measurement.and skill assessment for jobs mostly in the skilled

“trades and technicat areas. The occupational information remains the strong pomt of

the system. The major psoblems ¥re the lack of work atmosphere the use of expendable

supplies, and the possible need for a superstructure to integrate the units into a functnonal

whole. : .

’ ) 4 , J

. Address: Singer Educational Di\isr'»jon, Career Systems, 80 Commerce Drive, Rochester,  ~

NY 14623 ~ i ~ . ‘o

Cost: As of January 1980, cost per work station ranges from $1,150.00 to $1,290.00

with, thw%z ost be|ng $1,644.00. The price includes shlppmg and enough supplies

to evaluate‘appr nmafely 30 people Sigger usbally wnu not; sell Iess than ten work

stations initially. . &/ . ‘

&
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* 65. TALENT ASSESSMENT PROGRAM (TAP)

.
1la.  Talent Assessment Programs
b. age 14 upyrmental levels above trainable mentally retarded ,
#¢.  occupational clusters .

®2a. 10
‘b.  each is independent
C.. some ‘det?lils ot provided

all individually packgged
extremely durable i
no consumable materials -
locally or from distributor

not specified

8 of*the work samples can be given in any order
not specified

not specified

2% hours

Ba.

a not.specified in detail
b. oral and demonstration
. C. some .
d
e

none .
encouraged for. upgradlng
6a. evaluator times client
b from end of instructions to completi8n of t?k
c actual time recorded
d. client corrects mistakeson some tests
e not used
f.  combined with time norms for overall score
Je time

no factors defined
no factors defined

"no rating method used
not specified

.

two'standardfzed forms
profile of results and rarrative report

very limited use -

related to spégific jobs

orientated toward counselor .
10a. - yes
b. ves ‘.
c. 1%days
d. as needed

.




N . \

‘ - - _.Ma. 7 different:norm groups . o - -
’ : " . b .85 coefficient of stability oL

¢. nodata available - ‘ L

> .
Rew’ewer s Summary and Comments — As opposed to other work evaluation system§
whichattempt to present a complete picture of the client, the TAP can be character-

- ized as a battery of perceptual ahd dexterity tests designed to measure gross and fine
fmger and manual dexterjty; visual ahd tactile discrimination; and retention of details.
Thys, it is limited to the assessment of these fairly specific factors.-The developer does

- . nptclaim that this system will assess all vocationally significant capacities and behaviors;
. in fact, the manual states that other assessment devices should be used in addition to
. ., the TAP to obtam a complete evaluatlon of the client. LR

12, ¢

<130

. oz v

14,

Address Talent Assessment Inc., P.O. Box 5087 Jacksonville, FL 32207

-

-

PN

QB TEST/NG OR/ENTA T/ON AND WORK EVALUATION IN REHAB/L/TA T/ON

~

1'a.
b.
C.

"
%

-
v

Vocatlonal Rehat‘nlltatl'qn Administration
physically and emotionally disabled

. . . r R -
» job analysis o ‘ , .
® ' . . T e ®
93 .
14 training areas'® ¥ R ’

single manual; some details not provided

_Cost: The $3,100 (and up) price includes dellvery and on-site staff training.

ahwer)

. Because ICD does not sell hardware, each facility'must construct its own. This section

is not relevant for TOWER. s , .
emphasized for planning B N ‘
progressive within areas-
not specified. i
realistic work setting stressed \ '
3 weeks ' . $

some specified in detail, except Iayout ) N
written.and demonstration

‘hot:specified v

not specified"
‘encouraged for upgrading
evaluator times (’:Iien;

from end of instructions to completiop of task,

rated-on 5 point scale - ' ,

commpared to.stand4rds

extensive use Tt ,
rated on 5 pointscale | :
time and quality given equal weight




7a. only one factor defined
b. g4 few listed in,final report
c. %oint rating scale .
d.. not specified; frequent observatians assumed,

N

8a. standardized form for all phases
b, narrative report using standardized outline and ratings
£ I h
%a. exposure to a variety of work areas’
b. limited fo jobs'related to work areas
c. -orientated toward counselor
10a.” vyes
b. vyes’
c. 3 weeks
d. no

1a. 'clie.nts
b. no da;a available -
, €. equivocal results

. 3
<

12. Reviewer’s Summary and Comments — The TOWER System is theseldest com plete
. work evaluation+system and over the yearsHas served as a model for the development . .

of many work samples. The TOWER uses a realistic job setting to thoroughly evalwate
clients for a rather narrow group of jobs. The facts that the TOWER was based on job
analysis and that the system has been used for many years to place and train handicapped o
pedble are indications that*the system is very useful in evaluating clients for a small = - .
group of jobs. The lack of precise definitions for work performance factors and client '
behaviors and the lack of adequate norms are the major weaknesses of the system. The
high use of written instructions*and the high level of the areas evaluated restrlcts its use
with low literate and mentally retarded clients, ‘< - .

“

-

.
N~

-
.
4

13.  Address: ICD Rehabilitation and Research Center, 340 East 24th St., New York NY 10010

12
.

- « . - .
14, Cost: $300.00 for three copies of all work samples and forms; training tuition is $1§0 00,
which includes manual. Note: No hardware is sold by ICE; each facility constructs the
“work samples IGD estimates cost to set up unit at about $5,000 00.

. *

&

67. VALPAR COMPONENT WORK SAMPLE SYSTEM
i
Valpar Corporation .
general population, indystrially injured worker .
trait and factor .,

each is independent .
separate manual for each work sample; most material detalled

. all individuaI)iy packaged
« very durable
few consumable supplies used
‘order from developer,




~

-

LY v
\ k3
. K
-: \L )
. ) o ‘ ‘ . ' . ~ “. :
RN I e o. ° ‘ . . i
4a. Qt required . ‘ )
" b. discretion of evaluator "
c. minimal . . ) .
‘d.  not gpecified . - .
'e.  estinmate about 1 hour pér work sample
S5a. spec|fied in deta|I . ' .
b. oralgnd demonstratnon some reading :
c. nong, .
d. not gpecitied g , . .
e. encquraged o ‘
6a. evallator times client
b. fronj end of instruction to completion of task 4
c. agtupl time recorded
d. ‘som scored separately, others combined with time scores .
. e., somguse P R
f.  separate norms )
g. .weighed combination of time and errors . ) .
7a. no factors defined Cew
b. 17 factors defined . ) e
c. b pqint ratlng scale !/ ' .. \
d. -notfspecified b - .
- - \ N
8a. separate form for each work sample % T
b. nong used; independent worlgsamples. ;
9a. Ilmlted use, . )
b. depends'upon usein facnllty . - .
c. cannot be specified o ’
» l
10a. -no . . e
b. vyes . ~ .
. c. as needgd ' . - .~
. d. - as needed . s . N
11a. . 6 different norm groups: MTM norms '
- _b. dataavailable; cannot be assessed . _ T
c. no data available ) @
12., R“ewewer s Summary and Comments — The Valpar Component W ork Sample S ystem

currently consists of sixteen individual work samples which are physically well designed
and constructech They are appeallng to clients and lend themselves Yo easy administra-
tion and scoring. Individdal work samples can be easily u’?corporated into an existing
eva._luatlon program. Because these individual work samples can be purchased as needed
by facilities, there are no unified final report forms, and other aspects of an integrated
systefri are lacking. The major problem with the Valpar is in the area of relationship to
jobs. According to the manuals each component is keyed to a number of SDECIfIC occu-
pations as well as worker trait groups However, the manuals offer no convincing evidence
that, for example, one w%rk sample could b relatgd to ten Worker Tralt Groups.

»
24

3 - . "
o Won ‘ .
3 - 'L 1.0 . .D ’ N




-

13. Address Valpar Corporation, 3801 East 34thSt Tucson AZ 85713

14. Cost Individual work samples range from $495 00 tg $990. OO Any number of work.
\ samples can be purchased. \‘ o

.

ta
- 0 v

68.. VOCATIONAL INFORMATION AND EVALUATIQN WORK SAMPLES (VIEWS)

1a Philadelphia JEVS L .
b. mentally retarded ‘ :
c

DOT - . oo

2a- 16 ) N e LT
b. 4areasofwprk . - . .
c. very detaile . : )

3a. most individually in portable plastic cabinets
b.' very durable .
paper, string, fiberboard ‘r .
d sm.supplies locally; parts from develofier

a not requnred

b. progressive from least to most complex

d - extensive client involvement -
d. redlistic work setting stressed

e. .20to 35 hour's .

a specnfled in detail

b. oral & modeling, flexibility to use a varlety of techniques stressed
c. almost total; well established criteria

d. little assistance after timing begins

e repeated if coﬂnsidered necessary

a evaluator times client
b. after task is learned to completion’

c. rated on 3 point scale; also MODAPTS :

d. « compared to standards*

e. some use ' }

f. - rated on 3 point scale - o -
g. -time and errors given equal weight '

10 factors defined . . .
clearly defined r » ’

extensive
v * : ) 3
8a. standardized forms for all phases
b. standard format containing behavior data and recommenzed Worker Trait Groups
3
Qa. little use to client
b. -related to DOT
¢. oriented toward-counselor

»

a

b.

c. - specific behaviors reported . . : -
d .

:;),_.‘




13.

14.

yes ¢ : ‘ ) - )
ves . )
1 week Y

yes .

462 mentally retarded MODAPTS
no data available '

"no data available

Reviewer's Summary and Comments — The VIEWS attempts to evaluate thevocational
potential of mentally retarded adults for jobs in six Worker Trait Groups. The system
relates to job areas that are very common in the national economy and more important
to job areas where many retarded persons have found successful employment. The most
unique feature of the system is the attempt to separate learning from performance. The
developers believe that the client should be thoroughly taught the task prior to perform-
ing it under timed conditions. The VIEWS also uses standardized behavior observations
which are combined with time and quality scores to produce a well organized final
report. The major problem with using the VI EWS by itself is the lack of occupational
information. .
Address: Vocational Research Institute, Jewish Employment and Vocational Service,
1700 Sansom St., 9th Floor, Philadglphia, PA 19103

L9
Cost: $7,675.00 includes: work samples, manuals, forms, shipping, tuition for training
one person in Philadelphia and one on-site visit by JEVS staff. Living expenses and

transportation are not in¢luded in the price.
\

69. VOCATIONAL INTEREST TEMPERAMENT AND APTITUDE SYSTEM (VITAS)

1a.
b.
‘c

.

-

-

Manpower Administration -
employment service applicants
DOT

21 .
15 Worker Trait Groups ., _
detailed .. . ) :

each Bgckaged separately

very durable . : ' . % ' -
paper, string, sheet metal ’
supplies locally; parts from developer : RN ‘

not specified - .
progressive from easf®t to most difficult

considerable client invalvement ' o,
realistic work setting stressed

15.hours .

'

\
, | \\

.
(95




+ “specifiedin detail o .

oral & d&fonstration

separatlon " \ T
) @um assistance® )

j hpt rec\ommended . ~

—~ ‘ \

evaluator times cllent s
after instructions until task completed

rated on 3 point scale i & .
compared to standards . . N

no use ‘% Ay , : e ’
rated on '3 point scale o T ; :
time and errors given equal weight *

-’

9 factors defined

several general factors defined
specific behaviors reported '
almost constant observation stressed

,standardized forms used for all phases

standardized format stresses Worker Trait Groups .

.

" little use to client

related to DOT & supportive services 4 .
aimed at counselor . 8 -

yes N [} .

yes . »
1 week - . _
yes & ‘ . ,

600 CETA clients e -
no data dvailable: . .
no data available N . ‘ .

Reviewer’s Summary and Com'ments! — The VITAS System is the third work sample
system developed by Philadelphia JEVS. Like the JEVSvand VIEWS systems, it stresses
the importance of careful and accurate behavior observatlons .The system also uses the
work sample to WTG approach that Hasserved JEVS and VIEWS so weH in the past.

It must also be pointed out that many of'the VITAS work samples are refinements and
modifications of the original JEVS system. While th system could provide accurate
assessment of CETA populations in a relatively short period of ‘time, it has two problems:
(1) a lack of client occupational information, and (2) the failure to make any r@l
distinction between learning and performance. The emphasis upon close client contact,
careful observations, and the practical reportlng format are the three major advantages

of the system. . ’\v

Address: Vocational Reséarch Institute, Jewish Employmerit and Vocational Service,
1700 Sansom St., 9th Floor, Phlladelph{a PA 19103

Cqst: $8 190.00 includes work sambles, manuals, forms, shipping, and tuition for

training one person'in Philadelphia and one on-site visit. lemg experises and trans- .
portation are not mcluded in the prlce .
. . . 120 | .
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al‘
VOCATIONAL SKILLS ASSESSMENT AND DEVEL OPMENT PROGRAM Jr S v
(BRODHEAD GA RRETT) ) o '
1a. Brodhead-Garrett . L ; ’ -
b. -handicapped and disadvantaged /J S .
c.  not specifidd .
Z2a. 18 work samples — Phase 1 - -
b. Phase.l.— sorting, assembly, and salvage; by 3 phases . v’ ¢
_-c.——separate‘mantal-for-each-phase. Phase 1 lacks many details .
3a. Phase | — packaged in large wooden cabinet *
b. very durable ~—
c.  Phase | — minimal amount ‘ — " *
d. assumed to be from local sourcges . ? i
M ! T v
4a. not required . . .
b. discretion of user Y, . :
c., assume fairly high degree of mvolvement‘__‘\ . .
d. rhostly classroom - -
e. reviewer estimates Phase | in 1 week i
- {
6a.  not specified . . : ' - - .
'b.” oral & demonstration - * L ’ - >
- €. some . . ’
d. not specnfled . d . . .
e. + permitted to correct excessive errors o
6a. evaluator times client N = . : £
b. from end ofpracticeto completion of task. - s .- '
c. reported on-3 point scale
d. * not sl}ecified * b
e. notused ‘
f.  no separate qualfty norms . R .
g. time and quality given equal weight ) .
) ¢ ) M P
7a.  no factors defined . - '..'\ o~ ’
b.« 36defired *+ - . oY - ,
- ¢. bpoint scale .
d. not spe’crflga\d T
8a. .standardized forms forrrecording scores and ‘work behaviors t -
« -b: 4 page firtal report,topic headings - ¢ %
.t . . ¢ . . R
9a. extensive, especially with Phase Il . R
»b. byjobarea w.
c. not specified ) . ;e :
10a. none ° ) i
b. yes N ) . \ o~ a,
¢c. 2daysto 1 week : “ ;e I 2
. » .
. d. asneeded . : <
. . e -
< ‘ 121 ’ : ¢
4 9 ray .
TS:". e -~ l;l ! :




: ) | . . ) R ‘
Se 11& no data available e ) - .. Lr/‘ ‘ ’
no data available . ou . . N o s .. _ .

c. » ho dataavailable Vo '% ., : . . .

. a2, Rewewer s Summary and Comments — The Bgodhead Garrett isa system that |9‘|ntEnded
' ' to provr&a continuous service from initial assessment through training and, eventually

. job placement. In this aspect it is unique. Phase | is the only.part of the system that cans _
g ‘be considered as a work evaluation system as this term is ‘usually-used in vocatlonal o
. » evaluation. Phase | lacks detailed evaluation and client instructions, norms, proper setup
pracedures, and scoring methods. 1n short, the manual for Phase I dods not give the
o evaluator enough inforgation to accurately use the: system. trf usnng Phase I, the evalu-

ator must also.ask how the content of assessment tasks is related to the specnflc training
given,in the other two "phases. The'success of Phiases || and- 111 depends on a large part

.upoh the quality of |nstruct|on and the physical facilitiess These two phases have the +
: . - potential for being very udeful for tralnmg’ cllents in,both' Basic, skills and for some entry
level positions. Vioe ‘; o )
» . S ¢ s
, 13.  Address: Brodhead’ Garrett Company, 4$60 East 715t Sf : Cleveldrt, OH 44105 .
& . O
. 14. . Cost: ,Phase I-manual and equipment are approximately $5,950 OQ Phase 1] and Phase {1
©° costs depend upon how many tools, equipment, and materiels are presently available SN
with the facility or'school. If all Phase |l and Phase Iy hardware and softfiare were to . i VT
. be purchased, the cost would be about $48,000. So&re costs.for each Phase || and <
e Phaylll component is $375.00 per manual. T o
" 71. WIDE RANGE EMPLOYMENT SAMPLE TEST (WREST) - ; Q@
" ‘ la. Jastak Associates ’ v ; ‘
4 b. severely disabled — mentally and physueally‘, . ‘ . 2
c not specified . Lo T
' >~ , ‘ W e g
. 2a. 10 . k -~ 7 y e . et T )
.b. each work sample is independent e , .
c. well organized manual; contains all de,\t{ails . )
~ N we - K v 7 . ;
. 3a. . system packaged in wood cabinet ~ - ' o .
R b. durable T . . .
c. ~ mostly paper products oY ) s " o -
d. from develeper ) o~ - . . .
~ 4a. notrequired ' T S . o
. b; discretion of evaluator _ . . )
/%s;"‘? c. clientstold purpose and use of results . P ) N )
. d.  not specified , . C, B -
P o e. 1% hours ’ ot
3 . . Lo o B tE
. o 5a. specified in d ta|I can be group administered RO . \ '
b. oral & dggmonstration ~* - s _ ' . T
) : . C. consid:‘de. ‘ o ' .
Lo . d. none given after timing starts .- o .
e. encouraged for upgrading

N _ ‘ 122 A0S - o ;




[

9a.

C.

10a.

b.

c.
vd.
1a.
b.
c.

12

e\taluator times client
frem ehd of instructions for a specified perlod of tnmea )
time to completlon compared to scaled scores

.

. compared to standards . . . ‘ -
not used .o
all errors totaled for a single quality.score o
time

~

no factors defined e

10 defined in general.tétms
scale from 1 to 18

not specified - ) S
- Y . 0 : “
standardized form fér recording performance
numerous examples given in manual . -
limited use oo

not specified

not specified ?

mnone
none .
not applicable
not applicable .
3 major groups; charagteristics well defined .
. test-retest coefficients in .80’s and'.90's -
correlations between scores and supervisor’s ratings .86 and .92
»

* Reviewer’s Summary and Comments — The WREST consists of ten short, low-level tasks
apparently desigried to assess mainly the mamipulation and dexterity abilities of the

. client. Although it is not stated in the manual, the WREST seems.most useful in

assessing new clients for assignme'nt to surtable work projects within-a sheltered work-
shep. The emphasis upoh repeating the work samples many times shosld provide an
evaluation of the client’s a5|I|ty to improve his performance under repeated practice
conditions. The major problems of the system center around the lack of systematic
behavror observations, failure to relate results to the competitive ]ob market and the
apparent lack of a useable final report for tRe referring counselor or agency Finally,
the WREST has an adequate norm base, good estimates of test-retest validity, and-
attemp%s to establish concurrent validity. Ina field that is alitoo often characterized
by poor technical development, the WREST can serye as a good exarqble

Address: Jastak Associates, Inc., 1526 GllplngAve., WllmmPBOG

Cost: Work Sample Set $1,698700 - -
Manual 2200 - \..
“ Resupply.Kit" 99.00 "

Record Forms (50)

6.90
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J SECTION E . ‘

EXPLORING THE RESOURCES OF ~ )
THE UNITED STATES EMPLOYMENT SERVICE ’ -

The followdng tests and techniques have been developed by the U.S. Employment Service for
measurem'eﬁt of occupational aptltudes and interests and clerical and I|teracy skills.

} - & General Aptitude Test Battery (GATB) consists of 12 tests measuring 9 vocationa|
. - aptitudes. It measures the vacational aptitudes of individuals who have basic literacy ’
- skills but who need help irt choosing an occupatlon _A Spanish version (BEAG) is .
available.

e
e Specific Aptitude’ Test Batteries (SATB) consist of combinations of two, three, or four
_AATB.aptitudes with associated cutting scores. More than 450 of these have been
developed for use in selecting untrained or inexperienced applicants for referral to
vspecific jobs or occupatlona{ tra|n|ng L. " . \
. R T
o Nonreading Aptitude Test BatteryXNA TB) consists of 14 tests measuring the same 9
" aptitudes measured by the-GATB. It was developed for use wrthflndtvnduals who do not

<

have sufficient literacy skills to take ‘the GATB !

.‘ - -~ IS

1

o

e Clerical Skills Tests measure proflcxency in typing, dlctatlon and spelllng to determlne L 3
o the level of skills required in cIerlcaI jobs. ’ ) \ :
° BaS/c Occupat/ona/ Literacy Test (BOLT) consists of four parts: aglthmetlc computation,
arithmetic reasoni l//l“eadlng vocabulary, and reading comprehension. It measures the -
5 literacy skills of educationally def|c1ent applicants and can be reIated to the I&eracy* .
“» requirements of occupétions., ) )

® BOLT l{sde Range Scale (see GATB-NATB Screening Device} is used as ap indicator of
appropriate levels of BOLT subtests to administer and as a device to determine whether
the GATB or NATB would be more appropriate for a given individual The Wldé;'Range
Scalg,may be administered individually by the counselor or group admlnlstered in the
testing-unit: The Scale takes about fifteen minutes to administer and is scored separately 3 .
for vocabulary and afithmetic. . ..~

. -

o Prétesting Orientation Techniques are used in orie'nting, the applicant to the testing
& . . . . 17 . . 3 7
situation. The techniques include a booklete’’Doing Your Best on Aptitudé Tests,
available in English ahd Spanish; a booklet ''Doing Your Best on Reading and Arith-
metic Tests;’’ a miniature.aptitude test battery ''Pretesting Orientation Exercises;” and
an illustrated lecture-discussiohgechnique "'Pretesting Orientation on the Purpose of
- Testlng,’: ava|IabIe in English and/Spanlsh ‘

p— iy
~ . . ¢

e JEVS Work Sample Assessment consists of a series of work_tasks, a structure environ- ,
mentin whlgtvthey are performed and an evaluation of the client’s behavior based on
observations, This technique, developed through contract thh the Jewish Employment,,
and Vocational Service of Philadelphia, is desngned for usgun deveroplng the employ- 1

4 i

ability of disadvantaged individuals. ‘ »

° . . & . . .

———s ™ 28 Y . .
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~ . . Interest Check List (/ICL) congists of 173 sample tasks representing a broad range of .
occupational activities. It is used as an interviewifg aid to obtain information on the
range of an applicant’s occupational mterests ]

Several of these tests and assessment’ techmques have been described elsewhere in the guldebook
Items,on the subsequent pages include the tests not noted previously.
) : \ : ' '
72. GENERAL 'APTITUDE TEST BATTERY (GATB)'AND SPECIFIC APTITUDE TEST
BATTERIES (SATB) ’

The GATB consists of twelve tests measuring nine occupational aptitudes, as follows:

1. General Learning Ability (G) — The ability to “catch on’’ or understand instructions and
underlying principles; the ability to reason and make judgments (measured by Part"3— Three
Dimensional Space; Part 4— Vocabulary, Part 6—Arjthmetic Reason). - .
N ; - .
’ 2. Verbal Aptitude (V) — The ability to understand meaning of words and J€deds associated s
with them and the ability to use them effectively. The ability to comprehend"language, td %,
understand relationships between words, and to understand meanings of whole sentences P
and paragraphs. The ablllty to present information or ideas clearly (measured by Part 4— ﬁ
Voc’abulary) . ~ . -
3. Numerical Apt/tude (N} — Ability to perform arithmetic operatrons qulckly and accurately.
(measured by Part 2— Computation; Pary 6—Atithmetic Reason)

4, Spat/a/ Aptitude (S) — "Ability to comprehend forms in space ancfunderstand relationships .
of plane and solid objects. Frequently described as the ability to ’ 'visualize” objects of two, :
or three dimensions, or tothink vrsuaIIy of geometu’c’forms (measured by Part 3—Three

\ Dimensional Space). » . J‘

5. Form,Percéption (P) - Abiity to perceive pertment details in objects or in pictorial or
graphic material. Ability to make visual comparisons and discriminations and see slight .
differences in shapes and shadings of figures and widths and lengths of lines (measured by ,
Part 5—-Tool Matchmg, Part 7—Farm Matching).

6. Clerical Perception (O} — Ability to DEFCEIVE pertinent detail in verbal or tabular material.
p ABility to observe differences in copy,.to praofread words and numbers, and to avoid,
perceptual errors in arithmetic computation (measured by Part 1—Name Comparison}.-
1. Motor Coordination (K) — Ability to coordinate eyes and hands or fmgers rapidly and
accurately in making precise movements with speed. Abnlrty to make a movement response
accurater and swiftly (measured by Part 8—Mark Makmg)

) 8. Finger Dexter/ty (F) — Ability to move the fingers and manipulate smaII objects with the
- fingers rapidly and accurately {measured by Part 11—Assemble; Part 12—Disassemble).

< ’ - 2

- 9. Manual Dexterity (M) — Ability to move the hands easily and skillfully. Ability to work
N with the hands in placing and turning motions (measured by Part 9—Place; Part 10—Turn),

]
v

- - t
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Finger dexterlty and manual dexterity are measured with the use of apparatus tests whrle tbe ot‘her
apt|tudes are measured by’ paper -and- pencrl tests.

-y
o - . [

The Manual for the USES General Aputude Test Battery (U.S. Department of Labor, 1970) consusts

of separately bound sections, they are as follows. Sectnon | — Administration and Scoring; Section Il — |

Occupational Aptitude Pattern Structure; Séction 11 = Devefopment and Seytlon IV — Norms:
SDECIfIC Occupatlons ‘

A s

-

Since its publication in 1947, the GATB has been researched in a contnnuung program of development
and ocgcupational valldatlon -This research has produced over 450 Specific Aptltude Test Batteries’
(SATBs) consisting ‘of combinations of two, three, or four apfntudes‘Wrth associated cufting scores
for specrflcm%upatlons and a system of Qccu patmnaﬂ»Aptrtude Patterns (OAPs) consisting of combl
natlons of three aptutddes with assocfated cutting scqres for groups of occupatlons A déscription of
* this research is contalned in the Manual for the USES General Apt/tude Test Battery, Section III
Development )

T e

" Because of thexpossibillty that SATBs might be invalid and/or unfair for minority groups, “current

73.

Q;lth Spanish- speaking ES applicants, including those in Puerto Rico.

emphasns is being placed®on revalidating existing SATBs using samples that iriclude subgroups of
minorities large enough to permit separate statistical analysis. SATBS revalidated with such sargles .
(some two dozen by mr\d 1976) ha@ demonstraMe fairpess and validity for minority groups.

Research is Being completed to develop a mew Spanish edition of the GATB. This new edition, the
/Baterla de Examenes-de Aptitud General (BEAG), is deS|gned to hdve general applicability for use

»

Admlnlstratlon of the entire GATB requrres about two and one-quarter hours. All the paper-and-
pencil tests, except Part 8, are arranged in two book lets for which answer sheets are provided. Part 8

' is on a separate sheet and no answer sheet is required. Scoring stencils are used for hand scoring. Raw «

scores are converted to aptltude sceres by use of conversion tabIes When more than one_test is uséd
fo provnde a measure of a given aptitude, the converted scores for each test are summed to obtain
the aptitude score. ~ :

Occupational Aptitude Patterns (OAPs) are combinations of" tgr;e/GATB aptltudes with associated,
cutting scores. They indicate the aptitude requirements for groups ongupatrons There are sixty-
two OAPs and they cover more than 1,200 occupations. The OAP-aptitude score matching process

is described in detail in the Manual for the USES General Aptitude Test Battery, Section I Adminis-
tration and Scoring. Specific Aptitude .Test Battenes)SATBs) are combinations of tWo, three or

four aptitudes with associated cutting scores. SATBs“reflect aptitude requrrements for specmc occi*™
pations against which an individual’s aptitude scores can be matched. There are more than 450 SATBs,

and the SATB-aptitude score-matching.process is the same as that for OAPs

/

USES CLERICAL SKILLS TESTS -

The six clerical skills tests measure skilfs important in a variety of cleriqaLbccupations. The skills

measured ars:typing from plain copy, ability to take dictation, genggal spe!ling, sté‘ﬁe‘tical typing,
medical spelling, and legal speIIinE«.\/\ . . . )
refers. The test

s of the"typing

L
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test are available. The test yields separate measures of typing speed (words per minute and decile
scores) and typing accuracy expressed as a decule score, which compares the examinee to
experienced typists.

v

* ’

. ~
2. THe dictation test consists of two 200 word letters that are dictdted at 60, 80, and 100 words

per minute. Content of the letters is typical.of correspondence of a variety of employers.

“Examinees take dictation on stenographic notebooks in‘the usual manner, but transcription is
accomplished by marking a true-false answer sheet to-indicate whether certain words were or
were not dictated. Twenty-five minutes are allowed to complete the trye-false test. The test may
be administered “live”’ or by standardized gecordings. Six forms of the dictation test are available.
The test yields an accuracy score expressed as a decile score to indicate how well the examinee
was able to correctly identify selected words in the two passages as compared to secretaries and
'stenograRhers generally. The number of dictated words per minute, at which the examinee 100k
dictation, is aIso§reported, akhough this is not, strictIy speaking, a score.~

3. Th\e spelllng test consists of 90 words, some correctty spelled and some nncoh’ectly spelled. The

' content is typical of words used in correspondence in a variety of employment situations. There
arg two forms of the general spelllng test. The test yields an accuflacy score expressed as a decile
score which expresses the examinee’s standing relative to a sample of experienced secretaries and
stenographers. > . .

4. The statistical typing test consists of fyping from nomerncal material in a columnar form for 10
minutes on either a manual or an electric typewriter, as the examinee prefers. There is only one
form of this test. The test yrelds speed and accuracy scores expressed as a decile score, which
allows comparison of the examinee to experienced typists who spend at least 10 percent of their
time typing tabulgr material. '

5. The medical spelling test consists of 40 medical terms that are read aloud by the examiner, using
a pron‘hnciation guide, and spelled out by examinees on an answer form. The test yields an
accuracy score expressed as a decile, which allows comparison of the examinee to employed
workers i ln the medical/clefical field.

6. The legal spelling test consists of 40 Iegal terms that are read aloud by the examiner using a
prorgncxatlon gunde and spelled out by examinees on an answer form. The test yields an accuracy
scor! expressed as a decile, which allows comparison of examinee’s performance with performance
of employed workers in the legal/clerical field.

The Manual for USES Clerical Skills Tests (U.S. Department ot Labor, 1976) consists of two
separately bound sections, as follows:

« o Section 1: Administration, Scoring.and /nterpretat/on Contains procedures for adminis-
tration arld scoring of the six clerical skills tests and guidelines for interpreting and using
the test results.

o Section 2: Deve/opment Contains detalled techniéal infarmation on the develop?nent of
each of the clerigal skills tests

I

"Instructions for administering and sco'ring each of the clerical skills tests are found in Section 1 of

the Manual for'USES Clerical Skills Tests. The norm tables for,

fach test are used to correct raw
scores to deciles based on representative samples of experienc

ed workers.

< ~
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Section 1 of the Manual for the USES Clerical Skills Tests provides information on use and interpre-
tation. Much of the use for clerical skills tests is self evident; if a clerical job includes the task
™ .measured to "‘a significant extent,”” the test will be useful in placement in tkle job. However, judg
ment enters into use in determining what "‘a significant extent really means. s :

The norms are based on test performance of experienced workers and a lower grade score is
expected for new and inexperienced workers, It may require some mrsuasive ability to convince an
emplovyer that clerical skills develop over time and that an entry clerical worker, on the average, will
score lower than an experlented worker.

74. USES INTEREST CHECKLIST *

The checklist is an interviewing aid used to obtain informatiqn on the range of vocational interests

of acounselee. It is partncularly useful with persons who have no definite work interests .or who have
limited knowledge of the variety of jObS and occupational fields. The checklist enumerates 173 items
that have been taken without alteration in wording or sequence and keyed to the Worker Trait Agree-
ment (WTA) and Occupational Group Arrangement (OGA) ot the third edition of the Dictionary of
Occupational Titles. The numbers in parentheses underneath each group of items in the checklist refer
to WTA and OGA classifications which should be explored with the counselee when responses indicate
an interest in the activities described. The checklist should‘be administered in accordance with the
seéparately published /nstructions for Administering and Using the Interest Checklist.

- No score is obtained from the checklist. It is not a test, but rather an interviewing aid. It is an
exploratory device through which the.counselor and counselee can investigate together the range of
vocational interests of the counselee. Details of interpretation are co, ntamed in the /nstructions for
Administering and Using the Interest Checklist. ~

.

In addition, an occupational interest inventory oriented to the 4th edition of the Dictionary of
Occupational Titles has been developed. The objectlve is to make available to vocational counselors
an interest inventory with scales for measurmg an applicant’s occupatibnal mterests that will relate
directly to DOT jareas of work. . .
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APPENDIX A

LEARNING FROM THE EXPERIENCES
- : ' OF OTHERS ~

In order to learn from the experiences of othefs, a number of telephone interviews were con-
ducted with twenty practitioners throughout the ﬁn’try. Since the sample was small, broad general-
izations cannot be made. Nevertheless, these opinions provide some interesting insights and are
therefore included (although not everyone might agree with them)..We strongly urge testing coordi-

/ nators to conduct similar surveys and to contact users of specific tests that are being considered for
selection or in the case of work samples, possilile adaptation. The sample comments listed below
have been reconstructed from the notes of the}elephone conversations. °

i ' : ~

Staff Training

. - -
.

- > * L]
Professional people' must be involved in the agsessment process. They really havé to know' what
. they are doing, and therefore, they should be trained at the master’s level. Special expertise is
needed. ' ’
One cannot be ignorant of the assessment tools, so inservice tréining is neetled. We need to
learn the basic principles of assessment, e.g., objectivity and reliability. But we also need to
be familiar with the assessment process and not just psychometry.

Grade Scores
T - ©

It is important to focus on the actual competencies of the participants.” But often thisis ~ .
masked by grade equivalent scores that lead to negative self-esteem. The concept of grade

equivalencies is inappropriate, especially’for disadvantaged populations. It is unfortunate that

some tests put out results in grade equivalents. :

By

. N

Using Tests ' < .

We try-to work closely with counselors who should use the test results as only one factor in
assessing participants. The counselors should be professionals who understand how to interpret
results. In our case, they ate called base counselors; that is, persons who work with the partici-
pants throughout the entire process. They must keep in mind that some people simply don’t
test well. In addition, those who give the tests should know how to look for clues. For example
if they test older people, they shauld be aware of possible vjsion problems. )
Obvi‘ously, when dealing with a machine—in using a work sample éQ'proach, for example—it is
_easy to forget the human element, the-people who bring problems in with them. You bave to
make sure the individual is counseled and trained well, especially those with drug, alcahol, or
psychological problems. You should not use assessment in isolation; that is, you need to have
aprogram to go along with the testing, e.g., a syllabus on getting and keeping-a job. ° N

-




No test, no matter which, is a panacea. The value of a test depends on the level of the perSons '
tested, especially disadvantaged persons. Even the appearance and length of a test is important;

if it looks too complicated, be careful. Look at the results with common sense and refmember

that a test should not “make or break” a person. Counselors should remember that it is not a

life or death matter. Remember, too, that some people are test takers and some are not; some

very smart people freeze in a test situation. 2 . ‘

Select your counselors cgrefully—and counsel carefully. Since different participants respond )
better to different tests; you need an arsenal of tests and ggople to determine which to use. You

should have a file cabinet of tests and try them out. Make certain the tests are culture-free and

make certain you stay in compliance with the Equal Employment Office (EEOQ) requirements.

Counselors should have a background in education or rehabilitation and must enjoy working

with people. We need to be concerned with an individual’s performance more than anything ~n
else; that is, we should consider the flexible use of time in an epen-entry, open-exit, fashion.
Training should be based on performance. . ’ ot

You need interchange with the participants. Talk to them about what they thought of the test. 'Y
Also, and this is most important, whatever time the participants spend in the program should be

a paid activity. It should be extended as long as is necessary for participants to finish the training

needed. Time flexibility is essential. .
\

Do not place evaluation in concrete. Look at areas other than testing. Do not stand just on an ’
evaluation. Place the emphasis on client characteristics as related to worker characteristics; that
is, by using DOT traits. For example, how well does he or she work with others? What are_his
.or her interpersonal relations? Also, follow up after placement to see how they are doing. Set
itup so Fhat the participants make the decisjons on what areas are to be evaluated. . )

Tests won't tell you that many specifics, but they will give you some good general directions.
.The major point to understand is that tésts provide actual performance data on any certain

date. The tester’s job is merely to offer an opinion. Do not be god-like. One must temper dne}
opinions. Tests are just one tool in counseling. The results are not to be taken as gospel.
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'APPENDIX B «
STUDYING THE RELATED STANDARDS .
< ) OF THE AMERICAN :
PSYCHOLOGICAL ASSOCIATION . )

N

-\ 2

Standards for Educational and Psychological Tests. Washirtgton, DC: American Psychological
* Association, Inc., 1974. . .

Thé standards were developed jointly by the American Psychological Assoéiation, the American
Educational Research Assgciation, and the National Council on Measurement in Education. They
include a number of useful guidelines for test users. The standards include items grouped into the
following areas:

1) standards for tests, manuals, and reports — dissemination of information reéarding tests;
aids to interpretation; directions for administration and scoring; norms and scales; #

2) standards for reports on research on reliability and validity —'validity; reliability and
measurement error;

3) standards for the use of tests — qualifications and concerns of users; choice or development

* of test or m&hod administration and scoring; and interpretation of scores.
- The explanation in the parentheses after the standards are the levels suggested by the APA.

-—_ . L]

.

4
Qualifications and Concerns of Users

e G1. A test user should have a general knowledge of measurement prnncnples and of the limitations
of test interpretations. (essential) ) '

4

e G2, A test user should know and understand the literature relevant to the tests he/she uses and

‘th'e testing problems with whigh he/she deals. (very desirable) - .

. G3 One who has the responsibility for decisions dbout individuals or policies that are based on
test results should have an understanding of psychological or educatnonal measurement and of
valldatlon and other test research. (essentlal) L
¢ G4. Test ysers should seek to avoid bias in test selection, administration, and interpretation; they
should try to avoid even the appearance of discriminatory practice. (essentialy .
e Gb, Institational test users should establish procedures for perlodlc internal review of test wuse,
(essential) L

-

.

© ,

Choice of Development of Test or Method * L.
! ; . .

. H1 The choice or development of tests, test batteries, or other assessment procedures should be )

based on clearly formulated goals and hypotheses. (essentlal)

.

.
.

LN '

s

e H2, A test user should conmder more than one va’rlable for assessment and the assessment of any .
given variable by more than one method. (essential) . ,

N . .-

. Y

o
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e H3. In choosing an existing test, a user "should -relate its history of research and deveJopment to '

his mtended use of the instrument. (essentjal)

. ]
e H4. In general a test user should try to choose or to develop an assessment techniqué in which
"tester-effect” is minimized, or in which rellablllty of assessment across testers can be assured.
(essential) .

- N o .

Administrationand Scoriné -
e 11. A test user is-expected to follow carefully‘the stapdardized procedures described in the
manual for administering- a'test. (essential) o

o |2. The fest administrator is responsuble for establishing conditions consistent with the principle
of standardization, that enables each examinee to do hls/her best. {essential)

A
e I3. A test user is responsnble for accuracy~|n scdring, checking, codlng, or recordlng test results.
(essential) . .
e |4, If specific cutting scores are to be used as a basis for decisions, a test user should have a
rationale, justlflcatlon or explanation of the cutting scores adopted. (essential) *
e |5. The test user shares with the test developer or distributor a responsnblllty for malntalnmg

test securlty (essential) -
Y }&

. Interpretation of Scores , °

.
. .

e J1. A test score should be interpreted as an estimate of performance under a given set of circur}";-

stances. It should not be interpreted as some absolute characteristic of the examinee or as something
permanent*and generalizable to all other circumstances. (essential) ’

\ ] ! - e -. )
e J2. Test scores should ordinarily be reported only to people who are qualified to interpret them.
If scores are reported, they should be accompanied by explanatlons sufficient for the recipient to,
interpret them correctly. (essential) >
e J3. The test user should recognize that<est|mates of reliability do notgedicate criterion-related
validity. {essengial) : :
o L4 .
e J4. A testusershould examine carefully the rationale and validity of computer-based interpreta-
tions of test scores. (essential) . .. .

e J5. In norm-referenced interpretations, a test user should interpret an obtained score with refer-
ence to sets-of norms appropriate for the individual tested and fo;the intended use. {essential)

.

e J6. Any content referenced |nterpretat|on should clearly indicate the domain to which bne can

generalize. (essential) i
. oM S :

e J7. The test user should co‘psider alternative interpretations of a given score”(essential) .

.

t
. J8 The test user should bé able to interpret fest performance relative to other measures. (very

deS|rabIe) ) '
R ’ " 136
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. ® J9. A'test user should develap procedures for systematically eliminating from data files, test-
score information that has, because of the lapse of time, become obsolete. (essential)

,
¢ )

From the Standards for Educat/'ona/'and Psyc[zb/og/ba/ Tests. Washington, D.C.:

American Psychological Association, Inc. Copyright 1974 by the American Psycho-
logical Association. Reprinted by permission
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Anderson, Beverly L, et al.Guidelines for Selecting Basic Sk ills a/.\yd Life Skills Tests. Portland, OR. Northwest
Regional Educational Laboratory, 1980. . B
Backer, Thomas'E\ A Directory of /nformation on Tests. GPI'II'\CEIOI'\, NJ. Educational Testing Service, 1977.
. . - e Yok :
Backer, Thomas E. Client Assessment. A Manual for Employment and Trarﬁmg Agencies. Volume |. Introduction
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