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and usefulness of the battery to Employment Service staff and O

Jemployers in selecting individuals for training in respiratory
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as respiratory therapists and SLTB aptitudes of -general learning

ability, spatial aptitude, form perception, and motor coordination.

The validation sample consisted of 496 employed workers (iqcluding 99
blacks) from 17 states and the District of Columbia. The SATB was

'« found to be fair to Blacks, Hispanics, and non-minorities and to -

males and females, using several definitions of fairness. Job

‘performance data were collected 'during 197.2-81 using Supervisory
ratings. The job analysis procedure, experimental General. Aptitude .
Test Battery (GATB), validation sample description, and !
criterion-related validity for’ the study are explored. A sample

Descriptive Rating Scale and respiratory analyst job. description are
included !} 'Work performed includés record keeping, therapy procedures,

, equipment c¢are, and other duties. (CM): e
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) This report is designed to provide the information required to evaluate the «

" Specific Aptitude Test Battery (SATB) for Respiratory Therapist from three
points of view: (1) technical adequacy of .the research; (2) fairness to
: midorities; and (3) usefulness of the battery-to Employment Service staff and
;employers-in selectingtndividuals for training in Respiratory Therapist

positions. " !

" Research ‘demonstrated a statistically significant and useful relationship <h
between proficiency as Respiratory Therapists and the following SpedifiCe
Aptitude Test Battery:

v %
Aptitudes' ' Cutting’ Scores
G - éenerql Learning Ability 7 75 )
S - Sﬁatial Aptitude s 75 -~ )
) P -?%qrm‘Perceﬁtion Y 95 : !
K - Motor‘boordination ‘ 95 . v \\,/’

v The validation sample, on which the SATB was developed, consisted of 496
‘employed workers (including 99 blacks) from 17 states arid the District of
Columbia. Data were collected during 1972-1981. The tests used were those
of the General Aptitude:Test Battery (GATB). Job proficiency was measured by
supervisory ratings. : -

No evidence of .differences.in validity between blacks and nonminorities

or Hispanics and nonminorities was found. The SATB was found to be fair

to blacks, Hispanics and nonminorities using gseveral definitions of -fairness.
- Additional “information is presented in the Validity of the Battery section
" and in Appendix 1. . o
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* No evidence of differences in validity for males and females was found. The -~ w
battery was found to be fair to males and females usiné several definitions

of fairness. Additional information may be found 15" Fhe Validity of the
Battery section and in Appendix 2. . ot

The SATB can be expected to produce a useful fhcrease in the proportion of

highlp proficient workers. When the SATRB was applied to the’validation

sample, composed of individuals who were employed and therefore considered

competent, ‘an.increase from 68% to 74% in the proportion of highly proficient

workers was found. A greater increase can be expected when.the battery is-

wused with applicantsy as the range of relevant abilities is wider,among

applicants than among employed workers. - e

&

o

PROCEDURE S
- 4 .
A concurrent design was used (test and criterion data were collected at _ @
about the same time). Data for the validation sample were collected during
1972-1981. -
. { s " ‘ “f’
Job Analysis . . -~

R

A job analysis was performed by observiné the Respfratqry Therapists' perfor-
mance on the job and by consulting with the Respiratory Therapists' supervi- ’
sors. On the basis of the job analysis, a Job description was prepared which

was used to select an experimental sample of Respiratory Therapists who were -
performink those job duties and choose an. appropriate criterion or melsure of

job performance. - ~ .

° -

At each locat listed under ACKNOWLEDBGMENT, the job' duties were compared_‘
with the job description and found to be essentially the same. If minor - :
differences were found, the job description was modified. The job descrip—
tion shown-in Appendix 4 1s the result of this process and may be used to- .
provide information on fhe applicability of the test battery ‘resulting from‘" o TR

this research. . . )
- ..

In the job analysis, each job duty was rated for frequency of peérformance,
percentage of time spent, and level og difficulty. Critical job duties
were identified on.the basis of these ratings. A , .

Toe
L] 1 het

At each location at least.one analyst rated the aptitudes as irrelevant,

important or éritical to the performance of the job duties. A synthesis of . , }

these ratings and their rationale follows: ° * )

G - General Learning Ability Required to understand and apply principles cut ’
et make independent judgments while adminis-
i . tering therapy;,to be alert to and respond

. ‘ appropriately to adverse effects of treatments;

to comprehend and clarify written and verbal
instructions; to .bperate complex equipment
correctly and safely in accordance with pre7_ .
scribed provedures; té deal with any emergen—

. ries; and to check and repalr equipment. . ‘

and "techniques of respirdtory therapy;‘ to R i/
[}

:

|

. ¢ .
- i
] Y

, -8 , .
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V —~ Verb¥ Aptitude _‘+-Required to understand oral and written

instructions; to. communicate effectively with

- . &

T doctors, patients and thefr families; to record -
. on patients' record ali pertinent information, -
— including physiological ‘reactdtms to therapy;’
. ) and to Eead‘and comprehend technical literature. o
. 5 R ) - ,
P -"Form Perception " .Required to assemble, operate, check and repair v
- equipment; to inspect equipment to ensure it 1s
A . working properly,‘to manipulate controls in
i ‘ . order for patient to recelve proper amounts of K -
medication, gas flows, and pressure, ta observe g
patient closely for side effects; to control, -
. ’ . monitdr and mai?tain'patients on continuous .
. a , «» ventilation and otherfiequipment; to perform
! arterial cannulization; to perform. blood gas {
N .
o  analysis; and to measure prescribed dosage of
. , R ’ medication. b R c N
Q.- Clerical Perception s Required to secure necessary information for_ '
] ' billing patients; to check doctor's orders; to
Y. ) (' record correctly all information on medical-
' record and on kardex card; and to record all
checks and calibrations on equipment.
M - Manual Dexterity Required tb move hands'and wrists to set up,
- assemble and adjust machine$; to provide w2 >
“ . , treatment t&>patients to restore and/or main-
tain respiratéry functions as prescribed by .
“ 0 physicians;. to;grasp and replace defective
parts of equipment to remove equipmengvnot
. being used; to administer chest physiotherapy,
Tt co " and to position patients. L ) 0
‘. Ca: . )
? v ‘
. Experimental Test Battery - o -
The expettmental test battery consisted of all 12 tests of the GATB, B-1002B.
Informatgo ‘on the composition and developmental research of ‘'the GATB.may be
found in‘$he Manual for the General Aptitude Test Battery, Section III, . .
Developmént, available from the Government Printing Office. <,
. . i Coe ) h '
Validation Sample Description ’ . - s e
-
- . The validation sample consisted of 496 Respiratory Therapists (271 females .
and 225 males) employed in hospitals and medical centers in the North, South o
and West (see ACKNOWLEDGMENT). A total of 164 were minority group members )
& (99 blacks, 34 Hispanics, 26 Orientals, ? French Canadians, and 2fAmerican
v Indians) and 332 were nonminority group members. The means ‘and standard Y 2
deviations for dge, educatior and’ experience ‘of sample members are shown 1in ‘ . -
Table /, . ’
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- * Two employers participating in the regearch used tests in their selection
o s process. The California Achievement Test,’ useﬂ to measuré .English and math °
' skills, was given by one employer. The gecond employer used a test whose- woal ]
content was q}milar to an exam given.by a national board to become a Registered i
Respiratory Therapist. _ . @ .
K b a . . .

All Respiratory Therapists had at leas 1 month experience on a’ ‘job which has .
. duties similar to those found in the j¢b description in Appendix 4. Descrip-
-tive atatistics for black nonminority,N\and Hispanic subgroups are shown in,

.Appeudix 1. . .o ' . e
. .' . < * '|‘ B . - . .
~Criterion for Validation Study . . y“ ¥
v " The criterion’ for the validation sample consisted of supervisory ratings. The
. *immediate supervisor rated each worker. The ratings were obtained by means .
of personal visits by state test development analysts who explained the rating om,

~ procegure to the supervisors. - Two ratings were bbtained from each supervisor

‘ with an inferyval of at least two weeks between the ratings. Since sample mem—
bers’ test sc¢dres are confidential supervisors had .no knowledge of, the 'test v
scores of workers. . " ’ :

T - . . . ? .

A descriptive rating scale was used. The scale (see Appendix 3) consists
six items. Five of these items cover different.aspects of job perform—
anke. The sixth item 1s & glébal item on the Respiratory Therapists’.
“all-around” ability. Each item has five alternative responses correspond-
ing to different degrees of' jJob proficiency. For thejpurpose of scoring
the, i tems, weights of 1, to 5 were assigned to the responses' The total: ,)
o *  scofe on the ratfng scale is the sum of the weights for the six items. The )
possible range for each rating is 6-30. :

A review of the job description’ iqﬂﬁcated that the subjects covered by the -
« ¢« rating scale were directly related\E; important ,aspects of job perform— °

‘ance. A summary'of thdse relationships follows: . . - o 4*&%&.\
o . , g N A
A - Quantity of -Work: A Respiratory Therapist mus t Jork quickly and - o iﬁiyf
, efficiéntly ‘to make timelyhmanipulations of valves, levers, and other " ﬁjﬁ»
control devices.’ & . _ _ . e
T B - Quq}ity of Work:s The work of a Respiratory Therapist must be of high . %
quality to insure that the use of equipment . and administratiop-of v
medication meet strictsspecifications establishedmby the dOctor. ' : w
n” ) m“ - f 1
C - Accuracy of Work: The work of a Respiratory Therapist must be precise '
. in the measure of many process variables in order to prevent admini~.. N

&

str tion of improper (and possibly dangerous),treatment ‘to patients.

~,.

D - Job Knowleage.. The work of a ﬁ%spiratory Therapist requires the |

acquisition of knowledge of the, human respiratory process and the R . .
Yoo treatnent of its’ dysfunctions. . ‘
B IO E '
# . - “ M
. ‘ . - .
- .
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“* E - Job Versatility: The work of _,Respiratory Therapist requires “the- T

’ . capaclty to perform a variety of dutles involved®in the safe dnd

effective admimistration of varipus types of’fespiratory therapy.

TN . . L -’ s .
"All-around” Job Ability: A’'Respiratory Therapist’s value to the -
employer involves a combination of the aspects of * job performance '
listed above. ! : .

S . . - W/ k4

F -

H

A reliability coeffgcient of BQ,was obtained betwéen the initial ratings
. and "the reratings, indicating a significant relationship ™ Therefore,* the )
. final criterion.score consists of the, combined scores of the two ratings.
The possible range far the, final criterion is 12-60. The actual range 1s
19-607" The mean.is 44.3 with a standard deviation of 7.8." The relation-—

ship‘betWeen the criterion and age, educaﬁion and experience is shown in
Table 1, below R -

A - » . Yy
“eL . . Table 1 . . .o -
- ) ‘ ' Means, Standaad Deviations #(SD) and Pearson )
Product—Moment Correlations with the Criterion (r) for .
Age, Education and Experience ' ST .
u ~ ! Mean ° SD” . L o f
- . . \ . '
~ Age (years) ©29.6 8.1 . -.23 .
, N Education (yearsl 14.3 1.6 L20%% - d
Total. Experience =~ 53.1 42.1 -.04 - .
- (months) e e , 3
. 3 . To‘ : . ‘in P
,**Significant at, the .01 level M.
. . N ' e
-t‘:‘t ; :' N : '».’;
B For .the purpose.of. analysisrtthe eriterion distribution -was dichotomized so ¢ .
as to 1nclude, as: nearly pos ible, one—third of the sample in the low ‘
crlterion group and two- thirds in the ‘high criterfon group. This 1s the - oy
standard procedure for SATB studies. The criterion cutting scgre ‘was set . =
at 41 which placed 32% in the low criterion group and 68% in tHe high '
criterion group . . L
. ’ \ K ' . © r ¢ ® A
‘D”éz . .‘: 4 .
""f‘}“‘f:é,“:‘h"_\*" ) A N )
'\J. v',‘l_f-}\::?z B B . , 4
1-3 v ; [ % ‘ -
. ~ $ )
2 | .
‘ \ i
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ANALYSIS . . _ ‘
|

The intitial step in the analysis 1is to identify those aptitudes which show
gsome evidence, of validity and job relatédness. This evidence can be:

1. Statistical evidence -of -the.correlation (r) between the test and the .
‘. ,=n criterion. > : v
2.; Content validity as evidenced by a rating of {critical™ based on the job -
ahalysis, or e : .

e ’ '.’--
3. Ay combination of the following, 'é S
7 ’ e g
‘ high' mean . %i
4 o o . N | . |
low .standard deviation (SD) SN . v
o . * : ) W T"‘;\ :
) rating of "important” based on the job arialysis., \
e , : ) 9 ‘\
, o - . ' \‘\-..“}‘“ A - .
T Statistical Tesults for the validation sample are shown in Table 2. ’
A’ . . ; : S, B '
. .. @ ’ ' . " ‘\Q‘ ) ‘
. . * ) ‘ ;‘
'J [y .4" ‘ ’ N
. / \ I& . . N ,q o
s e T, _TABLE 2 - "y
. - R o
) e - . Statistical Results for Validatfon Sample % : S v
. o~ s o, T N=496 v " . ",A.’“' |
v o ~ . %
2ot Aptitude Mean SD °
- ; _ —_—
4 " G - General Ledrning Ability o 105.6- 17.5
* V = Verbal Aptitude ' 106.6 15.8
N' - Numerical Aptitude . 103.1 - 17.2 i
S - Spatial ‘Aptitude , 105.7 18.6 v
P ~ Form Perception Y. ' 113.8 19.8 [
Q - Clerical Perception . . ' 117.0 16.6
o K = Motor Coordination 113.1 16.2
. F - Finger Dexterity ) , 100.9 19.1
M 9 “

- Manual Dexterity B ‘ 109.6  18.

#*xSignificant at the .0l level
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Table 3 summ@rlzes the: qualitative -analysis and statistical résults .shown * !
in Tab}e 2 and shows the aptitudes considered for irclusion in the battery.

-TABLE 3

. Summary of Qualitative and‘Quantitative Data for Validation Sample

a v ¢

: ‘ . Aptitudes -
Type of Evidence G V N S ‘P Q K+« F:- M
~Job Analysis Ratings ' ‘ e : .
. . .
Critical ‘ :
. ITmportant , ., X X o X X X
o ’ Irrelevant ) e r '
Statistical Evidence ’ .
High Mean . . ‘ T X4 X X .
) ‘Low, SD * { A -
S Slgnlflcant r = X X X X ¥ X X. X X
! Aptitudes Considered for S . . ‘ R
‘ Inclusion in the Battery X X X X X X, X X X

° . 7

" The information in Table 3 indicates tg;t all nine aptitudes should be -
considered for inclusion in the battery. The objective is to develop a
battery of 2, 3 or 4 aptitudes with cutting scores at the point where (a)
about the same pércent will meet the cutting scores as the percent placed
in the high criterion group and (b) which will max1m1ze the relatlonshlp

o

between the battery and the cr1ter1on. , : .

The cutting scoreb are set at ‘about ‘one standard deviation below the
mean aptitude scores of the sample, with the- déviations at five point
intervals‘above and béIowAthese points to achieve the objectives indicated

. above. o o
) ' ¢ ™ .
: ., ¢ Y -
a The/selected battery is:
. “e N . .
Aptitudes ’ ' Cutting Scores
G - General Leqxnlng Ability.’ - R 75
. S - Spatial Aptitude , 75
P - Form Perception o, 95
* K '- Motor. Coordination - 95 .

_, ‘
Although Aptltudes S and K 'do not appear in the qualltatlve analysis,
they are not contraindicidted on the basis of the job description. Tasks

-» _requiring spatial aptitude and motor coordination are clearly stated in

< L the Job descr1pt1on. .

@

>

4




VALIDITY OF THE BATTERY

This section of the report’first presents evidence of criterion related
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 4 shdws.thatﬁthete°is a significant relationshiﬁ between the job
performance criverion and the SATB for the total validation sample, blacks,
Hispanics, donminorities, females and males.

. ; o TABLE 4
r Validity of Battery ‘ :
. . P \ ’
i High ‘ Low ,
" Criteripn Criterion i Signifi-
' Grouﬁf Group. £ cance Phi
[Below Meeting Below’ Meeting| Chi Level Coeffi-
Cutting | Cutting | Cutting | Cutting| K Square| p/2< * cient
‘ Sample N | Scores |, Scores Scores Scores
| . . 1 ) 7l
i Total 496 60 ©o275 | 66 95 30.6 | .0005 .25
w y . _ :
Black 99 | 22 36 29 ) L 12 - 10.3 .005 .32
Hispanic | 34 2 19 | 7 6 6.0% | .005%% | .42
) ¥ .
: Non-— ‘ , N , ' ! o
K minority | 332 34 203 27 - 68 9.0 .005 .16 T
Male 225 | 27 132 .| 30 36 20.0 | .0005 30 F
Female [321| 33 " 143, | 36 59 11.9 | .0005 .21
' ' ‘7 ' il |
*Yates' corrected - : ' -

**Computed using Fisher's Exact Probability Test '
.y . ,,i

Multiple regression analysis wasgconducted between aptitudes G, S, P and K and
the criterion.. A multiple correlation *of .33 (significant at the .0l level) was

obtained.

The level of validity shown in Table 4 indicates it will be useful in
selection. In the total validation sample, 68% were considered to be highly
competent. Of those who met the cutting scores, 74% were highly competent,

Effectiveness of the Battery

" which is an increase of 6 percentage points over the existing selection
method.

These findings are shown in Table 5.
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'_bubgroup Analysis-

oo D , s '
. -9-. : ‘
& Al ‘ .
- Q '
_ X \ -
° .
<+ TABLE 5 : .
: A .
: - Effectlven?is of the Battery
. . COMPETENT | MARGINAL |
o ) (HIGH . (LOW ,
. ) , _ NUMBER " CRITERION ‘ | CRITERION
) SELECTED GROUP) ~ |° ° GROUP)
T
SELECTION SYSTEM co N % | N %
Validation Sample ) y; ' . o
Without Tests © 496 . 335 68 161 32 -
With Tests | 370 275 74 95 |2
- ' | [N

The research sample consisted of employed workers on whom some sélection -
had already taken place; presumably those workers who lacked the required
abilities had quit, been fired, or had been transferred. Therefore, a
greater increase over Qx1sting ‘selection methods in the proportion of
competent workers is_to' be expected when the baftery is used for selection,
as the range of relevant_abllities is almost certainly greatéer among
applicants than among employed workers.

fed ]

No differeutial validity for this battery was found. The differences between
the phi,coefficients for minority and nonminority groups are not statistically

significant (black - nonminority, CR=1.46; Hispanic - nonminority, CR=1.50). !

The battery is fair to blacks, Hispanics and nonminorities since the proportion
.0of each who met the cutting scores approximated the proportion who were in

the high criterion group; 48% of the black$ met the cutting scores and 597 were
" In the high criterion group; 74% of the Hispanics met the cutting scores and
-62% were in the high criterion group; 827% of the ponminorities met the cutting

scores and 71% were in the high criterion gToup-

No difference in the validities for males and females was found for this

battery; the difference between the phi coefficients for the male and female

subgroups was not statistically Significaqt (CR=~1.04) ~ -

The battery is fair to females since the proportion of females who met the
cutting scores approximated the proportion who were in the high criterion
group; 75% of the females met the cutting scores and 65% were in the high
criterion group. )

. [
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. \ :
Cross-Validatiop Sample . Q\
- \ - . ,

A second sample of 81 Respiratory Therapists, for whom test and criteﬁion':‘
data were collected in 1962-1963, supported the SATB. The same experimental
tests were used; the criterion, or-measurement of job proficiency, consisted
of supervisory ratings. Thedphi coefficient for the sample "of 81 appndaches‘
“ significance (phi = .14, significant at the .06 level). While the signifi-

cance level of the SATB norms on the second sample did not reach the .05
level, the difference between the validitfes for the two samples is not
stidtistically significant (C.R. = ..90).

-~

Prioxy Battery

. - \ o
The previously validated norms for Respiratory Therapist, S-326, were tested
on, this validation sample. The original battery, validated in 1966, is :
v-100, S%85 and Q-90. THis battery is‘'valid for the total validation sample
(Phi=.22, significant at the .05 level). - o

~

v
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N , APPENDIX 1
. . . .
e 1P§sqfiptive Statistics for Black, Nonminority, and Hispénic Subgroups
.’ . ) : ' : < » .
. . ' - Black " ’ Nonminority
LY m=99) o T (N=332) .
b A ] v, B . .
. Variable . Mean SD - Range. Mean  SD. Range
¥ Aptitude G - 88.5 13.6 54-125 . 111.0 . 15.2  59-154
Aptitude V 93.4 11.7 .72-129 . 111.1  14.0  66-149
v " Aptitude N 884. 15.1 54-125 107.6 15.5 - 50-155
. Aptitude S 92.6 17.5 55-150 °109.6 17.5° 55-156
Aptitude P 101.6  16.6 52-150 ‘ 117.9  19.2 '66-170
‘o Aptitude Q 107.6," 13.8° 70-141 . 120.5 .16.2  79-188
Aptitude K 109.0 ~ ‘18.8 62-144 ' 113.6  14.9 ~64-159
- Aptitude F 93.1 18.6 51-136 103.2. 18.7  39-161
Aptitude M 103.5 19.5 _45-168 . 110.6 18.2  65-169
o  Criterion Y 42.5 7.9 24-60 @ 45.1 7.7  19-60
_ Age © 32.1 8.5 .20-58 | . 28.3 7.4  19-64
Education 13.5 1.3 9-17 4.5 1.6 10-19
Experience 54.6  45.5  4-196 ot 33.2  31.9 1-180
(Months on =
current job) .
Total Experlence 69.7 48,5  4-196 49:2  38.4 2-180
. (months) S
[
g O S
Hispanic’
-&{? . - (N=3g)
Variable : Mean = SD Range
Aptitude G- 102.4 15.8 75-153 _ )
Aptitude V 106.9  18.4 78-166" ' »
Aptitude N 98.9 13.9 Al1-131 -
Aptitude S 103.4  13.1_ 78<130
Aptitude P. 106.7 18.1 69-144
« Aptitude Q 112.3 “14.4 90-151 ‘ .
. Aptitude K 114.9  15.4 84-=146 ' o
Aptitude F 98.9 18.6 60-147
Aptitude M 112.1  20.4 73-149 ’
Criterion J 437 7.4 30-57. \f
Age - 31.8 9.6" 20-60 .
s o0 Education 13.9 ° 1.9 9-17
Experience 43.9  47.6 ' 1-176 -
(Months on - ’ '
current job) , )
Total Experience 56.1 49.6  3-176 o
. (months) . . : . c
17 o -
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. . APPENDIX 2

V’Descriptive Statistics for Male and Female Subgroups

+

. . Male ) : "-Female.
: (8=225) - : (N=271)
e | ' ,

i Vatiablg; > Mean = SD* Range Mean SD  Range
Aptitude G 107.9  17.0 59-154 103.7 17.8  54-153
Aptitude V 107.0 14.8 68-149 106.1 16.7 66-166
Aptitude N 104.2  17.5- 50-155 102.1  17.0  54-140

) Aptitude S ~109.2 - 18,1 55-150 102.7 18.5  55-156
~ Aptitude P 112.0 18.6 66-162 115.4 20.7  52-174

~ Aptitude Q ©115.3  15.3 72-162 118.4 17.6 70-188

: /  Aptitude K° - 113.0 17.3 62-163 . 113.2  15.3 ° 62-159
Aptitude F , 98.2 19,0 39-157 .+ 103.1 ' 19.1 51-}61
‘Aptitude M 109.9 18.9 49-155 ©109.3 18.9 - 45-169

. ¥ Criterion . &~ 44,6 - 7.7 21-60 : 44.0 8.0 19-60
Age - 29.6 - 6.7 20-64 .29.5 9.1  19-61

- Education , 14,6 1.7 9-19 - 14,00 L.6 9-19 .

_ Experience ©37.8  37.8  1-196 ‘g 38.0 36.7 1-180
. {Months on g v : P
current job) g ' . ‘ i
Total Experience 55.6 - 43.8 2-196 50.9° 40.6 2-183
° (months) ' " o T - '
Yo - - s
) * ”
3 £ ) ,
LI - ~
< ‘ //
. ! . -
S
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U.S. OEPARTMENT OF LABOR * MANPFOWER ‘AD”INI"T.ATIC’K
. ' 6

L

DESCRIPTIVE RATING SCALE
. - : - N
’ ' : SCORE

" RATING SCALE FOR "

D.0.T. Title and Code |

/

Diiections: Please read the “Suggestions to Rlsig'}and then fill in the items which follow. In making your
ratings; only one box should be checked for eack Question. ’

N SUGGESTIONS TO RATERS T

We are askin; 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 raiings must give a true picture
of each worker or this study will have very little value, You should try to give the most accurate ratings
possible for each worker. 3 =
These ratings are strictly confidential and won’t affect your workers in m‘z way. Neither the ratings nor
test scores of any workers will be shown to anybody in vour company. We are interested only in “testing
the tests.” Ratings are needed only for those workers who are in the test study. '

q
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 ydu are asked ito rate any such workers:
w

Complete the last question only if the worker is fio longer on the job. .

In making ratings, don’t let general impressions or some outstanding trait'affect your judgment. Try to
forget your personal feelings about the worker.* Rate only on the work performed. Here ?e some more
points which might help you: - -t

1. Please read all directions and the rating scale thoroughly before rating. -
2. -For each question compare yohr iworkersA with ‘Nworkers-in-’genehi" in this job. That is, compare your *
workers with other workers on this jobi that you have known. This is very important in small plants

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

- A suggésted method 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 ability and poor in another: " for exhmple, a very
slow worker may be accurate. So rate all workers on the first question, then rate all workers on the second

. question, and so on. ¢ ; ’

A

. 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 worker as poorer than
another merely because of a lesser amount of experience.

. Rate the workcr; according to the wogk they have done over a period of several weeks or months. Don't
rate just on the basis of one ‘‘good” day,or one “bed ™ day or some single incident. Think in terms of
each worker's usual or typical performance. - . R

6. Rate only the abilities listed on the rating sheét. 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 important, they are of no value for th?l\qtudy as a “yardstick” against which to compare aptitude :
test scores. v 4

MA 7-66.
Apr. 1973
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/1 NAME OF WORKER (Prlll)h ) (Last) : . (Firet)

4

SEX: MALE FEMALE - ) .

P 2

Company Job Title: *

How often do you see this worker How long have you worked wi'th this worker?
"in a work situation? ) ) . Co.
I Al ’the time. : | . “V‘ (] Under one month. .
Q Several times a day. S ' (7} One to two months. g
(O] Several times a week. ' i s ’ .[d Three te five months. )
(] Seldom. . . , (O Six months or more. '

A.  How much n 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.”) .

0 1. Capable of very low work output. Can perform only,at an unsatisfactory pace. :

s

] 2. Capable of low work output. Can perform at a slow pace. .
(3 _ 3. Capable of fair Wofk output, Can perform at an acceptable pace.
o s Capable of fiigh work output. Can perform at a fast pace.

] "~ 5.'Capable Gﬂvéry high work output. Can perform-'at_an unusually fast pace.

~ 1 B.- How good is the quality of work? (Worker’s ability to do high-grade work which meets quality standards.)
A - L . o . -

a . .Performancéfis inferior and almost never ‘r.neets. m(i\n/imum quility standards. ’ ' »
[:,_]‘ 2; Performance is usually acceptlable but somewhai infe,rior in quality. |
(J 3. Performance is acceptable but usually no,t: su'p,e;ior m quality.

(] . 4. Performance is usually su;)erior in quality. 'K;, .

! (3 5. Performance is almost always of the highest quality. ) . : ) \ .

-

C.  How accurate is the work? (Worker’s ability to avoid making mistakes.) .

v
>

) 1. Makes ve;)./ many mistakes. Work needs constant checking.

: ] 2. Makes freque‘n! mistakes. Work needs more éhecking than is desjrable. . |

-9 .

. Q“ .A
[ 3. Makes mistakes occasionally. Work needs, only normal checkiqg.

. i
(O« 4. Makes few mistakes. Work seldom needs checking. N - -
O °s. Rarely makes-a mistake. Work almost never needs chei‘.king.d'
4
4 t -
= ' .~ . MA 766
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How much does the worker know about the job? (Worker’s understanding of the princi\plcs, equipment, materials
and methods that have to do directly or indiréctly with the work.) - R

1. Has very limited knowledge. Does not know enough to do the’job adequately.
2. Has little knowledge. Knows enough to get byg .

3. Has.moderate amount of knowledge. Knows enough to do fair work.

4. Has broad knowledge. Knows enough to do good work. 4 '

5. Has 'com!plete_knowledge. Knows thgjéb thoroughly.

How large a variety of job dutié_s can the worker perform efficiently? (Worker’s ability to handle séveral different
operations.) : ) ' N

1. Cannot pc‘rform dif{erent operations ﬁdcquately.
"2.Cdh perform a limitefl number of differ_fant’oﬁerations efficiently. »
3. Can pcr_form_sevcrai fiifferent operations with reasonable efficiency:
:t.'Can perform many different operations efficiently. .

5. Can pcrforgm an unusuglly large variety of different operations efficiently.

Consider.ing all the factors already rated, and only these factors, how good is this worker? (Wdf-ké_r’s all-around
ability to do the job.) ’ . p

w
.

1. Performance usually not acceptable. *

2. Performance somewhat inferjor.

3. A fairly proficient worker.
[J 4. Performance usually 'Eupxerior‘.

[J 5. An unusually competent worker.

- »

Complete the following ONLY if the worker is i longer on the job.

A { - ) e ' w7

G. What do you think is the 1eason_this person left the job? (it i:s'nc;t necessary to show the ofﬁci‘al'reason‘ if )’/ou L
feel that there is another reason; as this form will not be shows to anybody in the company.) . .
“ . -, EERE - . 4

X . -y

1. Fired because of inability to d'o_ the job. .
2. Quit, and I feel that it was because of difficulty doing the job.

. . f
3. Fired or laid off for reasons ofher than ability to do the job (i.c., absenteeism, r;:ductgon in, force).

.

4..Q\-1il, antt | fg]el the reason for quitting was not related to ability ta do the job.

. 5. Quit or was promoted or reassigned because the worker had learned the job well and wanted to advance.

t : <]

——

b RATED BY TITLE

COMPANY OR ORGANIZATION LOCATION (City, State. ZIP Codg)
- - - . Ly \&
L]

GPO 863716 S -~ . MA 7-66
v © Apr. 1973
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‘and stores it in its proper place.
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, _APPENDIX -4
JOB DESCRIPTION ' L
. ’ - ."3 ’ i
Job Title . ,

-

IS N o

Respiratory Tnerapist (modical ser.) 079.361~010 4th EditionfBOT code. .

Guide for Occupational E_ploration (GOE) Code, 10.02.02 Therapy and

Rehabilitation. ° w - .
Job Summary - .- ' )

- . “ ~

Makés.daily rounds to deliver and check equipment, administer various types
of respiratory therapy to patients using appropriate.medication and/or
equipment, and records necessary patient information for records.

< . )
t v ' ¥

Work Performed

. - .

»

Record Keeping = Records all information pertaining to respiratory
therapy on patients, i.e. patient's name, location, status, type of
therapy, diagnosis, amdunt of apparatus time used, doctor, time and date.

‘Maintains daily statistical records pertaining to Respliratory Therapy

department. , .
\
3 ’ . ~

*Therapy = %hecks doctor's orders in order book to determine daily round
of patients to be seen and type of therapy to be used for each. Explains
and demonstrates thérapeutic procedures to patients 1in order to calm
patients ‘and gain their confidence. Manipulates controls.on the following
machines to administer the proper therapy - various respirators, heated
nebuldzer, nebulizer, resuscitator, oxygen tent and masks, croupette,

" nasal catheter and cannula. Uses this equipment to administer.the . -

following types of therapy as prescribed by doctor; intermittent positive
pressure breathing, oxygen, humidity/aerosol, cardiopulmonary resuscita-
tion, pulmonary, percussion and postural draining, arterial blood gas
analysis, and drug adminisration. May do additiornal types of therapy

such as sputum inductions and gas therapy. Observes patient closely for.
side effects of medication. Discontinues treatment after prescribed time
or medication is gone. May determine if patients will be abli» to take'

‘thelr own treatments. If so, thoroughly instructs patient on correct
; P ]

procedures.

Equipment - Carries or pushes apparatus to designated patient's bedside.
Assembles equipment and makes sure that it 1s in good working condition.
May remove equipment not being used and return it to therapy department.
Repalirs, cleans and sterilizes equipment according to correct procedures

Ay

Other - Attends meetings and lectures, taies phone calls, and keeps

) updated on current ;iterature. Does other related duties as assigned.

*These job duties were designated ‘as critical Job duties because they must
be performed competently 1f the job is to be performed in a satisfactory
. manner. iratory Therapists spend about 72% of their working time
performiﬂ“'g’* 2se duties . “
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