» Y A3
- B 5o v A o

poos L ) L .
DOCUMENT. RESUME g

e

I ; - s
ED 2?3 707 ) . . o ‘ i T™ §20 854
TITLE . . ..~ Gambling Dealer (Amuse. & Rec.) 343.467-018. .
o E ) Development' of USES Spédcific Aptitude Test~Battery
INSTITUTION - Employment ?nd Training Administration (DOL), - -
. : Washington; D.C. - . C . T ’
¢ REPORT NO USES-S-473R82- R ‘
PUB DATE - 82 r , L
NOTE : . 40p.; Pages 22-24 marginally legible due to small "
o sprint.. . ‘ : ! A
 a) PUB TYPE 'Regortsvg Egaluative/Feasjbility (142)  ~*
1 EDRS PRICE Q)MFOI/PC02 Plus Postage., o .
DESCRIPTORS - *Aptitude 'Tests; *Occupational Tests; Personnel
o R Evaluation; Predictive Measurement; *Test . )
. Construction; Test Use; Test Validity; *Vo tional '
~ . ~Aptitude ' - ' ‘ T .
. {DENTIFIERS *Gambling; Test Batteries; *USES Specific ptiiude
% - ° Test Battery o T
.~ ABSTRACT g | : S o .
N S .o * The\United .States Employment Service (USES), Specific
Aptitude Test Battery (SATB) for Gambling Dealer is evaluated from
three points of view: (1)-technical adequacy of the research; (2)

fairness to minoritiésy and (3) usefulness of the battery to Job
_Vv.Service staff and-.employers in selecting individuals fior training as.
Gampling Dealers. Research demonstrated a étatisticalig,significant
.and useful relationship between proficiency as Gambling Dealer and:
“the SATB. The SATB%can be expected to produce a useful increase in
the proportion of highly competent workers. When the SATB was applied
to the validation sample, composed of individuals who were employed
and therefére considered competent, an increase from 65 percent' to 70
~\percent in the proportion of highly proficient workers was found. A N
" greater increase can be expected when the battery is-used with
applicants, as the range of relevant abilities is wider among ‘
applicants thdn among employed workers, The report includes: summary;.
jprocedure; analy$is; andefthe validity of the battery..Descriptive ]
statistics for subgroups of the ‘'validation sample, descriptive rating -,
( scalé for trainees, 'special and standard descriptive rating scales,
job duties, .and a training course -outline are contained in the
Pppendice%. (Author/PN)- - ) - ‘

-

o

L] B "‘:iﬂ . AN

‘***********f****************************f****************************** N

C* Reproductions supplied by EDRS are- the best that can be made N

Lo* e ) from the original document. . . *
*******t****************************************5******Q*****#******?***
‘ s = .- . - .

©

ERY




« N : -

¢ -
‘ . .
" -~ * N R T
. ‘. R - . *
- ] T .
Gambling Dealer ‘Development of USES .
(amuse. &rec.) Specific Aptiiude R
' - " - . -
Test: Battery S-473R82 '
343.467-018 - - -
[] , . . «
. R ) ) N
U.S.Department of Labor . . \a ]
Employment and Traiping Ad mmstratlon ‘
U.S. Employment Servnce T .
-1 982 . ’
P * u.s. DEFARTMENT OF EDUCATION
NATIONAL INSTITUTE OF EDUCATION a
L * - . EDUCATIONAL Besounctf INFORMATION
N . CENTER (ERIC) .
i\“‘ - 4 : ‘ X_This document has been reproduced ds
R t} received from (ne person or organization
N \ ‘ < onginaung o
N 4 . Minor changes have been made 0} unprovg s
» : rcproclur.unn quality ¢
’ N s e Pomnts of view or opiyions statad in this docu § A
v{_::,! ~ . ment go not necessarly represent othicial NIE @ N
‘ r v position or policy.
- - - . °
, o
, ‘ - i a
* ‘ 7 @ ¥ »
v . - ‘ * ¢ -
. . : . s
) 5 . ' ) . ? %
s 2
3 !
< R . “’) . o ,
‘ N . 4 F .
¢ “ u . AN
. ~ 4 ; n T T T T
.t . - * . b o ..
- f)\ B .
. .' .~ :
oY : M ‘ u ’ ‘ v t : <
: a ot .
5, ) . * . , N -
b ‘ . A . X r . -
B B " . v
6‘\ . It
N N ¢ K , Py
~. - t
N .
$ ‘\ ‘ )
) . L
T - ° »n .~
.. . ° - - R i . -
) A3 ¢ ; 1 -
e ! A & q ’ ¥ *
" e £ . < ‘
- ” . B
_( N & o ) . * s v -
% - o * L .
5 3
. - it
- e - - o
1 - ‘ )
. .. . C. o
4 ~ .
P <
ot < N o’ .l& : .
~ < » - . ’
' > ° LI ) , CP
~ . ’ ‘ h ‘ 7 ]
O : [ . . . , a .
EMC . o . Lo, . ,1 o)
2 . 4E
s N .




.
-y
T
-
¢
"
.
B
.
<
-
-
‘
’
- a, s
-
'
p-J

) 4 . o 1Y
. . s )
o
L‘_ - L4
. .
14 - - BN
~
-

i

)
. .

a
>
.
-
-
. -
) " N
\_/ ~»
\ »
-3

- 1

DEVELOPMENTfOF USES SPECIFI€ APRITUDE TEST BAFTERY

-

. ﬁr  . o, for

' ’ t

*

-

GAMBLING DFALER (amuse. & rec.)  343.467-018;

R _» 8-473RB2

E)

. .Developed in Cooperation with the Nevada

-
~

Analjsis and Report .
\ by' ‘
- Northern Test Development Field Center
s . Détroit, Michigan - :
>

U. S. DEPARTMENT OF LABOR

Emplpyment and Training Administration

<

1982 ' f

L4

and. New Jergsey State Employment Service Agencies

S




Acknowledghent s

e . - . . ‘;? ) " . .

T, . The United States quartment of Labor and the Nevada and New Jersey B

) .  Employment Sertvice Agencies express their sincere gratitude to the :
" following organizations for cooperating in this research

- Atlantic Community College Casino ‘Career Institute, Atlantic City,

“a < New Jersey - ,
) Bally Park Place Casino, Atlantic City, New Jersey =T
< Caesar's Boardwalk Regency, Atlantic City, Néw Jersey . &
. ... Harrah's- Club, .Reno, Nevada v @ \

Haryey's Resort, South Lake Tahoe, Neyhda ' !
. ' Resprts Dealer School Atlantic City, New Jersey - ) . .
Resorts ‘International Hotel Casino, Atlantic City, New Jersey L -

*




A}
¥ .
W _ , TABLE OF. CONTENTS '
- TR : . ‘ e
% w . .
T ACKNOWLEDCMENT ‘\"
1‘ - ' . @
- SUMMARY Y TR
@
. PROCEDURE .........,.................%.........Z...........».......
. Job Analysis .eelieieiecireiiiiiiiiiiitetittteeieiiFiiiaiats
. . .' . Experimental Test Battery e e et eeeeeere et
. Validation Sample Description «cececesceccosacsaddicmssccsccnnns
S Cross—-validation Sample Descriptiom® «vcelceccecccrcccccccecces
) ,Criferia for Validation Study «e.veeeceecsiececaensocccacannns
‘ Criteria for Cross-validatfon Study ......cceqececciocecccenns
s * » ] - J L.
' a
RS 7' -3 &
L4 T - égpo .
VALIDITY OF THE BATTERY wuiogegoscegunsansnssnneestuneoneeessneess
*  Criterion Related yalidity .....................u:i..(J,......
Effectiveness of the Battery K TR R PR PR
‘ . Subgroup Analysis «.ececectectccsctsasescstscseccnsosssosnsons
' g ) ] 2
‘ APPENDIX 1 ~
: - Descriptive Statistics for Black and Nonminority Subgroups ...
" APPENDIX 2. I3 .
e Descriptive §tatistics for Male and Female Subgroups secrecens
S . LI - '
. APPENDIX 3 .t o o '
Descriptive Statistics for Cross-validation Sample ceiesarmene
APPENDIX 4 * | ’ - ' I
" ‘Descriptive Rating Scal¢ for Trainees ..w..........s..f...p...l
Special Descriptive Rating Scale S P 4
Standard Descriptive Rating ScAle ...eeeeeeeerocacececssonnans

.v - .

APPENDIX 5 - .
' JOb DULIES ceeeveroncrencsessasssssaasassssnoesscascscsacssnns

N ~ .
APPENDIX 6 .n -
Training Course Outlines ceepecccescesctsetestratsasesesces o ns

ST

9
10
11

13

13

4.
?

14
15
‘19

22

25

29




. K pi . ‘

(. . ' .o GATB STUDY NOS. 3056
) 3068
* ! o o : .o '
e DEVELOPMENT OF USES SPECIFIC APTITUDE TEST BATTERY  ° .
N ' \ ) e T 7 s s - :
. ' LY - b
‘ ¢: L . oy v-for S—4T73R82 . .
\ : ! nﬁ : Q‘ R v ; . ’ K ' 7
GAMBLING DEALER (amuse. & rec.) 343.467-C18 %
. - IR SUMMARY = - : *»

< N . < . . ’ v K
[} ,/" o ' ’ - ’ ) . . . %

AN o ° i i
- This report is designed*&ﬁlproY%?% the information required to evaluatqﬁthé
Specific Aptitdde Test Battery SATB) for Gambling Dealer from three pg&qts.
of view: (1) techmical adequacy of the research;:(2) fairness to minorities;
-and (3) usefulness of the battery to Job Service staff and employers in selecting
individuals -for training a5 Gambling Dealers. o
. . (=4 LY -0 -
Research demonsgrated a statistically significant and useful relationship between

- proficiency as Gambling Dealer and the following Specific _Aptitude Test Battery:
. ' - . ' . .

Y » ) ° >
= Aptitudes Cutting Scores . “g

N = Numerical Aptitude T -

90 .
- P - Form Perception O ¢ ' LQQ%E' . N
90" » -

K - Motor Coordination .

Data from four different jpbs,(Dice Dealer, Roulette Dealer, Baccarat Dealer,
and Twenty-one Dealer) were combined to forw one test battéry. o f
[ ~ * N

Two' sa;ples were used in the researtch. Thé’va@idation sample consisted of 93
. employed workers (including 124 'blacks) from the State of New Jersey. Data weye
collected during 1978 - 1980. The tests used were those of the General Aptitude
Test Battery (GATB). Job proficiency was measured by means of ratings by the
instrquors and supervisors. ' ' )

. . ‘ f 4 . - " > 2.

- A gecond/sémple-confixred or cross-validated the SATB. . This sample éonsisted of |
~—-123 employed-workers- ffom the State of Nevada.. The. same ekperimental tests were

used; job proficiéncy.was measured by means of instructor and supervisory.
. ratings. 'The data were collected in 1977-1978.. ' S

’
w

No evidence ¢f differences in balidity«feﬁwgﬁaéks and nonminorities was found; 7
the SATB was~found to be fair to both blacks and nonminorities using several

definitions of fairness. ﬁdditionalfinformationﬂmay be found in, the Validity: .
P of thé‘ﬁacter%FSection in-Appendix 1. S S - . :
No evidence ‘of differences in validity for-males and females was found. The .

battery was-fbung to be‘fair‘éb;mafés;and féma1ls using sederal definitions '
of fairness. *'Additional information'may‘be found in the Validity of the Battery
section and ,in Appendix 2. - = - ot ‘ e - '/

: ' N : S K. :

o

S .® . . . » . :
The SATB can be expected :to produce a useful increase in the propértion; of highly ,

,» competent workers. When the SATB was applied to the validation sample, composed
of individuals who were employed and therefore considered competent, an igffease
from 65% to 70% in the proportion of highly proficient workers was found. When
the SATB wds applied to the cross-validation sample, composed of individdals
who were employed and therefore considered competent, an increase from 67% to 7&?

.in the proportion of highly proficient workers was found. A greater increase
@ an be expected when,the battery i8 ubed with -applicants, as the range of relevant
1ERJ!:bilities.ia wider ‘among applicants than among employed workers. , ~

[ i) A

T o - , 6 ) _

-
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. !
' . PROCEDURE

A 1ongltu&1na1 design was used; GATB test data were collected from Dealer trainees
. duripg their first two weeks of training. Instructor's rat1ngs were obtained for
. « each trainee after the training course,was completed. Job per formance criterion
data were not colldcted until after the dealers had been on the job at least seven
months; Data for the validation sample were\collected during 1978 - 1980. ¢

g . ' .

-

Job Analysis :
:) A job analysis was performed by obserV1n§\§he Dealer 8 performance durihg traiming
and by consulting with the Dealers instructors. On-the basis of the job -analysis,
* a job descriptijfon for each job was prepared which was, used to choose an appropriate
criterion or measure of job performance.
o
The job descrlptlons shown in Appendix 5. may be dged to provide information.on the

appllcabllltv of. the test battery resulting from this research.

Inuthe job analysis, each Job duty was rated fpr frequency of performance, percent-
~age of txme/spent, and level' of d1ff1cu1ty. Critical job. duties were identified
on the basis of these ratings. .

!

v

The four jobs were'e mblned inteo .one battery based on the following evidence:

1. The DOT code was the same. 2. The job descriptions were~gimilgr. 3. The
aptitude ratings were alm8st identical. &. The aptitude-crite "on corfelations
were similar. 5. The means and standard déviations of apt1§udes

°

The apt1tudes were rated as 1rre1evant important, or cr1t1cal to performance of
the’ job duties. These ratlngavwere done for each of the four gamea~(Twenty—0ne,
Dice, Roulette and Baccarat) and weré -almost 1dént1ca . _A synthesis of, these

, " ratings 'and their rationale follows: Lo .o ‘
‘ ¢ + . . i C ‘A\s

. . N- Numberical Aptitude ﬁ?Requlred to ¢ollect money and.se11 chips; to compute ,total

value-of cards; to calculate pa¥Outs, td count chips; and

v to compute total vaTue of chlpsNV . &
: S 2 "
‘ P - Form Perception . Required- to 1denhtify c rd defects card values and winning
: \ : ,an® losing wagers; to_ recognize value of currency; to scan
‘ : g . table layout; ‘td identify. fhall locatxon.
. p — . \ .

K - Motor Coordination Requ1red to stack chips, to slide and’ gosition cards; and
] ¢ e

3 Jto manlpulate\dlce.-"
R .
. F - Finger Dexterity =, Required to shuffle cards, to/grasp’ ch1ps, and to .make
A o~ : - ayouts. . * ' ’
L T 4 ‘ , o ‘
M - Manual Dexterity-3 . Required to- ‘rake in €h1p8, to draw, sllde,'and SCOOp up
, “ n* cards; to insert cardg 1n dlscardézolder, to grasp stacks
o ' of ch1ps, to man1pu1at9\qt1ck to grasp dice; to lift and
- : > - 1nvert bowl to drop d1ce, and to pick dp and place dice
Lo ¢ e ¢ in bowl. . ‘u_ . . & .
. . ) ; ” , [ . N, 2
. A . I S
Q S : Co L : ¢/ '
- - . T % “ N -
ERIC : - )
~ o , %

ﬂ»re similar. ﬁ#‘ A
t
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Experlmental Test Battery : 3 .
The ex?erlmental test battery consisted of a11 12:tests of the GATB, "B-1002A.
Inform tton on the composltlon and developmental research of the GATB may be
1n Manual for the General Aptitude Test Battery, Section III, Develop—

) men aVallable from the Government Printing Office.

Vai}datlon Sarple Description ] . .
‘The validation sample consisted of 933 Dealers. (392 females and 541 males)
|~ employed in the North, (see Appendlx 2). A total of 177 were minority group ~

members (124 blacks,- 18 Orientals, 20 Hlspanics' 10 American Indians and 5 French :J/
Canadians), and 756 were nonminority. group members. The means and standard :

»  deviations' for age and educatxon of sample members are. shown in Table 1. ’
+ Some of the gample members were given parts of Measurement JF Ski]l and Differ-
ential Aptitude Test before selection. All sample members were doing duties
. similar to those found in the job descriptions in Appendix 5. Descriptive sta~
tistics for black and nonminority subgroups are shown in Appendix 1. Descriptive

statistics for male and’ female subgroups are shown 1n Appendix 2,

Ctoss-valldatlon Sample Descrlptlon ‘ .
The cross-validation sample consisted of 123 Dice and Twenty=-one Dealers (61
females, 62 males) employed in the West. A total of 1l were minority group mem-

ry ~

.bers (IO.Hispanic, 1 Orienta and 112 were nonminority group members. The s o
‘means and standard deviations for age and education of sample members are shown L .
‘in'Table la. ' s . N .
E ° : Ve .4{’ . ; o
Criteria for Validation Study ~ .

The criteria for the validation sample consisted of instructor and supervidory

. ratings. The instructor and 1mmed1ate supervisor rated ‘each worker. The ratings
were obtained by means of personal visits of ‘State test development analysts who
explalned the rating procedure to the instructors and supervisors. For a11 but

+78 £ the sample members, two different instructors ‘rated each trainee at fhe\ 7 ‘o
compietion of the coutse. Schedullng problems™ necessitated getting pooled\ T

instryctor 'ratings for 78 sample ‘members,, The ratings were completed by six - , - -
instructors based on their viewing of va%otapes of trainees' pérformance. A 7
descertlon of the tragning curriculum is shown in Appendlx 6. Two ratings were
obtained from each suE%rvxsor with an interval of at least two weeks between :the . !
ratings. Slnce sample members' test scores are confidential, instructors and
supervxsors had no knowledge of the test scores of workers. * ’

,z ‘ » . K
A descrxﬁ;}vehratlng scale for trainees was”used to obtain instructors' ratings.
The scale {(see. Appendix 4) consists of seven items. Six of these items cover
dlfferent/aspects of job performance. The seventh item is a global item on Gamb11ng
Dealers "ak -i;ound" ability. Each item has five alternative responses correspond=-
ing to different degrees of job prof1c1ency. For the purpose ‘of scoring the items, '
wexghts of 1 to 5 were assigned to the responses. The 8otal score on the rating
scale is "the sum of the weights for the seven 1tems. The posdlble range for each *
rating is 7-35. ‘ Co. ‘ o

I . .
. o 1,

A review of the course outline for Gambling-Dealer trainees indicated that the
items covered by the rating scale were directly re)ated to important aspects of
- job related tta1n1ng . : .

L t_’\ ﬁ _ £

ERIC
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)

A. Aptitude or fagiliti:‘ A trainee must haVe' the pdtential to learn the job.

- » -
’

N : el ‘q ! . e .
B: Quantity: Aytrainee must meét standards of accomplishment 1in learning the
. skills and knowlgggi/féa;ired in the training program. ' . o

o . b

c. Quality: A trainee must perform assignments carefu1?§.and completely. =

B

—

ey . . . ) '
D,~ Quickness in learning instructignal unDFs: A trainee must demonstrate
the ability to grasp important concepts and learn manipulative skills
quickly to be successful in job related trainﬁpg. - -

* 1

b . . )
E. $k£¥1 in.use of equipment: A trainee must demonstrate kgbwledge and
8kill in making proper and efficient use of equipment in job related .

G. General performance: Successful completion of training for Gambling
.Dealer involves a combimation of the abovF aspects of learning ability.
I -

"A specially designed descriptive rating scale was used to obtain sdpervisory
ratings: The scale (see appendix &) conqistj of five items. Four of these
items cover different aspects of job performance. The fifth item is a global'
item.on the Gambling Dealers "all-around” ability. Fach item has five alterna-
tive responses corresponding to different degtees of job.proficiency. For the
pufpﬁse of scoring the items, weights of 1 to 5 were assigned to the responses.

‘The total score on the rating scale is the sum of the weights for the five items.

v

The possible range for each ratthg is 5-25. : {

A review of the job descriptions indicated that the items covered by the rating

scale were directly related to-important aspects of job duties -perfcrmed by

Gambling Dealers. e : . .
. L . . *

At Maiﬁtainiag pace of game: A Dealer must conduct the flow of the game

in a satisfactor’y manner.,
. . ks .

.

B. Accdracy; A Dealer must be accurgte in calculating odds,?counting
totals, payoff and making change.
. ’ At ¢ :

C. Condug;ing'acﬁivities or play of game: A Dealer must maintain control® .

of ‘the game. - ~ ) .
D. Handling and manipulating equipment: A-Dealer must efficiently handle =
' and manipulate equipment. ! . » t

¢ .
E. "All- round” job ability: Afbealér's yalue involves a combination of .
aspects of job performance listed above.

. R

. - .

. :
A teliability coefficient of .56 was obthined between the o insiructor ratings
and a reliability coefficient of .60 was \obtained between. the two supervisory

ratings, indicat’ing significant .relationghips. Therefore, the final criterion »#
score consists. of the combined scores of the instructor ratings and combined scores

A

[ERJ!:( ‘ ¢ ' ' N .

N L
o o e . ’ ’ -

raining. _ ~ * . L
F. Variety of duties performed eff1c1gn;1y!’ A tfaineé must.acquire a wide °
. Yariety. of knowledge and skills to successfully complete formal job
related training. Tt < . 3 i

/




L 4 . ‘ . 2
. . 4]
. * of the supervisory ratings. The possible range for the combined scores of
the instructor ratlngs is 14-70; and for supervisory ratlngs is 10-50. The
actual range of*lnstructordratxngs for the total sample is 20-70. The mean 1is
49.2 with & standard "deviation of 8.1. The actual range of supervisory ratings
for the total sample is 14-50. The mean is 35.8 with a standard deviation of

6.2, The relatlonsﬁlp hetween the criteria and age and educatlon is shown in ;~;
Table 1. | , *

>

- . -

‘ . - TAREL , -
) ' >
, Means, Standard Dev1ations (SD) and Pearson

-,/j‘ " Product-Moment Correlatlons with the Imstructor Ratlngs (rl)
and Supervisor Ratings (r2) for Age and Education

.
o
A \- i °

Validation Sample

. = 933 . \ o
\ . . . : - Mean SD rl r2 - )
t\? a . .
| Age (years) 27.6 6.8 .09%% 0,26k . ®
- Education (years) 13.5 1.8 0.06 0.07% )
*Significant at the .05 level i \
* **Significant ,at the .0l level »— AN

LY k]

oot T . ' TABLE.la ' oL ‘ o o
’ Cross-Validation Sample . . )
. _ N = 123 : S
‘ . ’ kY
o 7 -
., " Meaw 8D 2 r2
"Age (years) , n 28.7 7.4 =0.27%k  —0.21%% | T _
Education (years) '13.3 \3.7 0.03 0.01

.

*kSignificant at the .01 level °
» ~

The correlatlon beCWeen the combined 1nstructor ratlngs and c0mp1ned supervxsory
ratings was .28.  The fact that this correlation is low indicates that the two
criteria measire different aspects of performance. Therefore, the final cri-
terion consists of a dhltlple hurdle/comblnatlon of the summed instructor ratings
and summed supervisory ratings. For the purpose of analysis, the criterion
distribution was dichotomized so as to. include, as nearly as p0381b1e, one-thlrd\k
‘of the sample in "®he low-criterion group and two-thirds in the high criterion
group. This procedure is standard for SATB studies. A cutting score “of 42 for
the - tra1n1ng criterion together with a cutting score of 33 'for for the job

per formance criterion placed 35% of Whe total sample in the low crlterlon group
and 65% in the hlgh'crlterlon'g?bup » 5 ‘e -

. ’

¥ _ ‘ ;

Ly - e o s

, -

29




Criteria for Cross-Velidation,Stqu_ . o

.The criteria for the cross—valmdatlon sample also consisted of ihstructor and *°
supervisory ratlngs " After two months in'the program a single 1nstructor .
rating was obtalned for each member of the cross-validation sample.  The same
seven item Descr1pt1ve Rating Scale for trainees was used as for the valida-
.tion sample (Appendix 4). After four’ months, two supervisory ratings were '
collected using the standard Descriptive Rating.Scale (Appendix 4). The re-
llablllty bgtween the imstructor rating and the sum of the superVLSory/ratlngs
was .79.: In order té provide equal weighting between the instructor and super-
visory ratlngs, scores from the .instructor ratlng were converted into a dlstrl—

-

butfon with thg same mean and standard dev1at10n #s the supervisory ratings. The

¢ * . The critkrion distribution was dichotomized as for the validation sample The
criterion cutting score was set at 68 which ,placed 33% of the cross- valldatlon
sample in the low criterion group-and 67% in the high criterion group: The _
relationship between the criteria and age and education is shown in Table la.

~ relat10¥;i1p between ‘the criteria and age and educatlonols shown in Table la.

L]
a2 v
. .

- ” ~ ANALYSIS . .

. . ~

[y

The initial step in the’ analysis is to identify those aptitudes which show some
evidence of validity and job relatedness. This evidence can be: ‘

1. Statlstlcal evidence of the correlatéon (r) betwgen the test and the
crlterlon, " -

»

2. Content validity as’ evidenced by a ratlng ff ‘critical" based on

the job analySLS, or . A S

- v 4 /
. 3. Any combinatidn of thé, following:

)

. high mean ¢
low standapd deviation (SD) 4

.'rating of "importanf " based on the-job analysis
. i ‘ . - i
Statistical results for the validation samfple are shown in Table 2.

, ;
.
) TS

” o o : " TABLE 2

Statlstlcal Results for Total Valldatlon Seipl e

. _ N = 933 .
LT ¢ , - :
Aptitude ) Mean “ SD rl 53
* G - General Learning Ability . 1090 - 14.1 L2 2%k L 16%%
© V- Verbal Aptitude " Iz 108.2 - 142 * .13%k _  10%*
N - Numerical Aptitude . 109.7 13.8 L22%% \17**
., S - Spatial -Aptitude , . 105.1 o 17.8 L18F% 13k T
P - Form Perception * ¢ A 118 2 171 ©L23%% ' 36**‘
. Q - Clerical Berception , 119% 15.5+ . 15%% . %**
K - Motor Coord1nat10n ' 113.4° - 17.2 S 13%% L22%%
F - Finger Dexterity ‘ 0 109.0 . 19.4 ' L 17%% 2Bk (T
Q M - Manual Dexterity., » 1119.5 20.6 , J15%% - 22%%

. . -1 |

‘**Significant at the .01 level | 2
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XmxownZ<o
| .

y -

P‘_
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¢
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Agtitude

2

General Learning Ability

Verbal Aptitude
Numerical ‘Aptitude
Spatial Aptitude
Form Perception
Clerical Perception

‘Motor Coordination

Finger Dexterity
Manual+ Dexterity

TABLE 3

N = 397

Mean

106.6
107.3
107.3
102,7
116.5
119.0
112.5
107 .9
115.7

Statistical Results for Twenty-one Dealer

14.1
14.2
13.9
17.3
17.5
14.8
17.2
19.9
20.9

*Significant at the .05 level

**Significant at the .0l level

ﬁ}ﬁ'

. * ’ .
Statistical Results for Dice Dealer

AEtitude

/ L

Verbal Aptitudée

- N -pNumerical Aptitude
S - Spatial Aptitude

Form Perception

’ “ Q - Clerical Perception
~K.- Motor Coo*dination -

Finger Dexterity

I + M -"Manual Dexterity

*Signifécant at
**Significant at the .0l level

.

G - Géneral Léérﬁing~Abiiity

-

*
.

Y amLe 4 '

N = 325

Mean

©111.7
109.5
112.3
106.9
117.6

.. 11801
113.2
107.2
v121.7

\

-

the 05 level

a
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- Manual Dexterity

0 v i

) '.¥1 - _ TABLE 5 '

- s v

i Statistical Results for Roulette Dealer

\ ) N = 141
~u T :
Agtitude . . Mean s rl
o - S T T
- General Learning Ability 110.6 ° 13.1, .06
- Verbal Aptitudeo 108.7 13.5 ~ -.09
- Numerical Aptitude . 411.5 - 13.3 .12
- Spatial Aptitude, o -107.9 ° 18.0 .08
- Form Perception - 123.9. 16.1 21%
- Clerical Perception 124.7 16.9 -.02
- Motor Coordination 116.2 - 18.0 .18%
- Finger Dexterity : 16.3 19.2 $23%%
- Manual Dexterity . 122.9 1914 L27H%
; ' - v ' oo R
- *Siganicant'at the .05 level L
**Significdnt at the .01 Jevel , R
S
’ \\
. TABLE 6\\»\?\\\\\ .
¥ o N \\
Statistical Results for Baccarat Dealer® -~
i ¢ s N'= 70
. Aptitude Mearn SD . rl
- General Learning Ability 107.3 14.8 .26%
- Verbal Aptitude . 105.8 14.8 .03
- Numerical Aptitude 108.0 13.2 .28%
- Spatial Aptitude 104.3 7 15.5 .30%
- Form Perception 119.1 - 14.6 228%
- Clerical Perception 120.0 13.4 .10
- Motor Coordination 114.4 17.9 .04
- Finger Dexterity 109.8 18.7 .20
124.0 ‘*19.4~ 27*

A

‘k %Significant‘at the .05 level
- **Significant at the .0l1'level

VAR N ‘e

Table 7 summandieskthe qualitative analysis and statistical results shown in

Table 2 and shows the .aptitudes considered for inclusion in the battery.

» L

r

o | .

()

A




'TABLE 7 ' - : .

-
. - ’

Summary of Qualitative and Quantitative Data : i
- |
|

“ ‘for Validation Sample g
, N .o
] . N Aptitude . . -
Type of Evidence G Vv N S P Q K F M . ‘
Job Analysis Ratings ‘ ‘ - .
e Critical . ' . o
/ Important - X X X X X
v, L Irrelevant ‘
% [} statistical Evidence :
R High Mean 5 X X X .
D Low SD : X X X
Significant r &//’ N )
. Instructor Rating Criterion X XX X X X X X X :
Supervisor Rating Criterion’’ X X X X X X X X X
Aptitudes Considered for ‘
< Inclusion in the Battery =6V N S P Q K F M .
{ . I .
! The information in Table 7 indicates that all nine aptitudes should be considered
i for inclusion in the battery. The objective is to develop a battery of 2, 3 or T

4 aptitudes with cutting scores at the point (a) where about the same percent will
meet the cutting scores-as the percent placed in the high criterion group and (b)
. which will maximize the relationship between the battery and the criterion.

The cutting scofes are set at about one standard deviation below the mean aptitude
scores of the safple, with the deviations at five point intervals above and below
these points ;o achieve the objectives indicated above.

»
- 2

The followiﬁg/battery resulted:

|
|
i Aptitudes - ' Cutting Scores ,

N - NﬁmeriCal Aptitude ’ . 90
P - thm Perception 100
K - Mo%or Coordination , - 90
§ .
! VALIDITY OF THE BATTERY

< \

This- section of the report firs‘ presents evidence of criterion—pelation validity |
* of the SATB on the validation sample and all relevant subsamples. Next, it
provides information on effectiveness and fairness of test norms.

" .- Criterion Related Validity » : .
Table 8 shows that there is a significant relationship, between the job per- .
formance criteria and the SATB for the total validation sample, blacks, nonminor-

, ittes, females, males, and for the cross-validation sample; the difference between
' yalidities for the Zifferent jobs is not statistically significant (highest CR=

1, 66) . . e - N




- TABLE 8

< [
S o

Validity gi/ﬁattery .
. ail . F : - '
’ . . ° g r
High ( Low ) T - i
. " Criterion , .Criterion 8 : o "
! R ' Group g Group : ‘:Signifi—§ o
’ * Below Meeting |{ Below Meeting | ) -cance * ! Phi I
Cutting| Cutting | Cutting| Cutting '’ Chi . Level Coeffi-
Sample N . Scores | Scores ' Scores | Scores Square ,p’é< = cient
Totdal | 933 112 491 121 | 209 - 37.37 7 .0005 .20 .
! Y . .
Black : . 124 22 . ) 41 . 36 i 25 “i 7,2 .005 : +24 ;

t . : A . Lo !
|Nonminority ° 756 g0 | 427 75 ‘174 21,1. .000% : 217 |
Female o392 42 T34 | 40 | 76 % 18.3 . .0005 220 7|

! e . T : : |

Male — 541 70 257 81 133 17.4 +..0005 | .18 :
Dice Dealer , 325 29 | 137 . 51 108 | 9:3 |.005 | .17 -]
. . . s i i

Roulette . - % . ) ° A e s . o %
Dealer é 141 13 93 10 25 . 4.0% | 025 <17 o

| . - - ) ) !

Baccarat : ' . : . : . o
Dealer 70 5 Y42 . ~4 . 19 . 0.2% VAL " .05 z (/
Twenty-one e En ’ -, k
Dealer |.397 65 219 ° . 56. - .57 27.1 .0005 .26
. : ' ' - : : . . ' - \
Cross— . , ’
Validation | - ' S , : , v
{Sample  , |.123 7 |" 76 9 31 3.6% | .05 .17 -
- *Yatesr corrected ¢ -

. . T . 7
- . - >
<

Multiple regression analysis was conducted between aptitudes N, P and K and the
criterion. A multiple correlation of 0.25 (significapt at the 01 level) was
obtained between the job performance criterion and aptitudes N, P, and K.

- o i v

|
|
i
. ; **Computed using Fisher"s Exact Probabllity Test }
|
|

Effectiveness of the Battery ‘ L ' F't , .
'The level of validity shown in Table 8 indicates the battery will be useful in .
selection. ~1In the total validation sample, 65% were considered. to be.highly pro- o ‘

ficlent. 0f those who met the cutting, scores,.707 were ‘highly. proficient, an
increase of 5 percentage points over the existing selection method. These findings

are shown in Table 9 s . . . : . -




cL TABLE +9
7

- .
e - » P
~ " .

.- . &
Effectiveness of the Battery

* ‘
«

! o
HIGHLY .
‘ . X - .. -PROFICIENT .| MARGINAL f]
Lo ) ’ o . (HIGH . s(LOW ! ’
. - : ~ CRITERION ! CRITERION | -
T N R GROUP) . GROUP) Lo
N f | SRR S B
o NUMBER - ' R P
SELECTION SYSTEM~ * SELECTED "N % e N A
" ‘ Validatien Sample o, : _ ’ [
Without Tests . " 933 603 65" . 330 - 35 1, -
With- Tests 700 [ . 491 70 I 209 30 f
Cross-validation Sample’ : Lo~ i ,
Without Tests o 123 . 5 83° | 67 40 (% 33
With Tests =~ ;1077 S 7t © 31 |29

0y

Subgroup Analysis .

. No difference in the validities for blacks and nonminorities was found for this
battery, the difference between phi coefficients for blacks and nonminoritiés for
the total validation sample .is not statistically significant (CR = .79).

The battery is fair to blacks since the.proportion of  both black and nonminorities
who met the cutting scores approximated the proportion who were in the high eri-
terion group; 53% of the bldcks met the cutting scores and 51% were in theé high |
criterion group; 79% of the nonminorities met the cutting scores and 67A were in

the high triterion group. , L » 0
- . N . . “ .
No difference in the validitfes for males and females was found for, this battery;
the difference between the phi coefficients for the male and female subgroups is SR
not satistically significant (CR = ,58). i . . .

The bdttery is fair to females sifice the proportion of both females and males who

met the cutting scores approximated the proportion who were in the high criterion”'“~~3_f—
group; 79% of the females .met the cutting scores and 70% were in the high eri- - T
terion group; 72% of the males met the cutting scores and 60% were in the hign

criterion group. ’ L - A

o WP, .
: é’.’r‘ .
- e Sl
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“ ) o APPENDIX 1 ‘ -
> o . Descriptive Statistics for Black and .
e é} L Nonminority'Subgroups of Validation Sample .
e 4 . 8 C |
) ‘ : Black . . ' Noﬁminority a
» . (N=124) (N=756) '
Variable Mean . §2; ‘Range ' - Mean SD ' Range o
Aptitude G . 96.9 12.4 ° 72-131 1.4  13.2  69-154. o=
, Aptitude V 99,4  13.8 70-129 : 110.2 13.4 70-160
* Aptitude N 100.3 13,0 63-127 . ° "111.6 '13.2  69-148
« Aptitude S . 94.8 16.3 58-133 . 106.7 17.5 , 55-156
g ' Aptitude P 109.1 19.2 70-165 *119.8  16.3 68-164 -
s Aptitude Q 112.9 45.1 81-158 . * 120.9 15.3  80-185 |
e Aptitude K 108.0 16.2 .667140 114.4 .17.0  49-161
. "Aptitude F 102.3 20.1 60-162 ... 109.9 - 19.0 43-168
poY Aptitude M. , 110.2  19.8. 64-164 - 7 121.1. 20.4  57-196
\ Criterion I 45.7 9.1 20~70 C49.7 7.8 28-70
Crilgion 11 ‘ 33.5. 5.7 17-49 = . 36.2° 6.1 14-50
Age 28.8 + 6.9 19-57 27 .3 6.7 18-57
Education 13.2 1.7 8-17 - 13.6 1.8 8-17
%
T ; BE - ¢
I S o APPENDIX 2
. . e Descriptive S;atistics for Male and’ " V
Female SubgrOups of Validation Sample
- ) Male o - Female
T : (N=541) ' L (N=392)
) Variable " ‘Meéh §2_$ Range = ‘Mean Sb Range ,
Aptitude G 110.1  14.3  69-154 -~ 107.5 13.7  72-143
Aptitude V *107.3 14.5 63-152 i 109.4 13.6 -+ 72-160
Aptitude N 111.2 13.5 63-148 ‘ *107.7 13.8 = 65-k48
, Aptitude § 105.5. 18.9 55-15% 104.5 16.4  58-156
Aptitude P 115.7 17.0 = 68-163 J121.7 16.6 81-165 ;
Aptitude Q 116.7 .14.8 80~173 123.6 - 15.5 81-185
Aptitude K 11,5 17.5 49-161 116.1 16.4 ~ 60-159
Aptitude F 104.5 19.0  43-167 . © 115%T1F 1812  56-168
. Aptitude M ~ 119.9 21.2 57-196- . 119.0 . 19.8 59-168 .
N Criterion I’ * 49,2 ' 8.2 20-70 |~ -0 49,1 8.1 23-70 -
. Criterion II 0 35.2. ' 6.3 '14=50 s 36.6 5.9 20-50 .
*Age”™ 2854 7.4 18-57 26.5 . 5.6 18-56
1.8 8-17 - 13.3 7 -9-17

? Education . 13.7




C APPENDIX 3 - - ‘ .

Descriptive Statistics for Cross-validation Sample

, : (N=123)
& ’ R o 3
‘Variable ' Mean . Sb ‘ * Range , ¢
. Aptitude G .. 114.8 14.7 80-154
(. Aptitude V | 114.8 | 17.2 78-18%
© Aptitude N 110.8 w 14.5 76%144
Aptitude S 114.7 . 17.3 74-163
Aptitude P 132.3 17.9 83-172. , -
Aptitude Q - - - 130.8 17.3 " 85-175 . -
v Aptitude K 121.1 ., 14.5 82+159 ~
Aptitude F 107.9 20.4 ~  72-168 -
Aptitude M 113.9 5 18.1 . 64-162 .
n Criterion ‘I . 45.7 R 11.7 14-70
@ Criterion II . - 36.9 7.5 20-60
Age . 28.7. . b . 21-58
Education ~ 13.3 . ‘ 1.7 8-18
- .‘ ) . : N ‘.’ o
4 <
. ,
7 )
'k 1 . -
. ° ¥
L, .

a
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o  APPENDIX 4

[
s

R . . PATING TPAI'EES

. v ’ X ! )

\ \“ } N '\ .

. . 2
SN

N o) SUAGESTIONS TO, PATERS.

N\

We are asking you torate the job performance of the trainees whom vou

instructed. These ratinas will serve as a "yardstick"‘ﬁqainst which we can
compare the test scores in this study. The ratings must aive a true picture - -
of each trainee or this study will have verv'little value. You should strive .
to give the most accurate ratinas possible for each trainee.

These ratings are strictly confidential and won't affect vour trainees in any
way. Neither the ratipgs nor test scores-of any trainee will be shown to

" anyone other than personnel of the ESC testing section. We are interested-in

only "testing the tests.” Ratinas are needed for only those trainees who are
in the test study. : " ' ' : .

_ In making ratings, uon't let aeneral impression® or some outstandina trait

affect your judgment. Try to forget your personal feelinas ahout the trainee.
Rate him only on his performance. Here are some additional points which miaht
help you: .

1. Please read and study all directions andﬂthe ratina scale thorouahly hefore
rating a trainee. ’ ; .
2. For-each question compdre your trainees with "trainees in deneral" for this

. tyje of vocational training. We want the ratinos to be haséd on the same-

. standards in all training courses coverinag thi same onccunation.

3. A suggested method is to rate all trainees on“one questinn at a time. The
questions pertain to the different abilities nf the trainees. A trainee mav
be qood in one ability and poor in another: for example, a very-slow trainee
may be very accurate. So rate all trainees on the first aquestion, then rate
all’ trainees on the second question, and so on, ' '

4.  Rate the trainees according to the work they have done throuchout the entire

" vocational 'trainina course. Don't rate just nn the bhasis of one "good" ‘day,
one "bad" day or some single gncident. Think in terms of each trainee's
usual or typical dav bv day nerformance.-

5. Rate only on the abilities listed on the rating sheet. .Do not-let factors

such as cooperativeness, ability to get along with others, promptness and
honesty influence your ratings.. Although these aspects nf a worker are -
important, they are of no value for.this study as 2 "yardstick" against

which to compare aptitude test scores. . :
Please fill in the information requd&ted below. -
RATED BY o TITLF |
- . St

_ DATE

LOCATICN OF TRAIMINA o ’ . ‘
(City) — {State). -
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UNITED STATES TRAINING AND EMPLOYMENT SERVICE
DESCRIPTIVE RATING SCALE FOR TRAINEES
X 7 7’(%6; Trefeeeerﬁsed in Aptitude Test heve]dpment St“digﬁ)-é~ -
| _ .Scere
RATING SCALE FOR ' T )

Direct%ons:\

Name of trainee (print)

Sex:

A.

[DOT Title and Code fdr Training Course)

then complete this fratina scale. In makinag voir ratinas, onlv.
one box shpuld be checked for each question.

Please read "the suqheetions to raters"'oﬁ the back of this form

(Last) (First) -

Male

.How much. apt1tude or facility- does he have for the vocational trainina?
(Trainee's adeptness or knack for merformina the work easilv and wel1 )

Has great difficulty do1nc the work. Not at all suited for the

traininq
!

'3 for the trainina.

Does the work withput too much’ d1ff1cu1tv Fairlv well suited
for the tra1n1na A . -

Well suited for the

i

a, UsuaIQV'do§§ the work without d1ff1cu1ty
training.

Exceptionally well Suited'for

¢ o

.\Does the work with areat ease.
. - the training.

"l

. Usual]y has some d1ff1cu1tv do flot too well sujted -~

"




=
oy
—~ .
~ ’. ’
- »” \ ’ * B \ ‘?. &
e * \ »
B. . How much ability does he have for maintaining adequate production in the
vocational activity for which he was trained? . - . )

~ L

a 1.. Capab]é of very low work Butpht. ‘Ean_perfoﬁm only at an .

unsatisfactory -pace.
7

O 2. capable of Tow work outéut. Can Qﬁgform at/a slow pace.

3. Capable of fair work output: Can pgrform af=an dcceptable

.~ but not a fast pace. . . .
- -4 ‘{;y B L

O
[] '4; Capable of hjgh work ohfput%- tan perform at a. fast ‘pace.’
D)

5. Capable of very high'work output. Caﬁ_gerform at an‘unusua11y
fast pace. ~ . 0

a . . .
T - Sy ¢ ‘

-C.‘\How good was the quality of his work during thegyoc?iioﬁal traiﬁﬁng?

[] 1. Performance was i%ferior and aimost never met minimum quality
standards. ¢ . ‘
2 b
2. Perfqhmqnce was usually acceptable but somewhat inferior in
quality. The grade 6f his work could stand improvement. .

O
O 3. Performance was acceptable bt usually ﬁot'suﬁériov.in‘qualixy.
0
O

4. Performance was usually superior in quality®

-

5. Performancé was aLQost ilways'of the highest quality.

. ¢ «
& s - q
Nt . ]

D. How quickly did learn the instrugtional units‘of the vocafional‘training?

O 1. Learned the work very slowly. Needed carefh] and repeated

. instructions. . | L
ih' A[] 2 Learheﬁﬁthq*wOrk somewhat slower than most. ¢
O 3 Learned‘most d% the work in the®usual amodnﬁ of \time. * ~
[0 4.. Learned most of the WOrk_qujck1y. | -
[0 5. 'Learned ald of the work very rapidly. Needed on]y'tﬁe minimum

amount of training or jnstructions for evem the difficult aspects. .
. ) T Yo

N

- T Y Yy

<L
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- E.
P

F.

. 6.

@

- .

H.

t ) v r

- - " ‘?P\;\ ) D%
- L

o

How much ab111ty does he have for usina the equinment of. the vocat1nna1

tra1n1nq7 - ‘ g 2
' . ’ : N s 3
,“E% 1. Has very limited ability. Cannot use the enuinmeat adecuatelv.
2. Has little ability. Can use the eauinment to "get hy."
(O 3. Has a moderate amount of ability. Can use the eauipment to cn
+~  fair work. . ‘ i
[0 4. Has hinh ability. Can use the equipment to do aood work.,
(0 5. Has verv high ability. Can use the eauioment to do excellent

work. ’ * . ® \ . - .

~

How larae a varietv of job duties”can be performed efficiently?

7 1. cannot Ferform different onerations adenuafelv _

[0 2. Can perform a limited number of different operatinns pff1c1enf1v
3. Can perform,several different onerations thh reasonahle P

N efficiency.

- [0 4. Can perfom many different onerations efficiently.
5

. Can perform an’unusually larae var1et» of different opnerations
efficiently. .

o

A

Considering all _the faf@ors already. rated, and onlv these factors, .how
acceptable z;s h1s’ﬁerformance during vocational trainina? -

.
a

Performance was unSat1sfactorv
Rerformance was not completely sat1sfactorv
Performance wasgsat1sfactory
Perfqnnance was good. ° . .
. Performance was outstand1ng

U\bb)l\)-—‘

Complete the followina ONLY if the workers is no lonaer in the trainina course
'he or she was in when tested. ) )

What do you th1nk is the reason this nerson left the training course7 o
(It is not necessary to show the nfficial reason if you feel that thene
s another reason, as this form w111 not be shown tn,anybody in the schnol

or company. )

1. Dismissed because of“inabilitv to do the training course work.

2. Ouit, and I feel that it was because of difficulty doing the

training course. work. .

[0 3. Dismissed for reasons other than ahility tn do the trainine course
' work (e.g., absenteeism) . - * :

0 4. Nuit, and I feel the reason for Qu1tt1ng was_not related t?

ability to do the trainina course work

[n]
O

E

ated By

. T1ETB Date
s

LS

Company or Organizati%:‘ ] Location (City, S‘hte, 7Tp COde7 n

*
® ) . . ’

\

ee
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SPECIAL DESCRIPTIVE RATING SCALE .

. - s'c'égms
| ) A

\ -

. \
D.O.T. Title and Code A ’

\ o ©

. \

RATING SCALE FOR

 a [ >

Directions: Please read the “Suggestions to Raters” and then fill in El;p items which follow. In making your

ratings, only one box should be_checked for each question. \ ‘ : ¢

\ ¥

A SUGGESTIONS TO RATERS Y S

»

.o . vl
We are asking you to rate the job performance of ‘the people who work for you. These ratings will serve as a
“yardstick” against which we can compare the test scores in this study. The ratings must give a true picture of

each ‘worker or this study willhave vegy little value. You should try to give the most accurate ratings possible, for
. . Y . |

- Y

each worker,’ < . ) ‘ B

é‘hcse ratings are strictly confidgntial and won’t affect your workers'in any -vay. NeitHer the ratings nor test
scores of any workers will be shown to anybody in your company. We are interested only in “testing the tests.”
Ratings-are needed only for those workers who are in the test study. = . . T '

Workers who have not completed their training period, or ‘who have not been on the job or under your

supervision " long enough for you to know how well they can perform this -work should not be rated. Please

inform the test technician about this if you ¢ asked to rate any such workers. |

Al
'
v

Complct‘c the last questfon only if the worker is no longer on the job.

In making ratings, don’t let general impressions or some outstanding trait afféct your' judgment. Try to forget

your personal feelings about the worker. Rate only on the<work performed. Here are some more points which *

might lelp you: . i

1. Please read all direcfions and the rating sgale thoroughly before rating. Y, . ra
2. For each cl;];xcstion comp‘a’ﬁf yortpxr ‘workers with “workers-in-general”. 'in this job. "That is, comp.arc our

workers with other workers on this job that you have known. This is very important ia small planty. where
, there are only a few worke'rs. We want the ratings to be based on the sume standard in all the plants.

s, .
3. A suggested method is' to rate all workers on one question at a time. The questions ask about different
. abilittes of the yjworkers: A work may be good in one ability and poor in anotﬁcr: for example, a very slow
orker may be accurate. So rate workers on the first question, then rate all workers on the second
uestion, and so on. ~ - v - s

4. Practice and experience usually improve a worker’s skill. However, one worker with six months’ experience
may be a better worker than another with six years’ experience. Don’t rate. one workigas poorer than
another merely because of a lesser amount of experience. 3

5. Rate the workers according to the_work they have done over a period of several wéck‘sr{‘gg}negths. Don’t rate

just on the basis of one “‘good” day, "or one ““bad” day or some single incident..Think in terms of each
worker’s usual or typical performance. ‘

46 Rate only the abilities listed on the tating sheet. Do not let factors such as cooperativeness, ability to get

along with others, promptness and honesty influence your ratings. Although' these aspects of a worker are
" itportant, they are of no value for this stydy as a “yardstick” against which to compare aptitude test scores.

¢’ .
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—~ NAME OF WORKER (Print) .(Last) _ (Fi:ét) v
. . . ¥ -
J
SEX: MALE FEMALE : : . .
¥ - o @ . ) ; e .'. ,‘, 7
Company Job Title: - . - A ¢ -
. 7
How often do you see this worker . How- long have you worked with this+ .
in a work situatién? ‘ worker? ° »
/ / All the time. . s, / | Under one month. o v
/‘/ Several times a day. , . / | One to two months.
ﬁ./ / Several times a, week. ) /./ Three to five monthsg. ¢ )
R ._ Y . o . ’ ¥ . o . -;
/ / Seldom. ) /| six months, er more.. °
A. How well does the dealer maintain the pace of the game? (Bealer's ability to '
. conduct the flow and tempo of the game”in relation to the players.) T
. { Tt o
. . 1 . - @ * ¢ .
o /' /] 1. The pace at which the dealer conducts the game is ungatisfactpry.‘ QK\~
) . . &, ) . y ) - N ‘ . - v N
/ / 2. The pace at which the dealer cenducts the game is below ‘average:.

," e

'/./ 3. The pace at wyich the dealef conducts the gahe isesatisfactqry.
S b, Thé pace at which the dealer conducts the game is above average.

3
»

.. 1 / 5. The pacg af which the dealer conducts the-game 1is ou:sfanding.' .
. > % . C o
' B. How accurate is the dealer in the various functions of the game, such as calcu-
lating odds, counting totals, paying off., or making change’

3 . 3

- . =4

S~
S~
—

Makes very many mistakes. Work needs constant correcting. "

/ / 2. Makes frequent mistakes. Work needs more correctlng than is desirable.
/ / 3. Makes mistakes ,occasionally. Work needs only nofmal corréq:ing. Py

/.1 4. Makes few mistakes. Work seldoni needs correcting. B
. - L ) -’ ~ - , -
i/ 5! Rarely makes a mistake. Work almost never needs correcting. ~

Ry _ -
C. How well does the dealer conduct the activities or play of the game?

/ / 1. Has poor ability in conducting game. Loses control of game freqdently.

/ /2. Has limiced ability in conducfing game.. Occasionally loses control of game. &f

/ /3

Has average ability in conducting. game. Usually Eﬁ%ttols game»ac~aczep:able'

level. ‘ . © .

Has good ability in conduc:ing game. Seldom loses control of game. )
’-"_»_ S ° Pl

2
Has outs:anding abilicy in conducting game. A ‘most always has complete
control-of game. T :
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-
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—

E. Consideringaall the factors already rated

R . - ©

>D. How well does the dealer handle and manipulate the’ equipment (such’%s chips, cards,
etc.) of ‘the game7 L, ) . . e e . .
B o - ‘ c - v,
- !/ 1“ Clumsy Has difficulty handling equipment adequately
/ / 2. Has limited ability, Handles equipment with some difficulty L
L / / 3. Has average ability. Handles equipment qithﬁ?easonable efficiency. -

¢ a

/[ 4., Perfofmance is abgve average. Haa‘good ability in handling equipment."r

"/ / 5. Performs at an outstanding level. Has -excellent ability in handling ¥

equipment. . -

A XY

, and only these factors, how good is this
dealer? (Dealer s all-around ability to do the job )

“ B
-

/ / 1. Performance uSually not acceptable. % . ‘ . .

. 6 / 2.\ Performance somewhat inferior ’ . .
;} / 3. A fairly-proficient workers : . . N ©
/] 4. Petformance.usually superib:. L ; ;_ ) . i
/] /5. An unusually‘oompftent ;orke; ' . M ‘ ¢ ! N
Complete the following ONLY. :f the dealerﬁ?s no longer on the ;ob . ' n »

F. What do you think is the reason this person left the Yob? (Lt 1is not necessary‘to

show the official reasow if you feel’'that there is another realon; as’ this form

will not be shown to anybody in the company ) . . : .

/ /.1. TFired because of inability to do the job. - i i L R .

«/ /2. Quit, and 1 feel that it was because of difficulty doing the ,job.

/ | 3. Fired or laid off for reasonms other than ability to do the job ({i.e.,

- .  absenteeism, reduction in force.) ‘ .
. ) # . .
/ / 4. Quit, and I feel the reason for quitting was not related to ability to do®
the“job. . N . . .

" -

/ / 5. OQuit or was promoted or reassigned because the dealer had lisrned the job
well and warited. to’advancel g o

LN

°

< .- g 2

RATED BY Vs TITLE t ' DATE

.

- COMPANY OR ORGANTZATION ‘ . LOCATION (City. State, ZIP Code)
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Qireci,ions: Please read the “‘Suggestions to Raters” and ther?'fl"lll in the items which. follow. In‘mlking'your
, ratings, on]_y one box should be checked for each question.

¢ C < SUGGESTIONS TO RATERS N

)

. ‘ . . .

~

‘o ) . 1]
We a(?askjng you to Tate the job performance of the people wh8 work for you. These ratings will serve as -

a “yardstick” against which we can compueﬁ’ne test scores in this study. The ratings must give.a true picture -
t

of each worker or this study will have very flttle value. You should.try to give the most accurate ratings
"o posstl;ble for each worker. ; :

4

- %
These ratings are strictly confidential and won't affect your workers in any way. Neither the ratings nor
test scores of any workers will be shown to anybody in your company. We are interested only in ‘tes(ing

-,

"+ the tests." Ratings are needed only for those workers who are in the test study.

a3 |. Please rezd all directions and the rltin'g scalé thoroughly before rating. . .

' get along with others, promptness and honesty in

Workers who have not completed th.ir traning period, or who have not been on the‘job or under your
supervision long enqugh for you to know how well they can perform this .work should'not be rated,
Please inform the test techniciap about this if you are asked to rate any such workers.

Combplete the fast question only if"the worker fs'no longer on the job.
. X . P «
In making ratings, don't let general impressions or some outstanding trait affect your judgment. Try to
forget your personal feelings about the.worker. F.até only on the work performed. Here are some more
points which might help you: ' . .

-
.

z ~ . . . "
2. For each questiorr compare .your workers with® “workers-in-general” in this job. That is;
worker# with other workers oft this job that you have known. This is very important in

compare your
small plants

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

3. A suggested me‘hod is to rate all workers on one question at a time. The questions ask about different
abilities of the workers. A worker may Be good in one :5ility and poor in another: for example, a very
+slow worker may be accurate.
question, and so on.

4. Pracfice and-experience usually. improve a worker's skill. However, one’worker with six months’ experience

years' experience. Don't rate one worker as poorer than
experience.

may be a better worker than another with six
another merely because of a lesser amount of

5. Rate the workers according to the work ihey have done over a period of several weeks or months. Don’t
rate just on the basis of one “good” day,.of one “tad " day or some single incident. Think in terms of
each worker's usual or typical performance. :

6. Rate only the abilities listed on the rating shett. Do not let factors such as cooperativeness, ability to

are important, they are of no value for this study as a *yardstick™ against which to compare aptitude

te_st scores.

So rate all workers or. «he first question, then rate all workers on the second |
- . . A .

fluence your ratings. Although these aspects of a worker

~

ERI

k) Aruitoxt provided by Eic:
i

sl
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NAME OF WORKER (Print) - {Last) (Firet)

¥

SEX:  MALE FEMALE ‘

Company Job Title: - - s

How often do you see this worker How long lave you worked with this worker?

in a work situation? _ - ’ R
3 All the time. . : [ Under one month..

CJ Several times a day. o ' ‘ 3 One to two months. | .
[ Several times a week. ] Three to five months. -

&+ Lt . ¢ .
<[ Seldomi. . : " [ six months or more.
. i

PN .
T

A.  How much can this worker get done? (Worker's ability to make efficient use of time and to work at high speed.)

(If it is possible to rate only the quantity of work which a person can do on this job as adequate or inadequate,
use #2 to indicate “inadequate” and #4 to indicate “adequate.”)

4 . N

1. Capable of v.ery low work output. Can perform only at an unsatisfactory pace.
2. Capablé of Jow work output. Can perform at a slow pace.
3. Capable of fair work output. Can perform at an acceptable pace.

4. Capable of high work output. Can perform at a*fast pace.

o000 0.

5. Cipable of very high work ohtput. Can perform at an unusually fast pace.

&

w»

How good is the quality of work? (Worker's ability to do high-grade work which meets quality standards.)
1. Perfo‘rmance is inferior and almost never meets minimum quality standards.
2. Performance is usually acceptablie but somewhat inferior in quality. .

.

a

O

O 3. Performance is acceptable but usually.not superior in .quality.
- .
a

4. Performance is usually superior in quality. 3
,: 5. Performance is_ah,nosg'al\yays of.the highest quality. )
C. How accurate:is the wor!(?‘ (Wo;ker’svability to avoid making mistakes.) ~ .
v . i :
O 1. Makes very many mist:hk';s. W;rk needs constant checking.
O . 2.' Makes frequent mistakes. Work needs more_checking than is desirable. )
A g 3. Makes misiakes occasionally. Work needs only normal checking.
O3 4. Makes few mistzkgs. Work ‘seldom needs checking. =
N a s. Rarelyi makes a mvistakc. Work-almost never needs checking.
) Sen
4




1 D.  How much does the worker kniow about the job? -(Won\' er's understanding of the principles, equipment, materials
and methods that have to do directly or indirectly with \the work.) |

i . \ -

1. Has very limited knowledge. Does not know enough to\do the job adequately. -
2. Has little knowledge. Kﬁows enough to get by. .

3. Hé‘s moderate amount of knéwledge. Knows enough to do fair work.

o

4. Has broad knowledge. Knows enough to do good work. - ) .

Ooo00o0

5. Has complete knowledge. Knows the job thoroughly.

m

How large )l variety of job duties can the wc;rker perform efficiently? (Worker’s ability to handle several different
operations. =

1. Cannot perform different operations adequately.
2. Can perform a limited number of different operations efﬁ~ciently.
3. Can perform several different op:rations with reasonable efficiency.

4. Can perform many different operations efficiently.

00000

5. Can perform an unusually large variety of different operations efficiently.

‘ P
Considering all the factors already rated, and only these factors, how good is this worker? (Worker’s all-around
ability to do the job.)

o

1. Performance usually not acceptable,

2. Performance somewhat inferior. = . : .

afisl=

3. A fairly proficient worker.

O 4. Performance usually superic-. - o ' -

O 5. An unusually competent worker.

| Complete the following ONLY if the worker is no longer on the job.

.

L4

What do you think is the reason this person left the job? (It is not necessary to show the official reason if you
feel that there is another reason, as this form will not be shown to anybody in the company.)

Qo

-

O 1. Fired because of inability to do the job.
O 2. Quit, and I fee! that it was because of difficulty doing the job. Y
O 3. Fired or laid off fc\x( reasons other thin ability to do the job (i.c., sbsenteeismy reduction in force).
{0 4. Quit, and I feel the reason for quitting was not related to ability’to do the job.
' O 5. Quitor was promoted or reassigned because the worker had learned the job well and wanted to advance. i )
A ’.W;_F_,_,__w~‘—«—~~”""—“’ e
RATED BY . : TITLE - DATE )
) COMPANY OR ORGANIZATION. R ) LOCATION (City, Stete, ZIP Code) °*
¢ ' : ' ‘
GPO 682718 ' . v MA 7-66 °

. P Apr. 1973
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2" APPENDIX 5

" JOB DUTIES | -
, g ) ~ ' - b
JOB TITLE: Twenty-One Dealer (amuse. & rec.) 343:467—018'

£1

o . o N N «'. . ; 9 . :
Guide for 0O&cupational Exploration (G.0.E.) Codev09.04.02 Sales Serviges

' moving hands in revolving motion (chimmy shuffle).
- e .-

' @umber and location of players at table. Slides cards from shoe onto table, *
. turns card togexpose point value t% all players and positions card face up.in o

-dealer's. Scoops up cards upon completion of game. -

JOB SUMMARY: Controls actiyities at blackjack table in gambling casino.
Shuffles four decks of playing cards following prescribed procedure and
positions cards in shoe. Deals cards from shoe to players and self accord-
ing to game rules -and casino regulatigms. Calls out value of each player's
cards and deals‘extra cards according to player's instructions. Views |
point values ‘of players and own cards to determine winner of playing hand
according to rules of game. Collects chips of losing wagers and pays ouc
winning bets to players. Exchanges players' currency for chips, used exclu-
sively at table. . . ' : , o . .

WORK PERFORMED: Opens blackjack table. Counts chips in tray to verify total.
Opens four decks of playing 'cards. "Removes nonplaying cards such as jokers
and advertisement cards. Visually éxamines each card for defects such asw
misprints, discolorations. and markings. Ingefts examined decks: into discard
holder. Mixes .playing cards by placing both hands palms down on cards and

o N

Riffle shuffles cards. Mixes playing cards by holding one-half of playing .
cards with each hand, positioning cards against each other, raising and
releasing cards with thumbs tio alternately place cards into one stack. Hands
¢ut card to specified b1ackjack‘p1§§er for insertion into stacked cards to
cut deck of cards. . Places rear cards at front of\deck to complete cutting "of
cards. ‘Insefts deck into shoe. \\&\\~ ) .-

"
o

q

Deals cards. Scans bet spotd‘oh table layout to identify chips denoting

front of first player's wagered chip(s). Repeats procedure clockwise around.
table to all players and dealer until each participant has two cards.

ControYs play of game. Mentally computes total point value of cards., Repeats
dealing cards to player -until player indicates no card ar point value of cards '
exceeds 21¢' Repeats- playing procedure to each player around table clockwise.
Calls out dealer card value to pla&ers and draws cards from shoe when value of
cards is under 16.— Stgnds pat if original value is 17 or higher. Distributes
chips to players still in game when dealer's point total exceeds 21. Caldls. out
dealer's point total and collects player's wager when point total is less than

-

Exchanges money into chips.. Grasps stack of chips from tray, fingers and stacks

chips in.equal value to bill}s) in.a prescribed manner and slides across table

to buyer. Slides bill(s)" into drop box using a paddle.
B : ‘ B AR

a

Y
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JOB TITLE: Dice (Craps) Dealer (amuse. & rec.) 343.467-018

N N

Guidé for Occupational Exploration (G.0.E.) -Code 09.04.02 Sales Services

JOB SUMMARY: Controis activities at craps table in gambling casino, working as
member of rotating four-person team: Distributes dice to shooter, using .stick;
positions players' chips-on layout of table according to bets specified and repo-
s8itions ch1ps when rgquired by rules of game; calls out point total of rolled

dice and w1nn1ng and losing bets; collects 1os1ng bets, mentally computes winning
payouts- based upon payout odds and sum wagered, using memorized formulas, informs
players of various types of bets between rolls of dice to encourage betting; con-
stantly views table layout to prevent cheating; exchanges currency for chips used
in game; and explains rules and regulations of game to unknowlegeable players.

'
Y

WORK PERFORMED . ‘ .

‘Stickman® Position: Controls stick. Picks up and manipulates stick to grasp five
dice with curved stick and moves dice around table to the shooter for selection
of two of the five dice that will be used in game. . Grasps remaining three dice

with stick and moves dice to hcme plate. Views'dice in shooter's hand and visually

follows course of dice .thrown down table. Calls out numberical total of dice.
Grasps dice with stick to await shooter's next roll, while dealers are collecting
and paying off bets. Sticks dice to shooter for next roll. N N

' Maintains proposition bets section of table 1ayout. Collects chips wagered on:
losing bets. Rapidly computes payoff on winning proposition bets based on amount

of wager~and odds on bet using memorized formulas. Identifies winners around table

by chip locations on layout of winning bets and p01nt stick at winner(s) sequen-
t1a11y 1nform1ng dealers of suil to be paid each winner.

Annouces winning and 1os1ng bets ‘“Identlfles numerical count of dice rolled by
shooter. -Calls out total number and.winning and‘Toﬁrng\bets to assist the dealers
in payouts, chip movement on, 1ayout, and collection of wagered bets

v

Encourages wagerxng. Announces varlous types of proposition bets to ma1nta1n
player’ enthusiasm in game.
¢

Dealer Position:
- Sells chips to player. Picks up and counts bills or hand b111s to boxman to.
count. Computes number of. chips to match value of customer's bills. Grasps,
statks and pushes chips to purchase player 'in- prescribed manner.

¢

Collects and pays out wagers. Listens to stickman announce numerical total

of- thrown dice, V1sua11y locates losing bets on table 1ayout. Grasps chips

. and s11des to dealer's position. Identifies location on 1ayout of winning bets
~ and rapidly calculates amourit of payout for each winning bet using memorized
formulas #ccording to rules of game. Grasps and positions stacks of appro-
priately valued chips, fingers ch1ps in a prescribed manner and pushes to
‘winning bettor 8 1ocat10n._ ’
’ 0 : . ~.
Miscellaneous tasks. Informs player placing bet disallowed by game rules and
casino regulations. Advises unknowledg€able - players of opportunity to play
"odds bet up to amount of origimal come, don t come,,pass or don.t pass wager".

2 o v ‘ dU

-

-
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..JJOB TITLE: Roulette Dealer (amuse. & rec.) 343.467-018 Y

k]

Guide for Occupatxonal Exploratlon (G.0.E.) Code 09. 04 02 -Sales Servxces/

JOB SUMMARY: Controls activities at roulette table in gambllng casino.
Exchanges chlps used exclusxvely at table, for players' currency, positions
chips for players seeking to place combination bets; spins ball and wheel;
V1sually identifies ball location in wheel slot, and announces correspondlng
wlnnLng number and color; views chips on table layout ‘to identify W1nn1ng and
losing bets; cellects chips on losing bets; calculates payouts on winning bets
using memorized keys and pays out “corresponding value in chips; explains rules
of game to unknowledgeable players; exchanges game chips for dollar valued
chips when player leaves roulette table: : ' :

WORK PERFORMED: * Opens roulette table. ° Computes value of chips at table and
verifies against- amount recorded on count card.

a

. a

Sells chips to players. Computes numtf®r of chips to match value of customer's
bills. Grasps, stacks and slides chips across table to player .in prescribed
manner. Inserts bills-into drop box using paddle. ° '

Controls games.' Calls out "place your bets" while continually observing
table layout. Briefly explains different types of bets and payout odds.
Inserts right hand into wheel number slot. -Grasps ball between thumb and
index finger, pushes-wheelagently in counterclockwise direction, moves “hand
in clockwise direction while releasing ball under rim of wheel to set ball

and whee® in motion.

o -~

Collects and pays out on Bets. Listens as ball drops 1nto slot on wheel and
‘glances into wheel to 1dent1fv number .and color of slot ‘in which ball.is seated.
Positions layout marker atop correspond1ng number on table layout to 1dent1fy
winning and losing bets. . Rakes in 1081ng chips in prescribed manner. Rapidly
calculates payout of winning wagers in prescribed sequence, using memorized
keys. Pushes chips over table to winnming player. -

Mucks'chips. St'ack’s chibs in holding area according to color and pattern.
‘Cashes out player' sﬂchlps. Exchanges géme“chips for dollar valued chips when
player leaves table} ' '

' C-
™ - ' - \

-

re
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JOB TITLE'i Baccarat Dealer’(amuse. rec.) 343,467~ 018

3

Guide for Occupational Exploration°(G 0.E.) Code.09.04.02 Sales Services
P .

JOB SUMMARY: - Controls activities at baccarat table in gamb g casino,

working as member of rotating four—person team. Chimmy, riffle, and

lace-shuffles prescribed number of decks of playing cards and inserts

into shoe. Passes shoe to specified player and calls out point values .

of bank and player cards dealt from shoe. Calls for additional cards

when prescribed by game rules, and announces winner of p1aying hand. |

Collects and pays out chips accordingly. Computes house commission on

winning bank wages and positiors markar button on table layout to identify,

.player and amount owed. Periodically collects commission owed by players..

Sells chips used at table to p1ayers.

. WORK PERFORMED:

Shoeman Tasks: Shuffles cards. Positions individual deck. of cards face

* down on table. Scans each card for defects such as misprints and marks
and removes defective cards from deck. Shuffles eight decks of playing
cards in prescribed manner. Hands cut cards to specified player to cut

S Insepts cards into shoe. Pushes shoe to _player controlling bank

T to first player counterclockw1se around table at start of game.

~

play of‘game. Observes player controlling shoe (banker). Scans
cards to identify point values. Announces totals and identifies winner
_of game according to rules of.the game.

* Sells chips to players. Scans currency placed by player. Computes number
of chips of specified denomination required to equal currency and grasps
stacks of chips from tray using fingers in prescribed manner. Lifts
paddle from drop box and deposits currency. '

Dealer Tasks:. ‘Collects’ and pays out wagers. ‘Listens to shoemap announce

* game winner and scans table layout to identify losing and winning wagers.
Positions hanﬁs, palms down, and rakes in chips on 1osing bets to chip
stacking area. Positiogs stack-of chips next to winning bets, slides - index

finger over. wagered chips and through stack to pay out equal number of chips.

* Computes and collects h use commission. Scans Winning chips on. table layout
when bank wins. - Comput s house commission (5%) on each bet. Requests
commission payment from players, informing p1ayers of amount owed.

I’
» Y
'y

. h

¢

* These Job duties are designated as cti ical since’ they must be performed ?_,

competently if the JOb is to be performed in a satisfactory manner.
.
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APPENPIX 6

0

‘Training Course Outline

Twentz*One

A. Orientation
1. Casino Career Institute
2. Game of Blackjack

b

B. .Casino Policies °
1. State .Regulations
2. Casino Rules and Regulations

>

C. Opening and Closing the Game B )
‘l. Equipment Inventory
2. Financial Accountability

D. Game Rules and Regulations

‘ 1. Dress and Appearance

. Customer Relations

. Minimum and -Maximum Limits,

... Interim Reports ¢

. Interim Fills

. Procedure for Advances

. Method of Making Pay Outs .
. Stance and Position of Dealers

NP WN

E. Duties and Responsibilities of Dealer
1. - Chip tray adequately filled
2. Players' contentment
- 3. Insure correctness
4. Regulate speed of game

: -

‘ F.- Chipaﬂandling |

. , 1. Chip Cutting

: ‘ a. Two color pay outs

b. ‘Three color pay outs .

¢. Method of Blackjack pay outs

. ‘d. Method of Insurance pay outs
2! Chip Conversion .
3. Chip Exchange

- Card Shuffling
f‘ ‘ 1. Shoe Loading
. 2. -Card Cutting

.

H. Card Dealing

1. Style and ‘Speeé 4&? .

2. Pushing and Grippi .

3. Card Box Posifioning

4. Splitting Pajrs '

5

6

7

@y

. Doubling Procedure
. .To Three Players )
. To Five Players

FRIC - T 33




e’ ‘ ) , N ) e _30_ -

»

8. ¢ To a"Full Complement
! oo 9. Také and Pay Procedures
. 10. Hitting Low Hand
- ‘ 11 Procedure to Make Pay -Quts
- 12. Insurance Pay Outs !
j?) 13. QUard Totaling -

I. Agcounting Procedures
1. Advances to the Table
2 Returns to the Cage
3. Change Procedure
4. Credit Procedure .
J. Security .

1. Equipment

2. Money

v ~

K. Dress,.Appearance and Conduct

o
-

L.. Customer Relations

L]

*

%)
&N




Dice o , ] -« 240 Hours

A. OrLentatlon
3}, Casino Career Instltute
2. Game of Craps , , o

B. .Casino Policy . -
1. State regulatlons
2. Casino rules and procedures

C.. Opening the Game" : o g
Inventory * >
a. - Equipment D : ‘
b. Chips BN .

y C- 'Money )

D. Closing the ‘Game . A . AN
Inventory . )
a. Equipment ' .

. b. Chips ' : .
c. Money . ~ '
- ' . » ~ 7

E. Game Rules and Procedures _ )
Winning bets v &
Losing bets
Proposition bets

PLACE betting pay outs ,
Take and pay - ' » >
Cash change .

Color change * : « .
Advances to the table o

a. Credit slips - v

b. Inter™m fills , e . e

9, . Returns from the table ' :

10.- Player's markers

- - -

-

-

-

W~ WN -

-

F. Duties, Functxons and Respon81b111ty of the Craps Crew
1. fBase dealer B '
4 d. Insures accuracy of a11 procedures o ! .
" b, Prevents any deviation from casino policies and procedures
c. Watches player money

- | - d. Deals openly so boxman can read pay outs

Boxman

N\ Supervises and gives constant surVexllance to dealers

b. Keeps account of players' bettlng transactlons |

c¢. Constantly checks for accuracy

d. Handles all complaints and makes all flrst line dec1sxons
e. Controls the game -at all tlmes

-

N -
.

3. Stickman .
a. Gives constant survexllance to dice and the area in which
they are- thrown :
b. Promotes proposition betting
'g.'-Keeps players enthused
d. Checks for accuracy in pay outs , -t
‘ ‘ e. Regulates speed of game . :3., '
. f. Ability to handle stick 9
7?3.' Command of traditional stickman's jargon - v
; - . .
!

., ' »

s




G. Layout Memorizatiom

1. Stickman's® proposition - - .
) | 2. Second base . ) ‘ N
- 3. Third ovase -
’ 4, Dice odds - R .
) 5. . Off and on situations . o ’
1
H. Bets _ ) o
1. Need for a good background in fundamentals of math -
J- 2. Neéd for memorization of odds -
3. Kinds . o : i
- a. PASS LINE , .
0 0dds at players' option -
. . DON'T PASS . o o
Odds at players' option '
c. COME : ‘ L
g > ‘0Odds at players' option -
d. DON'T COME T
' 0dds at players' option . .
| , e. FIELD ‘ - ’ .
A £. BIG SIX .
Y g. BIG EIGHT . -
h. PLACE ' . S
i. HARDWAY - ;
o Proposition betting ’
_j. CRAPS , _
. ) Proposition betting . :
k. ELEVEN - ' ' vy
) . Proposition betting N - .
' 1. BUY ) . A _ .
' m. LAY . Ty | .
n. CALL : T 2 v ' )
' I. Chip Handling :
) 1. Chip Cutting exercises

L

K. Accounting Procedures

1.
2.

. L.

2.

M. Dress, Appearance and Conduct of Dealer

‘ N.

J. Use of Credit Markers .

Security
1. . Game equipment . e

Customer Relations

" - | 36 B

a. Drop one and cut

b. One to five bridge- '
c. Index picking of chips
d. Sizing:into chips - two, three, four or five high

-

¥

7

I

Advances QQ‘table )
Returns from table " ‘ S

House and player mone;
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‘Roulette ' N
o 3 R °

A. Orientation’ -

1. Casino Career Institute *

. 2. Game of Roulette
B. Casan“Pollcy~ ’
-1. State regulatlons .
2. Casino rules and regulations

" Procedur=s for Opening and Closing the Game
1. Equipment inventory
2. Financial accountability

. Game Rules aad/i;ocedures

1. 0dds on .betting —
" 2. Pay out procedures N

3. Method of c{earing the table

E. Duties and Responsibilities of Dealer

" 1. Regulate game sﬁ&ed
2. Player contentment - i
3. Insure accuracy of pay outs
4 Adequate chip fill )
A AN

F. Laycut Memory

‘G Kinds of Bets
1. COLUMN
2. LOW or HIGH, RED or BLACK, ODD or- EVEN
3. DOZEN ' ‘
4. SIXLINE ’
5. STREET ~ A :
6. CORNER ) : 4
7. SPLIT
8. STRAIGHT UP >y oo

H. Chip-Handling .
1. Mucking chips :
2. Pushing chips to player ?
3. Pulling chips from rack
4. Stacking chips.in 20's by feel
5. Cutting down chips .into unit size
6. Push cutting ’

' 7. Drop cutting

I. Procedures Involved in Splnnlng Ball 3
1.- Two-fold reverse spin action w
2. Technique in gripping the ball (~

- J.. Use of Credit Markers

N S

y
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- K. Accounting Procedures

1.

Advances to the table

Returns from the table

L. Securitys Procedures

° 1.
2.

-

Equipment security o

Game security -

a. Protection 6f player money
b. Protection of house mfoney

g 3 M. Dress, Appearance and Conduct

o

- N. Customer Relations

,EI{I\C.
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Baccarat 200 Hours
S
A. Orientation
1. Casino Career Institute
2. Game of Baccarat o ) k;
B. Casino Policy
1. CALL bets
. 2. State ‘regulations
3. Change of staff at table
- .
C. Procedures for Opening Game
1. Inventory of equipment
2. Inventory*of money
D. Procedures for Closing Game
1. Inventory of equipment
2. Inventory of money
3. Cashing in table
E. 'Game Rules and Procedures
1. Rules
a. Card values
b. Hand values \
c. Player's hand rules
d. Bank's hand rules
2. Procedures
a. Making change N .
b. Commission deduction
c. Payment of wins
d. Advances to table
e. Returns from table
' f. Take and pay ' :
Tt .<,;fx,)"‘
F. Duties of Dealer J¢P> ,
1. Senior dealer . s
0 , Card calling. -
2. Dealer :
Card calling ' R\RJ
G. Baccarat Jargon ~ -
H. Chip Handling " s
Chip Cutting Exercises -
a. Drop one and cut
L. One to five bridge
c. Index picking of chips\
d. Sizing into chips - two, three, four or fiv

V4

e high
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Aruitoxt provided by Eic:

M.

Rl

Card Shuffling

1. Chimmy shyffle
2. Riffle shuffle
3. Cutting cards
4. Loading shoe

Use of Credit Markers

Security

1. Equipment

2. House money
3. Player money

‘Dress, Appearance and Conduct

Customer Relations
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