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Development of Evalwaticn Measures {or Use with

Neighborhood Youth Corps Enrollees
Abstract

Available formal measures of the paper-and-pencil variety have genecrally
been criticized as inappropriate for appraisal of individuals from so-called
cultura’ly deprived or disadvantaged backgrounds. This is especially so
when a range of intellectual and attitudinal variables are to be considered.

Th~ present study represents an initial phase in the development and
épplicaticn of a battery of measures that would be suitable for research
and evaluation with disadvantaged adolescents in the setting cf a youth-work
training program. The paper-and-pencil instruments devised attempt to com-
rensate for deficiencies in currently available tests by shaping content,
format and administration to the academic level and cultural backgrcund of
tre intended respondents.

A battery of 1% tess vbooklets, incorpovztivg such characteristics as
relatively low verbal levels, oral presentation and in mary cases pictorial
formats, deolt with areas of wvocational oricrtation (plans, aspira*ions,
knowledge and interests); attitudes (toward self, authority and social
values) and job-related reasoning skills. Based upon analyses of item
characteristics, reliability estimates, validity (against vroficiency rat-
ings), factor anslysis of the battery and research-related findings, a
number of the measures were shown to possess a pabttern of psychomebric
characteristice that warrants further rescarch on their re¢finemcnt and

application.
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Development of Evaluation Measures for Use with

Neighborhood Youth Corps Enrollees

I. INTRODUCTICN

A. Purpose of the Study

The importance of systematic evaluation in gauging the effectiveness
of any broad program of social change seems axiomatic. However, for such
programs, usable quantitative tools to assess énd describe those changes
that reflect desirea goals have often been found lacking. Or, more likely,
available measuras are considered inadeguate as a basis for judging many
areas of program performance. This appears to be equally so for the class
of social programs that fall under the rubric of "youth-work training” and
especially for those categories of goals concerned with changes in the
abilities, attitudes, or adjustmentlcf the individuals served.

Sweeping criticism of youth-work training programs has been leveled
by Herman and Sadofsky (1966) for a general failure to provide the scrutiny
and potential modification of program components that derive from continual
efforts in evaluation and research. Dubner (1955) is more specific in oub-
lining the need for tests and measures of indiwviduals in the many phases of
a training program for adolescents from a poversy level culbure. Only a
superficial reading of the sections on evaluation, reported for hundreds of
employment-tralning and work-study programs in the congressional report on
"Profile of Youth - 1963" (U. S. Senate Committee on Labor and Public
Welfare, 1964), provides dramatic evidence of a reliance on "testimonial'
evaluation. There 1s a distinct avoldance of quantitative or systematic
assessment of either the total program outcomes or of the effects of these

training programs on the youth involved in them.
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Bik, There may be some question of whether such criticism is fair and

“whesher the oxpectations for definitive recearch and evaluation with yoash-

wczk rrograms are entirely realistic. Can good intentions be fulfilled if
th-re are fermidible limitations in the availability of measuves which would
be sulbablie £ conduching the desired assessments? Tn the arca of individ-
uml (¢ rformance measurement, the question is highly relevant --particularly
whern ons considers the population of adolescents for whom youth-work programs
are intenied and the characteristics of those formal assessment (“psychologi -

~gl” ) Ivrsbrum-nte that are currently available.

Prokosms arise, largely because of the specific contert, format . o
ghardardivation of these measures when applisd to individuals whose somewhat
welgar wadtiral experlences, motivational patterns and skills ave shaped Ty
a povarhy-leel backgrivnd and who, 1In many cases, are also mino>iIly group
merbers. Varloss iradeguacies in avallable tests, as utilized with menbers
of mincsity cr disedvantaged groups, have generated consid-vatl: professicnal
corcern (Camptell, 19045 New York City Commission on Human Fights, 1968;
SFS81, 1yby). A shwong implication of this concern is not only sk pticism
about exl:ting test materials, bu® a possible need for diffzran’ mrasures
apprtpriab-ly Sz3ilorsd in content, administration and i-kevir-tation fer use
wish such groipe.  In considering the evaluation needs of & youth-work tral--
ing program. with its many specific jzoals that involve chacges in individual
performance, amy implication of a need for new approaches tc measuarement
tekes on added sigrificance.

£2 the lurgest of the governmentally supported youth-work training
programs, “he Neighborhcod Youth Corps (N.Y.C.) must obviousiy be concsrned

with “n: availability end application of individual assessment “2chrigacs in

RIC
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the conduct of research and evaluation efforts. The technlques must be

""relevant and reasonably accurate since the means by which program accom-

plishments can be demonstrated are certainly no better than the quality

of the tools used to assess those accomplishments. The present study, in
general, focuses upon problems of measurement and evaluation associated
with adolescent school dropouts whose status is customarily defined as
Ydisadvantaged” or "culturally deprived” and for whom some form of work
experience and vocational counseling are belng provided in the setting of
a youth-work training program. More specifically, this report is intended
as an initial or preliminary phase in the development of a battery of
measures which would be particularly suitable for evalunation of male and
femalw Neighborhood Ycuth Corps enrollees. These measures are to deal
with characteristics of enrollee performance that reflect a variety of
youth-work training program goals and might, therefore, be expectsd to
change as a result of the individual's participation in an N.Y.C. project.
Results of initial field-testing of the battery and examination of the
appropriate psychometric characteristics of each measure are to be con~
sidered in recommending the ones most suitable for further development aad
use with the N.Y.C. program and, hopefully, for use with disadvantaged
adolescent groups in general. For this study phase, it should be understood
that only readily available and limited, concurrent criteria will be uti-

lized as well as consistency estimates based upon single test administration.

B. The Neighborhood Youth Corps Program

(1) General Description: In order to understand the choice of vari-

ables and the design of the measures used in the present study, it is

3
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necessary to clarify the overall scope and purposes of the Neighborhocd Youth
Corpa program in carrying out its youth-work training function.

Very briefly, N.Y.C. operates a nationwide federal program administered
by the U. S. Department of Labor and the Office of Economic Opportunity for
thé purpose of providing job experience along with wvocational guidance or
counseling for male and female adolescents, 14 to 21 years of age®, who come
from families with poverty-level incomes. These adolescents may z=ither be
Pall~bime students in an "In-School" program or high school dropouts in an
*Oout--of«School” program. Sponsors for N.Y.C. projects are primurily local
commiaisy agencies or other nonprofit organizations which provide guldance
gervizes, develop jobs in local community organizations as well as thelr cwn
organizstion~-and assume overall responsibility for admiristrative services
in the comdizh of their project. (For a detailed summary of tha program and
i%3 operabion see U. S. Department of Labor, 1967.)

Of major relevance for any evaluation effort are a number of churacter-
istics that would be expected ir a program which 1s natlonal in its scope
and geograpnically widespread. These include not only stbsSantial varlabil-
ity in the types of agencies that serve as sponsors, but also in the truining
and background of professional personnel who work with the enroliiszes; in the
type and level of jobs available for the envollee and in the effectiveness of
on-the-job experience provided. For example, enrollee jobs may range gulte

widely from tasks that involve conservation work in a local park to those of

*The age group which the program served at the initiation of this study
was the 16-2L sge group. This was changed to include tne youngsr age levels
in July of 1967 and although the measures used in thisg study were designed
with the original group in mind, the wider age range 1s not considered as
critical to the potential application of these measuvres.
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an assistant in the electronics repair shop éf a military base. Although
each enrollee is paid at least the federal minimum wage by the N.Y.C. projecs,
there may be variation in the number of weekly hours of work permitted and
thus, 1n the weekly wage pald at any given project.

Varigbility in the composition of the population served also contributes
significantly to any evaluation considerations. N.Y;C.“enrollees include a
varilety of ethnic and racial groups from rural and urban areas who, for
example, may be Caucaslan, Negro, Puerto Rican, Mexican or American Indian.
The differences, stemming from varied language and cultural backgrounds, are
apparent in their effect upon an evaluation effort. More subtle variations
in the enrollee population from project to project may be introduced over
time by social changes that are not the girect result of project administra-
tion or overall operation of the N.Y.C..brOgram. One such change that can
have a direct effect upon the characteristics of a lérée proportion of males
avallable for the Out-of~School program is that of military requirements and
criteria for induction as defined by the Selective Service System. Other
social changes involve the initiation and expansion of various governmental
or private youth-training programs which can operate to draw off selective
segments of the disadvantaged adolescent group and change the composition of
the population avallable to the N.Y.C. projects. Changes in the local job
market can have an obvious effect upon N.Y.C. enrollment and there are even
variations from city to city in the acceptance of govermment anti-poverty
efforts among minority group members. Such community attitudes can and
probably do affect the recruitment and retention of enrollees. It is of
importance that such program variations at least be understood and that any

evaluation variables chosen cut across as many subclassifications, or

10
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prog. am differences, as feasible in order %o design a workable evaluation
system--as well as to understand its limitations.

(2) Pertinent Erimllic Characteristics: Since the present study is

concerned with the evaluation of adolescents enrolled in N.Y.C., some addi-
tional aspects of the relation of the enrollee to the program and his indi-
vidual characteristics are important in shaping what is to be measvred for
evaliuative purposes, and how this is to be accomplished.

An initial consideration is that the adolescents, with whem the results
of this stady deal, are school dropouts. Alshough “he N.Y.C. In-School pro-
gram is intended to serve %those who are full-time students and %o assist
them in remairning in school, the disadvantaged adolescent group for which
available tests and measurec are least likely to be applicable is the one
with the greatest "handicaps"--i.e., the unemployed dropout. This, *he
problems of zvalustion, as will be shown in sJdbsequnt discussion, are mos=

pressing for this group. A chavecteristic of the dropoubs thad =

"

importart
in shaping evaluation instrumenis is +their relatively Llow verval leel--

particularly for males. Average reading level is found to bte alightly ebove
fif+th grade for the male enrollees with the low point of the range a* 1i%tl.
more than second grade. The wran valiae {or fermales is approxlma®:=_y a grade

level nigher.* The largest proportion of the enrcllrzs arc ycourg adolescents,

lThese conclusicns shoul ” be ccusidered with caution sincs they ave
based upon limited evidence ¢ nsisting of: (1) a sample of 100 male and 100
female scorcs on the Iowa Achievemen: Tes*® administered at an Uirban Youth
Orportunity Center and (2) conversations with professioral pevsonrel at NI Y.C.
projects and a% a Youth Opportunity Cent:r servi-g a major vity. lo adequate
national sample of reading scores is known to be a.ailable for This yurticular
adolescent poyulation.

ERIC
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primarily in the 16-18 year age range, with males having left school at about
the 10th grade--often for academic and/or disciplinary reasons and an
expressed "lack of interest" in school. Most have never been employed in
fuil-time positions before. Females have generally left school at ébout one
grade level higher than males and less often for academic and discilplinary
reasons than for financial reasons and requirements for child care. Theilr
lack of job experience is found to be even greater than for the males
(Tucker, 1966; Walther & Magnusson, 1967).

Enrollment in N.Y.C. is en%irely voluntary on the part of the individual,
as is the decision to remain. Enrollees may leave at anytime they choose,
whether because of dissatisfaction with the program or simply because suit-
able full-time employment is found. No specific perlod for remaining in the
program is mandated so that the Time spent by an enrollee in an N.Y.C. prcj-
ec@ is highly variable. However, sbout six months is considered (very
loosely) to be a "typical' maximum, although this limit may not be enforced
by any given project.. Thus, there are no firm criteria as a basis for defin-
ing completion--whether in terms of specific skills developed, employment
obtained, or time spent in the program.

There are typlcally two adults with whom enrollees have their primary
day-to-day contact and who assume major responsibility for the enrollee's
progress during his stay in the program. One is considered a guidance
counselor at the N.Y.C: project faciliby and the other is a work supervisor
at a job site. The former individual 1s an employee of the N.Y.C. projech
and the latter is usually an employee of the agency which has agreed to
accept the enrollee on a job. Counseléfs often maintain close liaison with
work supervisors in order to deal with any common areas of concern regarding

the enrollee and for purpcses of evaluating his progress.

¢:12



-8«

'C. Program Goals and Objectives

Clearly, an evaluation system must refilsct in some meanizgful way the
overall or long-rangs goals of the program under evaluabtion and, perhaps, a
number of more immediate objectives that logically lead to those desiread
goals. In the case of N.Y.C., as for other youbth-work training prcgrams,
the goals have tended to cluster under an "umbrelila" criterion referred to
as "employability” (U. S. Office of Econcmic Opportunity, 1967). Any ouh-
comes of youth-work training effortis defined ia terms that d=al wibSh obtain-
ing and holding employment are certainly defensible. Bub if such oubcomes
are too narrowly defined and linked only to specific measures of exrollee
employment following participation in N.Y.C. (e.g., time reguired to obiain
employment, job tenure, salary, etc.), then the evaluation systzm risks

t

placing too many eggs in one "criterion basket.™ Such cverall performsrce

criteria can fail to accouat for imporitant changss in the individrsl

1. ..

enrollee which are brcught about by N.Y.C. parbticipastion wnd lizked oo

timate employzbility, and thus can also fail So identily thoss specific
components of the program which need strzagthening or modificeiion. More
explicitly, an N.Y.C. project may be carrying out its intended Tumeticns
quite adequately. However, in its pariticular locale, the jub market may be
chronically poor, biases more evident against employment of minority group
members, or the level of available ;jobs exceptionally low. If poght-N.Y.C.
employment criteria are the sole measures upon which evaluation is based.
then obviously benefits reflecting individual change, as derivaed by the.

N

enrollee from the N.Y.C. prcject, ars almos% certaia to be overlooked. Ia
essence, there are advantages in assessiﬁg a varielby of changes in individ-
uals, és wéll as those broader program goals thet are customsrily used to

define a criterion of employability.

13
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Specific short-term program objectives that are raflected in charges in
enrollee behavior constitute *he basis for selectilon of the measuremznt -rar-
iables considered in this study. Conversations with N.Y.C. progrzm personnel
{e.g., counselors, project directors), N.Y.C. headjuarters personnel at U. S.
Depariment of Labor and examination of the limitsd research on trairing
programs for disadvantaged adolescents lead to reasonably good agreemen® in
defining many of the cbjectives that are seen as important. Five such areas
(which are recognized as having considerable overlap) can be defined grossly
in order to provide a convenient framework for the content and development of
specific measures.

These are summarized as follows:

(1} vocational Orientation: This category of outcomes is concerned

with the individual's general appreciation of the world of work. Job exper-
ience and vocational couassling are expect<d to provide him with a bet’er
awareness of what kinds of jobs might be available, the background, expzri-
ence and tralring that these require and what a job involves in terms of its
duties or demands ¢n *he worker. As part of this, there seems to bz an
attempt to develep realistic perceptions of jobs that woild be reasomebly
attairable und tc have the enrcllee shape his future plans accordingly.

(2} Skills in Seeking and Maintaining Employment: A considerable

amount of effort 1s apparently expended by counsclors and work sape:viszors
in instructing the enrollee on how to go arcut finding a job, and how to
behave once he 1c employed. Such instructien may include wheve to look for
jobs, how to make application, how to conduct oneseldf durirg an interviecw.
proper dress or grooming on a job, and hog Lo behave toward a supery Lsor
and one's fellow employees--in essence, the rules of conduct generally

accepted on a Jobj as amcrphous as thesse may be in many instandies.

14
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(3) Attitudinal Factors: There is significact stress in yeubh-work

programs placed upon developing “proper attitudes" on the paxt of the emrclies.
These range from attibtadss Soward oreself to abtitudes toward soviety in gen-~

eral, and espezially toward authority figures enccurtered in the scciehy. The

rationale is based upoa the obvicts assumpblor thet enhsr:cd saif-<estzom ig
valugble for developing an individual's aspiratiozs and fozr wibimete adjust-

ment in the vocational as well as personal-soclal areus that, in wddition, a

certain degree of control of overt hogiility toward suthority is essential for

maintgining employments, as well as for kezping oubt of trouble meily

legal) in various other spheras of parsonal and social achivifty. & geoup of

closely reluted attitudes that meny coungalers alse seek §3 1zstill ave a

somevwhat broad pattern of behavicrs based upon a willingreys to plun ahead.

[

These sre best typified by such wobivities zg handling finenes=s (N-g ; Seving
H

money); making smcrifices for foburs edusabicn and relogaising the conss-

quences of hazty aggression bowerd othars and the

follow. The pattera is one thal sozizlogisths heiw

"deferred gratification” (Schneider & Liysgaard,

() Jcb Motivebicn and InberasS PaSharas: Anchher imperbfunt bub some-

what different facet of abtitiude dewvelopment 1z goemed toward shapirng mobive-
tion of the earcllze in a way that leads him Yo see s poseibla Tpayctf™ in
working and in striving for job advancement. This mey be reflazted in g
desire to go on for additiomal training thal leads to bebtber jobs, a will-
ingness to pub more effort into the j-b iiself, in seeking employment or in
conforming to rules on the job.

Since patteras of interest in job tasks sre also belisved relatad to job

motivation, one of the iatertions of s program that offers work-Sraining

~15
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experience and vocational guidance is teo enhance motivation by helping *he
individual to define and clarify those interests. Thus, there is an assump-
tion that, through experience and vocationali inTeormation, “the enrollee
might c¢rystallize or sharpen his vocational interests--perhaps even to
"ypgrade' the level of job tasks that form his interest pattern.

(5) Practical Reasoning in a Job Situation: This final category of

objectives 1s probably stressed most frequintly in a work-training situation
by a job supervisor who expects the trainee fo "use his bead” or "stop ond
think" when carrying out some assigned task. At least, the intent is *hat
he pay careful enough attention fo directions and use reasonable judgment
in carrying cut work assignments. This form of practical judgment on the
job undcoubtedly encompasses many abtitudinal and motivational components
rather than being purely an asps:t of what is usially coasidered “basic
intelligence.” TPersonvel in work-training programs certainly behave as if
the characteristics that define these guslities can be instilled tnrougﬂ
training. Thus, it apjears worth considering a set of job-related, reason-
ing skills which may possess unigue dimensions that are subjecet to change
as a result of job esxperience and proper guldance.

It should be apparent that the fairly cursory discussien of nossibl.
H.Y.C. program goals ocutlined nere in no way exhausts a number of other
possibilities, or denies their importance in youth-work training progrenc.
Remcdial training in arithmetic a~d verbal skills is undoubtedly an arra of
value as are any nimber of tectrnizal (wocabional) skills tha® may be imypor-
tant to job performance. T% is simply a fact that neither remedial skills

instruction nor the formal development of specific technical avili*i=s

., 16
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appear as uniform requirements for even a majority of the N.Y.C. projects.*
In any event, the sort of objectives outlined above are believed--dy a
number of rrofessionals in the ycuth-work training field--to be at least as
important tco later job success, for economically and culturally deprivel
adclescents, as ars specific remedial and technical skills. It is also an
apparent asswptlon that these sorts of objectives are not only modifianle
as a result of participation in N.Y.C., but important aspects of enroll:e
performance in that they can influence (i.e., are correlated with) post-
program jcb adjustment or success. The remaining sections of this report
are Intended to translate these broad objectives into measurable terms and
to demonstrate the utiiity ot measuremsnt devices that wreflect such onjec-

tives.

D. Measwem=nt Problems with Culturally Degprived Groups

Certain problem aress associated with measurement as it relates to dis-
advantaged zdoisscents (often dcalt with in the context of minority group
membership) mist bz tuken into account, bofore suitable evaluaticn measires
for this popuwlation can be chosen, d-=:signed, or utilized. Failure to dc so
ig. in facs, the tusis of nuch of the criticism aimed at carrently available
formal tests wher applied to cultwrally deprived groups of any age level.
The most recent interast in these problems of testing has derived from the
industrial s=tting and involvss guestions regarding the appilicability of
avallable tests for enmployment selection purposes wiaen applied to minority

groups and/or cultaraily deprived applicants. Discussions of possible

%

This was urquestionably the case at the time this study was iritiasted
and still remains lergely true--althgh there has been an increase in the
rurber of remzdial skills programs uvrndertaken by N.Y.C. projects.

17
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discriminatory effects of testing in personnel selection have been presented
by Guion (1966, 1967) and by kirkpatrick, Fwen, Barnett and Katzell (1967).

The problems as viewed by industrial psychologists center azound dis-
criminatory bias of presently used measures, on the basls of their differen-
tial test validity (i.e., some tests may be valid for white individuals, but
have little or no validity for Negroes). Some indication that this is a
legitimate concern has bzen demonstrated by Kirkpatrick et al. (19€7) and
Lopez (196G). The types of solutions proposed for dealing with this form of
test bilas--given the existing measures--have involved separate analyses and
interpretation of test results for different ethnic or cultural groups (e.g.,
use of different regression lines).

Mach earlier recognition of unique evaluation and testing problems for
individuals from economically and culturally deprived backgrounds has come
from the field of educational evaluation. Formal techniques in educational
appraisal of the abilities of disadvantaged children have focused alimost
exclusively upon intellectual or cognitive functioning, with continuing
attempts made to overcome deficiencies/in existing measures by resort to
"enlture fair' mzterials (Anastasi, 1965). These attempts to achieve cultur-
ally "neutral’ centeatb in measures of intellectual skill have been severely
ceriticized ana considerable skepticism remains regarding their utility in an
educational setting. Wesman's (1908) discussion of some "follies cermitted”
in attempts to develop culture-free instruments is especially relevant.

The peint to be stressed, however, is rot only that the pattern of
educational te: ..ng for culturally deprived youngsters has been concerncd
alnoct exclusively with a search for intellectual indices, bu* as is the

case for the industrial setting ruch of the research in thls prcblem arca
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has been dependent upon scores on existing intellectual or achievement
measures to demonstrate differences between ethnic groups or to correlate
test performance with degree of cultural deprivation {Cocleman, 1966;
Deutsch % Brown, 156%; Dreger & Miller, 1960). TParadoxically, the tests
used are often questionable for application to disadvantaged groups in the
first place. The finding of such differences is not particularly surprising
{although to some extent worth demonstrating in order to confirm their
existence). A more logical epproach would appear to reside in recent at-
tempts to determine why the differences exist in order to facilitate the
education of culturally deprived youngsters, and to understand the test
problems. There are findings, for example, of differences in background
characteristics of the disadvantaged that result in different learning

+

"styles,"” which in turn can affect test performance on a variety of differ-
ent measures. Karp and Sigel (1965) in their review of research on testing
disadvantaged cnildren highlight what they term such “new approaches in
appraisal" and cite suggestions by others (Gordon, 1963; Lennon, 1964)
which carry strong implications that some new directions in test development
are needed--not merely variations in interpretation of currently available
mecasures. This implication is certainly apparent in the conclusion reached
by Karp and Sigel (1965) that: "Psycho-educationsl appraisal of the disad-
vantaged pupil confronts us anew with the need to develop assessment proce-
dures that both clarify the mechanisms by which learning occurs and guide
the teaching-learning process."

Without unnecessarily belaboring an extensive literature, that has only

tangential value for the immediate purposes of this study, the argument to

be pursued here does not questior the fact that the differences bvetween
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culturally deprived and nondeprived groups do exist for a wide varlety of
formal psychological instruments and especially in certain cognitive-
intellectual areas. Rather, it is that these measures are generally
developed for middle-class individuals with their content, format, tech-
niques of administration and normative data intended almost exclusively
for such a group. Thus, results of testing with such measures merely con-
firm, in & broad sense, the very pattern of those differences that are a
logical outcome of the cultural deprivation undergone by the disadvantaged.
Recognition (or acceptance) of this assertion does not' in itself provide a
solution to the problem of usable measures for appraisal purposes--whether
in meeting the evaluation needs of g youth-work training program or in an
employment selection situsgtion. Nor does reinterpretation of the results
of existing measures for different groups necessarily circumvent or solve
the problem. Any application of commonly used measures over the wide cul-
tural and verbal range of the poverty level subpopulation, that is customar-
ily defined as "disadvantaged,” seems open to guestion. One wonders, for
example, whether any customary interpretation of test results can be
sensible when a formal paper and pencil verbal measure 1ls applied in stand-
ardized fashion to an adolescent or adult vwhose reading level is near func-
tional illiteracy and who completely misinterprets the content, or the
specific intent, of a large number of the items.

The essenbtial criticism of available measures and the rationale for
consildering new approaches might be stated as follows: any test obviously
represents a sample of individual behgvior and this behavior sample can be
considered adequate only if the stimulus materials (i.e., test items) which

elicit that response serve to communicate their meaning in reasonably clear

-
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fashion. Where such communication is eésentially ineffective, the value of
the response elicited is likely to be of limited applicability for eny
assessment purposes (e.g., no ons argucs against dropping "ambiguous” test
items). 1In this light, a major conclusion that one can reach with regard
to testing the culturally deprived is that there has been a failure to take
account of their verbal skills or unique background and cullural character-
istics in shaping test format, content and administration--so as to devise
measures which, at the very least, communicate in the manner intended by
those who tilize and interpret such measures (i.e., a 100 item attitude
measure, entirely verbal in format, administered to an individual who cannot
read a significant proportion of words and who lacks familiarity with much
of the descriptive content may serve to verify the limitations of his par-
ticuiaf cultural background, or verbal inadequacies--it is unlikely to be a
rneasure of the attirude dimension(s) intended).

True, this 1s not the only problem found in testing minority and
culturally deprived groups. The contention here is that it is a major one,
Other specific aspects of background must also be consider~d in relation to
tests and test-taking behavior before a suitable set of ground rules cat. be
formulaled for choosing or designing neasures that would be applicablc to a
disadvantaged adolescent group. Continued trial and error with available
measures, to see which of a vast number may be applicable for a wide variety
of sssessment nceds, is not only laborious but may be largely fruvitless. 1In
light of even the limited knowledge of background characteristics, prior
test performance and special problem areas in testing culturally deprived
adolescents, one should be able to narrow the field and define relevant

measurerment tectniques that have a reasonabls likelihood of proving successiul.
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Those considerations, and their relatlon to tests and the measurement process,
which should be taken into account include:

(a) A relativély low verbal reading level (as has been pointed out
previously). This constitutes a major characteristic which limits the com-
munication process and cholce of test materials. It does not mean that the
group is "non-verbal" in any sense. Even a third or fourth grade reading
level provides a range of usable verbal skills--reading and oral--and does
not necessarily imply that ideas must be communicated in an exclusively
pictorial mode. However, existing measures designed for use with middle-
class adolescents, that might alsc deal with suitable evaluation areas for
a youth-work tralning program, are likely to possess too high a verbal level,
whereas, measures having lower verbal level material are likely to be too
childish in content for an adolescent.

(v) Performance of disadvantaged groups on intellectual ability mea-
sures 1s found to be superior in certain respects when oral presentation is
used (Graham & Orr, 1966). ‘Thus, comprehension for groups with low reading
levels may be enhanced by utilizing oral communication along with any verbal
printed materials.

(c) Differences in language meaning, or connotation, may exist for
common words and vhrases among minority group adolescents. Therefore, there
is potential value in being aware of unique slang expressions and idiomatic
modes of speech that can be highly meaningful to an adolescent or minority
group culture~-but not generally found in widespread use among middle-class
adults. Similarly, in the area of commmication and test content, there is
the consideration of specific cultural experiences that are commonly found

among middle-class youngsters but are relatively unfamiliar to a lower-class,
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minority group child. An cbvious example involves choices of hobbies or
vocational asbivities used as items in interest measures. These may be
clearly understood by middle-class adolescents but because of economic con-
sideration are often out of the realm of prior exrerience for the disad-
vanhbaged. Even with use of pictorial material in tests intendsd to minimize
such criticism the content is often found to represent middle-class activi-
ties and to show individuals with strictly Caucasiean racial characteristics
(Geist, 196U4; Weingarten, 1958).

(d) For the school dropout from a poverty background there is a complex
pattern of negative attitudes tovard academic trappings, of which fornal
testing is one., The general history of failure--and the individual’s con-

inuing awarensss of it--1s coupled with inadequacies in prior test perfor-
mance on mMeasuras which have repeatedly exposed his poor verbal skills.
There is 1Z%%le relation that such an individual can see between testing and
what it means *o him. It has, for the most part, served merely as an annoy-
ance with no discernible “payoff.'" 1In fact, it rav even have served as one
of a nurber of barriers encountered in seeking erployments.

(¢) Since test-taking does no* tend to be viewed faverably by disad-
vantaged adolescents, comretition in such an area of perforrmar.ce is minimized--

o that the individual d.cs not zlways cxpond the effort to "do his best.”
“artharmore, ruch of the developrent of test-taking skills (test-wise.ess')
stirulated in schools vith predominantly middle-class white pupils (and by
parental pressurcs) is miaimal for culturally deprived and minority group
rupilz.  The legical result of sucl, experience is a respornse to tesgting that
is often subsumed under "poor L. t-taking motivation.' lengthy tests with

numerous verbval itens that are net only poorly wnderstood, but imbrtoresting
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in content, provide little to command attention and only contribute further
to low motivation levels.

More subtle and complex problems of motivation can arise, which may
influence test response by minority group members. TFeelings about racial. -
ard/or class distinctions between examiner and examinee and particalarly in
the realm of conformity and response to an aubhority figure have been sug-
gested as influences on test scores (Dreger & Miller, 1960). -

(f) An effect upon test results, when low SES or disadvantaged groups
are compared with middle-class youth, is the relatively lesser degree of
consistency of response among the former group (SPSSI, 1964%). Although this
low reliability has been attributed.to daily environmental factors that stem
from economic deprivation, and lead to response ilnstability, it is suggested
that some of the variance may be accounted for by characteristics of the
tests utilized and by content that stresses middle-class cultural experiences.
The problem for consideration is one of whether items chosen as culbturally
relevant would reflect a greaber range of meaningful variability than avail-

able formal measures havs tended to uncover.

E. Available PFormal Measures

Based upon an extensive number of measures that have been published, and
others dewvised by researchers for utilization in psychological and sociologi-
cal studies, it is legitimate to question whether any of these may be directly
applicable to evaluation of disadvantaged adolescents in a youth-work training
program. The number of évailable tests 1s immediately reduced to more manage-
able proportions if two criticgl requicements are imposed: first, that they

be applicable specifically to the N.Y.C. program objectives and second that
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they be suitable for a population of culturally-deprived school dropouts.
If in addikion a third recessary requirement is inmposed--that the instru-
rents possess at least a reasonable number of %the qualities customarily

attributed to formal (usually published) measures--then the field narrows
to a point of uncomfortably limited choice. :

By formal measures (as contrasted with “informal" measures or question-
naires) it is generally meant that certain gqualities exist in standardization
of* directinons, administration and zcoring; thét there is information on
statistical properties of items and to%al scores; that these psychometric
craracteristics show a pattern which meets acceptable "professional" cri-
teria and, finally, that the measure is applied widely enough to provide
normative data for the population of interest and, where necessary, for
appropriate subgroups within that porulation. (For a general summary of
formal and informal mecasurement see Greene, 1952, Ch. 2.)

Those available formal measures that might be considered to have pos-
sible applications in a group setting, for H.Y.C. evaluation purposes, often
fall to be sufficiertly compatible with the chavacteristics of the cultur-
ally derrivei as discussed above. Among the reasons are, tirst, becaise
thev are found to be entirely verbal in format and at relatively high
resding levels {in terms of itens and directions). Those fuw that are
pictorial measuces are exclusively so and fail {for reasons uneaplaincd} o
ephance their information by corbining verbal and plctorial material. In
addition, the content (pictoricl or verbal) is often culturally biased,
dealing primarily with middle-class concepts and experience. Where low
verosal-level raterial is used, the conteat reflects the expericnces or

intzrests of young children. HKecognition of this Jimitziicn in yuoely
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intellectual measures has led cne publisher to deal with the content of
arittosctic and verbal skills iteme in a context that depends upon more
comnon adult activities or experience--even thoush the material is at a
low verbal recading level (Karlsen, Madden & Gardner, 1967 ).

Another major shortcoming is that the formal measures are often rela-
tively lengthy (50 to 100 items or more for a measwre). When combined with
an entirely verbal format and poorly comprehended, or experientially irrele-
vant, content large numbers of items covering the same content area only
add to the easy distractability and poor test-taking motivation attributed
to culturally deprived school dropouts.

Additional contributions to the limitations of many formal measures
are found in features that include tight time restrictions (especially
when applied with noncompetitive individuals who are not "test-wise'),
numerous items arranged on a sheei vwhere cequence may be confused or where
items are easily skipped over and, finally, errors engendered by even the
customary process of Yransposing a resvonse from the item choices on a
page %o a separate answer sheet (Clark, 1998). Thes» and similar require-
ments, normally desirable for ease in the administration and scoring of
forial group reasures, leadl Yo a remoteness of the examiner from the indiviad-
ual rosyondent in the tost-taking yrocess. For disadvantaged adolescents
vho will often rail to ask [or clarification or assistan.e where appropriate,
suach highly structured aiministration may add wmecessarily to ermiors of
reasurenent.

In the avea of inf-rrmal measuremcnt, which derives largely from 1¢scot b

with disaivantaged groups (rore often in terms of a low SIS category). the

instranonts used are usually dravn up by a researcher for his yeorticular
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study. A considerable number of such informal measures {especially noncog-
nitive ones) that have been used with disadvantaged groups are readily found
in the literature. Although on the surface many such paper and pencil mea-
sures used for research studies appear appliceble, their major drawback is,
inveriably, that by no streteh of the concept can they be coansidered

' They are more accurately termed "gquestionnaires," or a compila-

"measures.’
tion of questions which are assigned scale values, hopefully with some ordi-
nal properties, but with little if any analysis performed to indicate their
measurement characteristics. Study results and conclusions are then reported
as if measwres of known characteristics and proven capability have been
utilized. Any of the inconsistency that already exists in research results
concerning disadvantaged adolescents can only be magnified by a failure to
develop measures with known properties that are consistently measuring
reasonably understood dimensions of behavior.

Although there were shortcomings found in both availeble formal ana
informal measures which would preclude their direct application as evalua-
tion indices for disadvantaged youth, a number of these nevertheless provided
important clues to content and item format *hat were incorporated in a nwuber
of the measures developed for this study. A survey of many of these applica-
ble test .aterlals is reported in the draft of a specifications document pre-
pared in the course of developing the measures (Educational Testing Service,
1967 }. Some porticn of this background material is swmmerized in the

description of the measures that appesrs in Section II of this report.

F. Evalua’ion vs. Prediction

In developing any form of behavioral rneasure, an apireciation of its

intended use(s) bears eryphasizing. There can be important impiirations for

x|



23

data analyses and the decisions reached in test construction, when tests are
considered for single or multipurpose application. The issues involved in
test utllization as a function of measurement properties are fairly complex
and arguable. In order to confine this brief discussion to some of the more
pertinent issues for the present study, the assumption made is that the pri-
mary purpose of the measﬁres to be developed here is one of evaluating cer-
tain N.Y.C. enrollee characteristics over the period of months that the
individual remains in the program. Given this assumption, it follows that
if the numerous program objectives for N.Y.C., as outlined above, could be
translatéd into highly precise forms of enrollee behavior--that are readily
observed or measured--then the iltems comprising a given test could be
formulated as direct statements of such behavior or performance. Any mea-
sure containing items that define such specific aspects of performance would
be considered valid on the face of its content ("face validity™) and it
might be argued that there should be little concern with item charaéteris-
tics, or test reliability and predictive validity. Face validity invoked
for evaluation purposes merely says that the enrollee's test reponses, after
some defined degree of participation in N.Y.C., are expected to reach given
levels and the closer he comes t0 reaching these defined standards the
greater the success of the program. Thus, the evaluation of change repre-
sents, in effect, shifts toward or away from the desired behavior. This
sort of argument for “representativeness of content" as the primary basis
for design of an evaluation measure has been advanced by Horn (1968) and
serves to minimize reliability (or predictive validity) as a consideration.
In practice, unfortunately, one is rarely lucky enough (or gifted

enough) to be able to define test content and desired individual responses
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so clearly--least of all in a soclal program that has rather broad goals
and subgoals involving individual improvement. There is simply not enough
known about the specific individual behawviors to be changed (or the form
of test items that would directly reflect such behaviors). And, more
important, tﬂere may be nagging suspicions that what are thought to be
desirable outcomes in enrollee behavior at the completion of the N.Y.C.
program may be relatively unrelated to longer range (i.e., post program)
goals. Where this possibility exists as it usually does--and the N.Y.C.
program would appear to be no exception--there must be some attention paid
to reliability of the measures (or its estimate based upon internal con-
sistency) as well as some aspects of predictive validity. Also as Ebel
(1968) has pointed out in defense of such a position, tests intended for
purely evaluative purposes often end up being used for decisions that
affect individuals, for exazmple, by an N.Y.C. counselor who utilizes
them for guidance purposes or for assignment of enrollees to job sites.

-~ The point is that it can be reasonable to have a multipurpose test
béttery in which measures that serve an evaluative function may also serve,
to some extent, a successful predictive or classification purpose. Where
the tests possess at least acceptable levels of reliability, this is pos-
sible and it is, in fact, customary for educational tests to serve both
purposes (Ebel, 1968).

However, although consideration will be given to estimates of relia-
bility and predictive validity for the evaluation measures under consider-
ation, it can be self-defeating to force such issues too far in expsctations
for relatively high reliability (or validity) coefficients at the stage of

test development represented by the present study. One reason for caution
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in dealing witt roliability is o prachical paradox in requirements for
reliability of evaluation instruments that are intended to be sensitive %o
individual charge over time. If high reliability implies test-retest
stability over any eviended pericd, then a highly reliable measure of some
particular char;cteristic migh* be useless for a program that intends to
eflfect individuzl change over a period of months and to evaluate such
~hange. Secondly, there is concern with the issue of reliability attenua-
tion resulting rom the previously cited group-homogeneity for low SES or
culturally deprived. Finally, there is the possible effect on reliability
that stems from constraints on test length. The desirability of shortened
test length foll»ss from the prinr discussions of test-taking problems
among disadvantaged adnlescents. Therefore, unusuzl caution is needed
bafore applyling any stringent reliabllity demands in the cholce of mea-
sures in*ended for the assessment purposes and the particular population

to be evaluated here.
ITe DEVELORISHT OF 1HE FRELIMINARY MEASURES

A. General Chavacteristics
On *he basis of those performance objectives that can be defined ior
the lieighborhood Youth Corps Frogram, the characteristics of the envollacs

vho are to bes eveluat:d and the adamittcdly sketchy knowledge that exicts or

Py

problens of assers sing the carabilities of disaidvantaged adolescents. i+ Is
poasivle to dcfire some general ground rules that should be met by a bat-
tery of relevant evaluation measures; as well as their speeific content.

At the outse*, it sheuld be evidont that any mcasures dcalt with, at this

vhase of developrent, carmot be conzildered as more than prelirinary in
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nature. They can certainly not be construed zs meeting the requirements of
forumal instruments.

For the battery of 13 enrollee measures prepared for use in this study,
the following guidelines were applied:

(1) 'Format: Test items are printed in small booklets (approximately
5" x 8") with the content for each item generally appearing on only a single
page. (For about 25% of the test material there are as many as three items
spread over two facing pages of the booklet.) Seven of the 13 test booklets
contain pictorial information, accompanied by supplementary wverbal material
below, or within, the pictorial scene. The intent is to communicate as much
information as possible by not relying exclusively upon either a pictorial
or verbal mode. Boxes to be marked by the respondent are next to each item~
response choice on the page. (A glance at the sample items in the pages of
this section provide an overview of the format.) Verbal directions which
serve as & capsule summary of the longer, orally presented directions are
printed on the front cover of each test booklet, where space is also pro-
vided for the individual to write his name znd N.Y.C. project. Wo test
titles appear on the cover page, or anywhere else in the booklet. Separate
male and female forms are required for the seven measures that utilize
plctorial information, but the format always remains the same despite appro-
priate content changes. |

This format requires a considerable amount of art work, more complex
printing than is customary, and hand scoring of items. Thus, it is appar-
ent that aspects of logistical convenience in test development and usage

were intentionally ignored for this phase of study.

81
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(2).--Verbal Content: Printed material (which is also orally presented)

was maintained at a relatively low verbal reading level. Approximately a
fifth grade reading level was chosen and verified by a check of the test
booklet having the most difficult reading level against the Thorndike-Lorge
‘Word List (Thorndike & Lorge, 194L). (However, an estimate of comprehension
level for orally presented material, that 1s also printed, cannot be made
with any precision.) Directions, both oral and printed, are kept at a
similarly low verbal level. Slang expressions, generally sultable for
adolescents, are used where they seem to fit--but not stressed unnecessarily
in the overall wverbal style. Verbal content and concepts are, insofar as
possible, relevant to and understood by adolescents from a disadvantaged or
low SES background.

(3) Pictorial Content: All pictorial scenes depict a youthful (adoles-

cent) figure in some situation that portrays the item intent for the given
measure. Thus, clarity of plctorial content is critical and simple black-
line drawings (i.e., "cartoon" style) were utilized. Since verbal material
is coupled with the pictorial material, the information in either mode tends
to be supplementary so that amblguity can be minimized.

Any choice of pilctorial material to accompany the verbal was always made
on the basis of its providing some degree of supplemental information and not
merely for uniformity or for its own sake. Pictorial information is also
intended to provide some degree of added interest to the test content and,
hopefully, to enhance motivation (Weingarten, 1958). If overdone, however,
with little apparent relevance, its use can appear somewhat demeaning to an
adolescent--despite his low verbal reading level. Where the measures are to

be applicable to a number of raclal or ethnic groups and the respondent is to
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identify with the youthfwl figure in a pictorial scene, it seems logical not

to portray any particular racial characteristics. However, this 1s rather

difficult for an artist ¢ and the cholce was made 5o '"neabraiize”
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(or at least minimize) any features that depict race by specifying simple
line Zrawings of the type that are found in the Rosenzwelg Picture Frustra-
tion Test (Rosenzweig, 1948). The scenes depicted are intended to possess
some: degree of situational familiarity to the individuali. Although this is
difficult to accouplish in picturing a number of job-tasks andl job-related
scenes, many of the pictorial scernes are probably part .7 a broad enough
frame of cultural reference on thre basis of thei:r appearence in printed
media, in movies, or on televisicn.

(&) Administration: The measures are ietended for administration to
small groups {not exceeding about 12 individuals per group), with separate
sessions for testing males and femules. Directions as well as all item
stems and response choicecs are orally yresent<d by the examiner. Thus,
trere is a syecific intention to minimize the influence of any verbal read-
ing component on e~rch mecasur<. As will be apparent in tne detailed descvip-
ticn of the measurcs, a small porporiion of the items do contain verbal
raterial accorpanyirg the item stem and responsc choices (c.g.. a nowspaps
wrant ad) that could not logically be read by the c¢xamincr without imsedi-
ately rev<aling the correct iten resyorses.

(9) 1ust Length: Since the "tes“-taking-attontion-syan"” of the in-
tended respondants can oe expected to be relatively shorkh, 1% is pruldent te
raintain test lergth at the mininwa thought nccessary to covor a desired
dimension, ani to do so with a sufficient range of coatent to rosult in a
sorevwhat reliable measure.  In additio:n, ab the present sta

e of dovelopuent.,
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and for the relatively unique approach to test material and format used here,
it would be wasteful to construct numerous items for any measure in which all

the items of a given type might prove useless.

B. Descripbion of the Measures

The 13 preliminary evaluabtion measures for use with male and female
enrollees are to be described in this section, along with two criterion rat-
ing scales used by N.Y.C. counselors and work supervisors in evaluvating the
enrollee. Brief discussions of the content, format and scoring, as well as
some aspects of the rationale, are presented along withAsamples of items from
each measure. This material 1s summarized from more detailed discussions of
these areas, avallable in the previouély cited document on specifications for
the measures (Educational Testing Service, 1967).

Job Knowledge (JK)

This measure, consisting of 27 items for the female form and 30 items in
the male form, is intended to assess the degree to which the enrollee is
gware of a number of categories of job reguirements. For each form there
are three multiple choice questions asked. These relate to an occupation
pictured, along with its corresponding job title printed below. In the 30-
item male form there are five items covering each of the six job knowledge
categories~--(1) education required, (2) where the work is performed,

(3) full-time starting salary, (4) the specific major task performed,

(5) the most likely working hours required and (6) tools required (with
response cholces consisting of pictured tools). The female form conbtains
only the first five knowledge categories since female occupations for which
tools can be identified are difficult to uncover.

No published, formal, measure is known to exist in the area of job
knowledge that would be suitable for this battery. The "Vocational Interest
and Sophistication Assessment" (Parnicky, Kahn, & Burdett, 1963) that has
been under development for use with individuals having low verbal reading
levels 1s used to obtain scores on both "¥nowledge of job conditions” and
vocational interest.” But it is exclusively pictorial and was designed for
use specificaily wlth educable mentally rebtarded. Thus, although its format
and rationale for pictorial material served as a valuable aid, its direct
application to a culturally-deprived adolescent group was considered gues-
tionable.

34
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Scoring of the Job Xnowledge measure is based upon total number of cor-
rect responses obtained Trom the four-chcice, muliiple-choice, items and can
also be broken down into subscores based upon the number of correct responses
for each of the Jcb Knowledge categories.

Figure 1A Figure 1B

Where would you work on this Atout how muich would you et Fuld

Job moat of the time?

m
ey . 1 fact the
& O e
In the kitchan of a res-
taurant

In a store

l Ej In your own Lome

whan you start on this job full-tine?
(]  #2.25 to 82,75 a1 bour
D 50 to 754 a1 howr
[0 #.00to f1.50 e dour
[] £3.50 to &.50 a7 hour

CASHIER

MARL CARFIER

Coppright © 197 by Blusstlonel Tecting Servive Crporight (D 127 Yy Ellmetizal Testing Jervi

Vocational Plans and Vrcational Aspirations (VA, vP)

These two measures are uppropriately considered together since they uti-
lize the same stimulus materials (although djfferent response choices) and
are also scored in relation to one another. Each booklet contains, in beth
male and female forms, 16 items in the format shown below with pictorial and
verbal materlal for each item on a single page. The items were chosen on the
basis of their social status levels. Status values were derived from the NORC
occupational prestige rating studies {Duncan, Hati, & Ijorth, 1961) and the 16
items have been g-ouped ir*o eight status levels based upon these values, with
two ilems at each level.

The individual responds to each occupation shown on a four-point scale
that indicates the degree to which he plans (or aspires) to that occupation.
There are no formal published scales for measurement of vocatioral plans or
aspirations, as intended for use in this study. ©wo published measures which
deal with occupational stimulus materials are, in fact, vsed for personality
assessment purposes (Ammons, Butler, & Herzig, 1949; Holland, 1959). Highly in-
formal check lists and questionnaires, or simply open-ended questions, have been
used in research with adolescents or young adults (Empey, 1950; Ginzberg, Ginsbur,
Axelrad, & Herma, 1ly51; Slotkin & Forlano, 1562; Stephenson, 1955; Varo, 1964).
But the neture of their content, format, scoring and lack of measurement proper-
ties would make thewn inaypropriate as applicable formal instruments.

Scoring for the VA and VP ncasures c-onsists of a "status discrepancy”
score for each one, bascd vvon the difference between the welghts assigned by
the respondent to each status pair. (For example, if the pair or items at
status level eignt (§)--"physician" and "scientist"--were essigned degrees of
choice "h'" and "2" respectively, the status discrepancy at that status level
is a ".") The total discrepan.y score is thus the absolule sum of these
individual values for all items in the measure. In effect, this is interied
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gs a measure of the consistency with which the individuval uses an underlying .,
status continuum for his vocational cholces. A second score is possible by .
utilizing the difference between the level (i.e., degree) of choice assigned '
an occupation in terms of plans and aspirations. For example, "Auto Mechanic"
mey be assigned a high degree of aspiration with a weight of "4" but only a ..
moderate weight (e.g., a "2") for the plans measure. The difference score is -
thus the difference in these weights assigned by the respondent and summed .
over the corresponding occupaticnal pairs in each of the two measures. This =
difference between plans and aspirations for the same occupations is felt to
have possible uses as a measure of the degree of '"reality" in voeational -
choice~~based upon what the enrollee would like to do vocationally and what

he expects to do. .

Vocatlonal Aspirations

- o
Figure 2A Figure 2B
.
’ 1
) A great Job; the kind of thlng 1
[] A8rest yobs toe xind of ting I ) O o m{!
would like. . R
It's pretty good; I vnu.ld.a‘t mind
D It'e pretty good; I vouldn't mind D dolng this,
doing this.
. . Not the greatest -I'd do this if
[7] fot the grestest <1'd do this i O e e shyvhing better.
there veren't anything better. anyt 3
D This i3 a rotten kind o2 job. I
D This is = rotten kind of Job. I . vouldn't 1ike it ot &ll. .
wouldn't like it at all. . . )
DOCTOR .

HOSPITAL ATTENDANT

Helps take care of sick people
in a haspital.

Exomines pecple and tells them

what ta do when they'ra sick. Copyrignt © iUE7 by Faucaticral Testirg Service

Copyright @ 1567 by Educatlonal Testing Service

Vocational Plans

Figure oD

&

Figure 2C

The odds are I'1l do sametbing

The odda are I'li do nmethlns like this

like this.

There's a falr chance 1 vould vind
up in this Job.

-

There's a falr chance T would wind
up in thls job.

O °c o o

HOSPITAL ATTENDANT

Helps take care af sick peopie
in a hospital.

ERIC
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Maybe I would try this, hut I
don't think the odds are too good.

This is vay cut for me. I
wouldii't aven expect to look
for this kind of Job.

Copyright (© 1viT by Educetinnal Testing Serviec

Maybe I vould try this, but I
don't think the odds are tooc good.

This 1s vay out for me. I
wouldn't even expect to look
for this kind of jJob.

R

DOCTDR

Examines peaple and fells them
what 1o do when they'ce sick.

}

Cepyrlight @ 1467 by Fduentioral Testing Service
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Interest in Vocational Tasks (VI)

As the title implies, the attempt here is to measure an interest pattern
based exclusively upon specific occupational tasks, rather than Interest
patterns derived from choices based upon occupational titles or from the more
customary combination found in formal interest measures of leisure time activ-
ities {i.e., hobbies) and vocational taskr.

Criticisms involving verbal level, test lengti, techniques of administra-
tion and cuitural relevance of content can be made of the widely used Strong
Vocational Interest Blank (Strong, 1945) and the Kuder Preference Record
{Kuder, 1956) when these measures are applied to a disadvantaged group.
Although it was developed for men in nonprofessicnal occupations (i.e., most
skilled and semiskilled), similar criticisms can be aimed at the Minnesota
Vocational Interest Inventory (Clark & Campbell, 1965). Some of these criti-
cisms have been touched upon by Clark (1961) and Barnette and McCall (196h).

In contrast to these verbal measures, there are two exclusively pictor-
ial interest tests {(Ceist, 196%; Weingarten, 1958) which also possess short-
comings for use with disadvantaged or minority groups. The level of vocational
tasks portrayed, the clarity of the pictorial material, the clearly Caucasian
figures shown, and the standardizetion data can serve to limit their applica-
bility. One of these mea-ures, the Geist Picture Interest Inventory (Geist,
1964 ), has also been criticized on the basis of shortcomings in its development
(Shimberg, 1965).

The approach to interest measurement that proved helpful in the design of
the present measure is the 168-item, all verbal, California Occupational
Preference Survey (¥napp, Grant, & Demos, 19€6). Obviously, it is not =
measure that meets the growwd rules for direct arnlication to the adolescent
group of interest in this study. However, its technical approach and contant
serve as 4 valuable model, since it utilizes only specific occupational tasks
extracted from the Dictionary of Occupational Titles (USES, 1965) and it scores
the degree of interest In these tasks for occupational groupings or clusters
that are derived from factor analyses of the items. By utilizing those items
that could be pictorializel reasonably and those occupational groupings in
which these items fell (along with some rewording of tasks where verbal level
was considered too hiﬁh), a 28-item measure was constructel with seven occupa-
tional clusters zontuining fouwr items each. The seven clusters are termed:
Clerical, Service, Trelnieal, Business, Jutdoor, Science, and Aesthetic.

Scoring consists of sumring the weights assignel to the vocational tasks
(1 %o I along a "favorabl -unravorabic” continuwi) for the group of tasks in
cach of the seven occupati.nal clusters.



Figure 3A Figure 3B

.
Pretty bed -~ 1 couwlds't taka dolzg it Pretty bad - T couldn't tade doing it.

Tot too good = [ might do thls bt I

- thiv byt I
vorlde't 1ike it. Bot too good = I might do thir

wouldn't ke it.

O aag

This 1» OK ~ 1 vouldn't micd this

100 much. ity

O
a
D ™ie {a OK - I vouldn't mind this
O

Taie {e grest - Juat the kind of thing
1 vould 1{ke to do,

|

Do baic styling. Sort moll {a & post ofTios.

Copyright {9 17 by Thucatiural Testing Service

D This {5 great - Just tbe kipd of tilng
1 vould iks to do.

Copyrignt (@ 15€7 by Educettonal Testlrg Servic

Attitude Toward Authority (AA)

This attitudinal measure consists of 12 items in the female form and
1% in the male form. The single item on a page always depicts an adoles~
cent figure being spoken to by an authority figure (i.e., judge, supervisor,
teacher, policeman, father, mother, truant officer, job interviewer). The
response given by the adolescent to the authority figure is either a clearly
anti- or pro-authority resyponse. Item stems are always in the sauwe form as
shown in the two sample itens below--i.e., the number of people who you think
would give that answer in this situvation--with the five item choices covering
some range between the odds of "1 out of 10" %0 "9 out of 10." The technique
used here has come to be known gernerally as the "disju’sed factual approach
in testing and has been applied successfully to adults from a wide range of
SES levels by Bernberg (195%). 1In his manual for the Human Relations
Inventory (HRI), Bernberg refers to this item style as the "direction of
perception’ {echnique and he has used it for measuring social conformity with
the 30-item all-verbal HRI. Two other formal measures related to the confor-
mity area, and usable with young adults, are the Socialization Scale of the
California Personality Inventory (Gough, 1957, 19C0) and the Family Opinion
Survey (Elias, 1952) that measures attitude toward authority relationships
within the family. These threc formal measwures were considered too narrow in
content (and validation} and too highly verbal to meet the intention of the
present measurc, or to be adopted directly.

Scoring of the AA iterms is based upon the assignment of weights 1 to 5
along a continuum of choices with a weight of 5 repiesenting the high, or
proauthority, end of the scale. Thus, for example 1if the item depicts an
antiauthority response made by the youth to an authority figure, a response
choice of "1 out of 10 people" would receive a weight of "5" (the respondent
is preauthority and thinks that few people would make such an antiauthority
remark); while a response at the other end of the continuum ("5 out of 10
people™) on that same item represents an antiautheraty attitude and receives
a weight of "1." Rased upen Bernberg's finlings, it makes ro difference in
the overall score vhether the resyonse-chioice continuuwa on any iter ranges in
steps from, say, ") out of 10 people’ to "5 ocut of 10 people” or from "9 out

of 10 people” to "9 ocut of 10 people.” It is only the relative location on
the continuum thai deteriines the contribution of the resyonse.
O
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Figves b

"1 do my tast fo get back on
tima from now on”

Studies thov that how maay
people glve that anaver to the
boss?

D 5 out of 10 peopl:
D € out of 10 people
EI 7 out of 10 people
I:] B out of 19 people

[-} 9 out of 10 pecple

Copyrigt ) 10T by Blomtio-al Teoting o

(ST

STOP FOCLING MROURG \

I8 CLASS P Y30 whNy
Yo STAY IN TR
Kooy .

Hov many studeats 40 you think
vould glve thie anavcr to
tescher?

D 2 cut of 10 students
D 3 ot of 10 stulents
D ot of L0 wtutate
D % out of L0 stulents

D € out of .0 srudents

Tepiriaht © %57 vy Edutaticral Testirg lervi-e

Self-Esteem (SE)

The 16 items that constitute this measure consist of' pictorial scines
in which an adcles °nt is portrayed in various academic, social, and euwploy-
ment settings. The respondent is asked to imagine that the young perscn in
the picture represents himself. The response required is one involving his
estimate of what would happen if he were, in fact, the ycuthful individial
in that scene and 1s intended to reflect his level of self-worth or sel’-
esteem on a 5-point scale.

Each item {an¢ the aggregate of items) are intended to deal with a
dimension often conceived of as competence in interpersonal social acticn.
Wylie (1961), who reviews nuch of the research literature in this area znd
the different approaches to quantifying self-esteem, notes the general lack
of validity data to support the variety of definitions and measures used in
dealing with the concept. As her review indicates, most self-esteem messures
are informal, exclusively verbal and invoive a fairly complex clinical ration-
ale in their interpretation and scoring. One such informal scale that has
been utilized on reasonable size samples of adolescents (but of unquestionably
higher academic levels than an N.Y.C. dropout group) is a j..rely verbal 10-
item measure that lacks adequate analysis of its psychometric characterictics;
wiéh)item wording thet is questionable for the N.Y.C. enrollee group (Rozenberg,
1965).

Although two published formal measures exist that provide some form of
self-regard score (Gough, 19%7; Rogers, 1961), there is no evidence of their
suitability for a disadvantaged adolescent group. In addition, one of these --
the Rogers ''Personal Adjustment Inventory" (Rogers, 1961)--is intended for
grade school children 9 to 13 years of age and its content is inappropriate
for adaptation to older adolescents. The other measure is questionable for
direct application in this study because of its verbal level and its general
cultural content.

Scoring of the total SE rmeasure counsists of swwadng all item welghts

viiere the weights from 1 to 3 on each item represent a low-to-high continuum
of self-esteem.
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. . = .
Figure SA Figure 5B
LTS TALK ABOUT
I m{ght try for a Job in ‘hat MELPING YOU 8€1 ™ . ‘
store, dut they proharly T RISKT TRANING p ':JQ;;:E::?-T.NM.. 2uch he
voulda't vaat Be. O FIND A JOB i
They would turs ke down ccld /4 T xnov I could sake g.od on & Job
[:] @nd vaulda'! think I'm werth /i D ::S:J;lwa Be et the right

glving & chance.

T wight 8tand sme chance on & loF
10 1 could get 3ome kind of
tratolog.

They would think 1'a warth Biring
for  Job in that mtore.

Copyriaht (@ 137 ty Edusatizral Trating Service Copyrlant @ 147 by Elueaticeal Tessdra Servite

Deferred urabification (DG)

The ability to delay present rewards for future gain {(i.e., defer
gratification) represents the intended attituiinal dimension for this 16-
item scale. The booklet for this measure consains a total of 20 items, four
of which are commen slogans that serve as disftractor items and are unscored.

The deferment of impulse gratification as a behavioral concept was
introduced into the sociological literature by Davis and Dollard (1940) in
an attempt to deal with patterns of behavior that differentiated the middle
and lower social clas:es. More recent research dealing with measurement of
this concept has been made by Schneider and Lysgaard (1953) and Straus (1962)
who have attempted to quantify a 'deferred gratification pattern" (DGP).
Their results led to several scales that may have value for defining impor-
tant predictive responses in adolescents. Straus (1962), for example, found
nodest correlations between the DGP and measurss of academic achievement and
occupational. aspiration; even with intelligence and SES partialed out. Thus,
this type of measure may be capable of meaninzfully differentiating between
individuals in the adolescent group that i§ utilized in the present study.
The subscales with the greatest utility, based upon the prior research,
appear to be those defined as: '"Hasty Aggression" (e.g., "If a guy gets you
sore, hit him--no sense in waiting until you calm down"); "Freedom of Spend-
ing" (e.g., "Money is to spend, not to save") and "Affiliation" (e.g., You
have to be careful sbout the kind of people you pick for friends"). A fourth
subscale was derived from the more recent attemyts to deal with gratification
deferment in terms of specific delay of reinforcement as used in research
with children (Mischel, 1961). This subscale is termed "Specific Delay of
Reward" (e.g., "I would rather have a cheaper used car today, than save up
until I could afford a new one') and is not one that has been used in the
pust as part of the DGP scales. Item-response format is similar to the dis-
guised factual approach in that the individual responds on the basis of the
degree to which he thinks other people might agree or disagree with the
statement (5-point scale).

10
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Scoring consists of the sum of the weighted scores over all items, with
a high score assigned to a high level of deferred gratificaticn.

Figure HA Figure 6p

1 WOULD TELL A COP CFF IF HE "BILEDT ME -

EVEN i? 1T MEANT GETTING [N TROUELE. Eﬂ :’2‘:5;’2} YU WANT, THERE'S ALMAYS £ME ypy 00
(] rimest nomeay ¥owd fred thir vy (] siscst novoty vourd feed tnte vy

D Only W few people might agree vitih this. r] Only & fev people might agree wits this.
D Some people would efree with this [j Some people would mgree with thin.

suld feel thia way.
(3 1ot of people vould fee 1 [j A 1ot of pruple vswd feel this ves.

5 % vould Bgree vith this. -
[ ] el {_} Most everybody vould spree with taiw,

Caggrbeht O ba by blomy a0 e O

Job Secking and Job Holding Skills (JS;JH)

This measure is an attempt to deal with what are probably the most
obvious areas of behavior and knowledge that it is feit an enrcilee should
develop in a youth-work training program--i.e., knowledge of what to do to
find a job and, having done so, how to behave in order to retain it. The
items used in the measure represent a direct translation of those areas cf
job-holding ant job-seeking skills that can be defined reasonably, and are
based upon the rather limited knowledge o just what these specific skills
or behaviors might be. The limitations stem from a glaring lack of meaning-
ful research concerning reasons for hiring and dismissal of employees ana
vhat an employer uses, as the most relevant considerations, to make such
juigments. (Reasons that oftcen range from outright biss to "pet" annoyances,
or wnwritten personnel policies, are not readily obtained irom personnel
files of a company.)

licvertheless, some broad arcas of agrecment are possible on the most
important areas of job-related behaviors ard can be found in cowrses that
have been drawvn up for the purpose of teaching such skills (Educational
Design Ine., 1966; U. S. Office of Economic Cpportuniiy, 1960) or from the
“how to" books or pamphlets thak decal with job success (Feingold & List,
1958; Magoun, 19993 U. S. Dept. of Labor, 1964). No published forual
measures of these job-behavior skills have been found in the test literaturc.

The first portion of the JS; JH measure consists of 17 items in a fowr-
choice, nultiple-choice format, that deal with job seeking skills (JS).
Questions are concerned with where to look for a Jjob, the contents of
several want-ads, that are reproduced in the booklet, and questions about
parts of aprlication blanks. The respondent is required to choose the
correct answer for each item. The sceon’ section contains 11 items dealing
with en-the-job (job-holuing) belavier (Ji), covering the customary coneerns
with punctuality, ajjropriate dress, resyonse to a supervisor's request and
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some items dealing with what are probably less-often revealed sources of
employer dlsconten®t, such as placing bets and drinking on the job. The
respondent chooses one of three response statements that describes how he
feels~--or what he would say, or do, in the parilcular situation shown.
These responses are scaled "1" to "3" on a "low" to "high" (least correct
to most correct) job-holding skills continuum.

Scoring for the 17 items of the job-geeking skills portion consisbts of
the number of corréct responses. For the 11 job-holding items, the response

weights 1 to 3 on each item are summed over all 11 items. The btwo scores
are always treated separately for purposes of analysis.

Job Seeking

Figure TA Figure TB

Fermanent Seling APPLICATION FOR EMPLOYMENT |
Positions in Wnen would you work on thiz Jjob? PERSOMAL INFORMATION socuL eecumery 7
READY TO WEAL sare waaee

COSMETICS 1 o
Wﬁ:s‘c‘ At nights only for five days et == e — s S
mm — a week. 2 _sessen sB0muma
Ry L o =

Folt¥ma 5 dors WYy by 3 Ascases

Port fiow S dap 1110 5 Only on Thursday, Fridey and " b e

NO N!GHTS . Saturday. L oweme me Swu pous ) saune

Excellent Banefits 5 auniereenn e wewer oy o,

Appty in Peryon D Only during the days. & misems oy —.onwen rvonces awreaeran
Empl Offce Tith Pl -
7 ruvves ee chnsers TR R e o8 ChRaetn S
Ford & Baylor [J 4ev nours you want to ptek. g DI s s aner Jo— ]
39 5. & Fihh Ave.
Copyright (B 1Y67 by Educatioral Testing Service
Copyright (& 157 by Educational Testing Service
If you've never been zarried before vhich
ane '‘ould you mark on line ramuer 61
D Single
D Divorced
D Married
O widoved
What would you put on linc number 2 vhere If you have mn uncle who vorks for this
it says "present address?" place vhere you vould like a Job and
your uncle tald you about coming here to
The address of the place wherc apply for {t, vhere would you vrite your
#ou live nov. uncle’s nage?
D The sddress where o friend lives, D Line 1
The address of the place where D Line 8

you're applyicg for Lhe Job.

[7] uaes
The mddress of the place where
you vorked last, D Uire L

Copyright (O 17 by Hiuvationel Testing Service
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Job Holding

THAT'S THE What vould you say to a boss who

said this to you?

Sorry, I'lIl try to get here on
D time fram nov on.

Its tough for me to make it
D here on time but I'Il try.

T do my work - What's the
D difference if I'm late.

Copyright @ 1967 by Educational Testing Service

Motivation for Vocational Achievement (MVA)

Figure 7D

If you feel too sick to go to work one day, call the boss and let

hin kaow.

D I wouldn't bother - it wouldn't make any difference to him.

[[] 1 mtent cald 47 I happened to think of it.

E] I would always call -~ otherwiee he'd got sore.

Copyright (© 19€7 by Educatioral Tesrirg

Seventeen items, all verbal, are set up in a 5-point Likert-Scale
The first 10 items consist of
the item statements followed by the 5-point: scale representing degree of

format, as shown in the sample items below.

applicability.

(This format has proven successful for use with adolescents

in a formal scale known as the Demos D-Scale (Demos, 1965) which is intended
to identify potential school dropouts.) For the next seven items of the
measure, a somewhat different format is used that was developed for assess-
ing adolescent work attitudes in a youth-work training program (MFY, 196k4).
The item responses are conditional situations regarding employment and the
5-point scale represents the intensity of willingness to stay on the job.

(Would you stay with it if:
hours?")
of vocatlonal achilievement.

"The work was dirty?";
There are no formal measures known to exist in the specific area
However, a variety of prlmarlly informal scales

"You had to work long

that have been used for measuring "achievement orientation"” are descrlbed

hy Kahl (1965).

Scoring for each of the two sections of MVA, with their somewhat dif-
ferent formats, 1s based upon the sum of the scaled responses, with the

higher value representing the higher level of motivation.

The two scores

which are designated MVAI for the first 10 items and MVAII for the remain-
ing seven, are treated separately throughout the analyses.

Figure 8A

IT PAYS TC TRY TO MAKE SOMETHING OF YOURSELF
BY WORKING.

Hearly always

Figure 8B

Would you atay with it if:

THE BOSS WAS ALWAYS ON YOUR BACK?

Mout of the time
Somet inea
Very fev times

Almost never

odoaa

Copyright @) %7 %,
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O
O
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I vould alvays atay with the Job anyway.
Most of the time I would stay with it.
Scmetimes I might stay with the job.

I probably vouldn': stick it out.

I vould never stay with the job if this wvas
the “fay 1t was.

Copyright (© 1967 by Faucatioral Testing Scrvice
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Practical Reasoning--Map Reading {PRM)

This measure and the two succeeding ones prcbably comprise the closest
approach to intellectual or cognitive measures in the battery. The ration-
ale for their construction and use is based upon the assumption that, within
a work setting, there are certain forms of skill for which an enrollee must
demonstrate at least a minimum capability. These skills often center around
following directions required to carry out some aspect of the job successfully.
The intent here'is to arrive at several indices of "reasoning" ability by
utilizing material which presents problems germane to the practical work
situation. It is also assumed that the practical reasoning measures reyresent
dimensions of ability that are somewhat independent of conventional intellec-
tual measures since they are not as highly dependent upon verbal reading
skills. The 1l0-items in a four-choice, multiple-choice, format that consti-
tute the Map-Reading measure, are based upon questions relating to an assumed
Job that requires the respondent to make deliveries in an arees represented on
a map (shown below with a sample item).

Scoring consists of the total number of items answered correctly.

Figure 9A Figure 9B

J

FOuR TN -vu—l Ifoyeu left oy or store end valkel w bluihocn

B ]
1

o 3TRELY

Sore naors weuld you gaT

. i
i |
. ml? Al ty
1T T S
s 13 I . - [ j East, thon Dot
il L3 T N
L -- ] [ l - 1o ——— [ 1 Eret, *nra Xortr
:' . 1 [. B { J \’J’ CIERTRERTI I Y3
TSt avwE - -
i O e . o .

Practical Rcasoning--Zip Coding (PRZ)

In this 10-item measure the resyenses tn the rultiple-choice itenrs are
Lased upon the respordent's ability to "sort" rmail (in an asswied rost office
job) based upon zip-code type of inforrmation. The arbitrarily designed zip-
code chart and a sample item are shown below,

Scoring consists of the total nurber of items answered correctly.

O
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Figure 10A Figure 1CB
24p Codon
Areg of 2ip Code Zip Coda 2ip Code
the country  Mupber | State Bpbers | City Humbers You vould knov that a letter vith the tip code nusber 97953 nhould
Northeast 1 Hew York 40 Jamales 10 to 25 g5 to vhat general mres of the country?
Permsylvania 50 Elkins Park 20 to 30
[0 wortnonst
Midwest I3 Kansas 65 Lawrence L5 to 50
Missouri 70 St. Louis BO to 94 D Weat
West ) Washington % Seattle €0 to 79 [ soutn
Cregon kel Eugena 70 to U
California 69 Burbank 50t 55 (] mevest
Copyright (& 1967 by Educationsl Testing Servi: Copyright (@ 1967 by Educational Testirg Service

Practical Reasoning--File Card Sorting (PRF)

This is also a 10-item, multiple-choice, measure. Attached to the test
booklet is an envelope containing eight nunbered file cards that represent
information about job applicants. The respondent holds an assumed position
in an employment office and is asked by his boss to sort out individual
applicants based upon characteristics given on the cards, so that these men
and women can be considered for various jobs as described in each item.

(A sample card and item are shown below. )

Scoring consists of the total number of items answered correctly.

Figure 11A Figure 11B
l_l Date Filod: January 2, 1 .
Hra. Cook, Angela Look unly nt the eards for vomen, Use the lest names
U3 - WIth Street Age: __ 22
Flushing, long lsland and hut them in alphabetieal order.
Hew York .
The right order vould be:
rried: Yoo X No Card 3, Card 1, Card 2 and Card 4,

tard 1, Card 3, Card 4 and Card 2,

Humber of school 5_ 8__

6__ 7
years completed: 9 20 n_ 12
Jobs you can do: drive a car; good with figurus

rard 7, Card 3, Card 4 and Card 1.

Oo0og

Card 2, Card 4, Card 1 ard Card 3.
Salary wanted: $300 a month

Copyright (© 1YE7 by Educatianal Terting lervice
Copyrielt (@ 1967 by Educationsl Testing Serefce ’

Enrollee Rating Scale (ERS)

The 15-item, 5-point rating scale is intended as a measure of the N.Y.C.
enrollee's feelings about the particular project in which he is enrolled.
It covers three aspects of the N.Y.C. project having to do with the work
supervisor, the counselor and the N.¥Y.C. project in general. The use of this
measure as an evaluative tool assumes bthe possibility of enrollee change for
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what can be considered an important phase of his attitudes. The items are
phrased in language understan’able to the enrollees since they were collected
from interviews with a sample of male and female enrollees at six projects.
This material was obtained in response to a question dealing with what the
enrolle» tiked or disliked about thelir counselor, the work supervisor, and the
N.Y.C. project in general. Specific item statements, derivable from the inter-
views, were placed on cards and those 15 occurring with the greatest frequency
constituted the ones chosen for the scale.

Scoring for the scales is based upon the sum of the 1 to 5 item weights
{"unfavorable to favorable!") over all of the 15 items.

Figure 124 Figure 12B
THE WORX SUPERVISOR GIVES 10U WORTHWUILE WORK, WHLRE THE COURGELGR TFIES TO BE HONEST AND FATR WITK YOV
YU CAN LEARN SORETHING. - :
[_] Thin fs Eever she way it is.
D TE{2 11 cever the vay it {». . -
. D Tris 1s veuslly not the way it g,
[ ™is te weuaily pet tre vy 3t 45,
. D Sometizes trhly o w2,
[3 sometines tain tn ws.
-~ D This 1s pretty mach the vay 1t fn.
D This 8 pretty much the way it fn.
E} This .e alvays the way it in.
D Tuin 1n alvags tie vay 1t L.

Coyyrlght () %7 Yy Edursei:-al Tectlog lervi-e

Counselor and Work Supervisor Rating Scales

Two scales of 11 items each serve as the criterion measures for the study--
one is the Counselor Rating Scale and the other the Work Supervisor Scale. Since
these are the two adults who undoubtedly have the greatest amount of personal
contact with the enrollee during his tenure in N.Y.C., as well as the most rele-
vant quality of contrast (i.e., in the counseling and job situations), they would
appear to constitute the most reasonable evaluators of an enrollee's status and
progress at any poirt in the program. All of the items in the scales are shown
in Appendix C. The material for the items was collected from interviews with
counselors amd work supervisors at six N,Y.C, projects and the items constructed
from the interviews deal with favorable and unfavorable enrollee characteristics
as seen by these two groups. Counselors and work supervisors were asked to make
these evaluations independently of one another, and neither group rad any knowledge
of enrollee performance on the battery of measures.

Scoring of each scale is based upon the sum of the 1 to S item weights, along
the unfavorable-to-favorable continuum, over all 11 items, with a weight of "1"

always assigned to the unfavorable end of the continuum and a "5" to the favorable
end.

O
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III. METHOD

A. Sample
A total of 256 Neighborhood Youth Corps enrollees in the Out-of-School

program constituted the sample of respondents for the study. Of these 123
were males and 133 were females. Adwministration of the measures was carried
out separately for male and female groups. Projects were requested to pro-
vide enrollees who had been in the program for about one month and no more
than three months. Thus, the enrollees represented a sample in the earlier
vhases of their N.Y.C. participation. This not oniy served as somewhat of
a control on uniformity of the group's characteristics, but was intended
primarily to provide a minimum level of counselor and work supervisor
acquaintance with the enrollee for rating purposes, as well as envollee
acquaintance with the program for his ratiné of N.Y.C.

Eleven N.Y.C. projects cooperated in the study, nine of which are
located in New York, New Jersey, or Pennsylvania and can be considered as
drawing their enrollees from exclusively urban areas. The other two proj-
ects are located in southern rural areas--one 1n Maryland and the other in
Alabama.

Approximately 85% of the male sample were Negro and 15% were white or
of Puerto Rican ethnic background. Of the female group, ayproximately 90%
were‘Negro and 10% white or Puerto Rican. All Spanlsh-speaking enrollees -
in the sample were sufficiently bilingual to comprehend the material with
a minimum of additional assistance.

The sample cannot be construed in any way as representative of the

national composition of the N.Y.C. Out-of-8chool program--not only because
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of geographic restrictioi but, more obviously, since it lacks representation
of other ethnic groups tha’ make up the 2nrollee population (e.g., American
Indians, Mexican-Americans).* llowever, the samplc is considered adequate
for +the purpcses of this initial phase of development for the evaluation
measures. Criterion ratings were cbtainzd from “the H.Y.C. counselors for
120 of the 125 male enmroliees and 129 of the 133 female enrollees. Vork
Supervisor rabtings were made available for 114 of the males and 121 of the

females.

B. Admipistration

Ar infeormal tryout of the items for each measure was first conducted
with a small group of three male and four female enrollees at one N.Y.C.
rroject. This was held on a group-discussion basis and was intended to
cheek estimated time reqairements for administration, clarity of instiuc-

~

tions and arcas o7 awbiguous item conteont.  Modifications in irstractions

ard items, vesulting from this pretest tryout, were incorporated in the tes®
becoklets. |

The enrollce reasures were adninistered at ¢ach N.Y.C. rroject to
groups rargi=g ir size from four to 195 enrolless, with male and female

[t

groups tested separately. These are 'intimsd mcasures, so that administra-

tion is relatively urhuerried. However, soumewhat of a built-in pace is

*Pacial or ethnic characteristics are not utilize: in the da*a analys:s
of this study; nor are they considered pertinent to the study purposes. 1%
is also the preference of the project persommel that racial ov ethnie i-for-
ration not b= used in identification of irndividual enrcollees. This, *“h-
proportions provided here are bascd wpon exariner observations ard orly
intended to add to gencral Infermaticn on sarple composition. Farthcinove,
individual enrollees are not identifiable by ethr.ic or racial chavacteris-
tics in the data records.

O
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imposed by virtue of the examiner having to read every test item aloud to
the group. The first seven measures were administered over a period aver-
aging about €5 minutes, followed by a break of some 19 to 25 minutes and a
second session of approximately one hour for presentation of the remaining
six measures. The order of administration for the 13 measures is the same
order in which they have been described in Section IT of this report. -
Directions used by the examiner‘are shovn in Appendix B. As is indi-
cated in these directions the enrollee was made aware of the fact that the
tests had no effect upon his status in the W.V.C. program nor was he com-

pelled to respond to any material considered. by him, to be inappropriate.

Special Problems

Certain aspects of test administration, with a group of adolescent
school-dropouts who are minority group members from a poverty background,
merit discussion and clarification. This is because problems can arise,
that are not within the domain of those custorarily encountered in the psy-
cholegical group-testing situation, which avply rrimarily to the male en-
rollee groups. The female enrollecs are fairly cooperative and amenable to
standardized group testing procedures. With this partic:lar peopulation of
males, who have experienced academic or disciplinary difficulties through-
out mach of their scheol careers, any group testing situation (no matter
how contrived) becomes analogous to a classroom sitvation with the examiner
in an authority position (no ratter how he plays the role).

In the %testing situations four this study, the primary rotivation for
enrollee participation was base.l upon thei~ receiving the regular hourly

wage over the scveral hours spert as test respondents, instead of working
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at their customary job sites. 1In effect, there was no more compulsion for
an individual to take part in a test session than there is for him to remain
crivol ed in the H.Y.C. program. thus, a muber of enrcllees scheduled for
the tect sessions did not appear; others (about six individuals) simply 1l=ft
during the session. BSome degree of coaxing was required to prevent any
large nwiber from leaving, pariicularly after the mid-break period.

Fxaminer-enrollee interaction during a session, with its oral presenta-
tion of the tests, presents a considerably different atmosphere than encoun-
tered in testing middle-class young adults and few prior skills in test
adiministration are ayilicable. There is almost constant interplay that
involves '"testing" of the examiner by a variety of frustrating behaviors
calculated to bring abeout open hostility. Any show of anger in such a sit-
uation could lead to a breakiown of the test session (e.g., any aktempt to
revrimand an individual or telling someone fo leave could lead to the entirc
group reacting uafavorably). The sessions are often marrked by a mutually
understood "put on' which is somewhat peripheval %o the test process per se,
but in which both the examin:er ard the enrollees rvemain aware of the "rules
ot the gave."

The examiner's race nay play a role in affecting the administration
and subsequent results. llowever, it is suggested that this is less criti-
cal than tle individual exariner's owm molde of inbteracting with the group
rerbers.  (The point is certainly open %o further reseacch consideration
for this yarti:ular grour.) ievertheless, there remains a Question of
cxanirer contribvution to such a tosting situation wherein the coasdnor's

f

ability to focus the respondents' attention on the test items--and goneorazlly
to maintain the motivation nesied for consistent responsc--cannot alw

assw.ed.
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An additional speclal problem worth recognizing is that the adeguacy of
a test may be dependent upon the capability of items to communicate meaning-
fully with some intended group; buc communication is a two-way street.
Although the items of the present evalvation test battery may be understand-
able to an N.Y.C. enrollee, they may not always be responded to in‘a way
that reflects such comprehension (i.e., there may be a lack of willingness
by the enrollee to provide consistenﬁ or meaningful responses). Whether or
not this 1s so can only be answered, to at ieasﬁ some éxtent, in the pattern

of results to be ccnsidéred in the next section (Section IV) of this study.

C. Data Analyses

The approach to data analysis is, of course, tailored to the major pur-
poses of this study. In essencs, resulits derived from data oblalned with
the battery of preliminary evaluation measures are to be used to select the
most acce@table test material, to suggest modifications to the existing
measures and to recommend further develcpment requirements.

The first phase of fhe analysis is devoted to determining item charac-
teristics for each measure. This includes item means and variances, item
intercorrelations (where such intercorrelations are uéeful) and the correla-
tion of items with total~test scores.

Decisions for retaining or dropping the cbviously unusable items (and/or
complete messures) can be made at this level and the modified test material
incorporated in the subsequent analyses. At the same time, it is possible
to determine whether the rural enrollee sample (constituting 23% of the

total) was sufficiently similar to the urban sample in its responses to
g
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allow the data from the two groups to be combined without serious attenua-
tion of test validity or reliability.*

The second phase of analysis includes (a) determinatiorn of the wvalidity
of each measure agains@ the covnselor and work supervisor criterion rating
scores as well as an analysis of these criterion ratings themselves,

(b) estimation of reliability in the form of internal consistency--for each
enrollee measure, and {c) interrelationships between the measures of the
battery as well as an analysis of the underlying dimensions, or factors,
that make up the enrollee measures.

Various specific analyses of the individual measures are also of inter-
est and can allow for confirmation of prior research results (e g., in the
area of vocational choice) or provide additional findings and worthwhile
research hypotheses relevant to a disadvantaged adolescent group.

Missing data occurred throughout the sample. In some few cases this
occurred for complete booklets but, primarily, these fallures to respond

were for individual items, so that missing-data analyses had to be applied.
IV. RESULTS AND DISCUSSION

This section presents study results, first in terms of the overall
findings with respect to the item data, the comparison of the rural anrd
urban subsamples, validity and reliability of the enrollee measures and the

characteristics of the criterion rating scales. The two final segmerts of

_)‘...

A desire to improve the representativeness of the enrollee sample
promgied inclusion of the rural group as well as some assumpbions by N.Y.C.
headquarters personnel about differences in test response for rural and
urban groups. Taus, 1t 1s necessary to consider the pattern of responses
for each group separately and the differences between them.

.52
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the section are devoted to The meaning of the pattern of intercorrelations
between the various measures of the battery and more detaiied examination

of the meaning of the results for each of the specific enrollee measures.

A. tem Analyses

Ttem means and variances were computed for each of the 13 enrollee
measures, along with the item-total test intercorrelations for the rural
and urban samples (within the male and female subgroups separately). This
four-way breakdown of the item data is presented for all items in Appendix
A. The intention is to consider the overall pattern of item suitability
for urban and rural groups and to eliminate items which show characteristics
in both groups of: (a) little or no variance, {(b) overly high item means
(or too easy in terms of difficulty level, for tho%e items scored on a
"right-wrong" basis) and (c¢) lack of positive itam-total test intercorrela-
tions indicating their failure to contribuse to reliability of the overall
measure.¥*

In general, Tthe approach to item or test eliminabtion was highly con-
servative because of the preliminary nature of the measurses at this phase
of study. So that only items which were particularly discrepant in terms
of acceptable characteristics, for both the rural and urban samples, were
eliminated from subseguent analysis. Items chosen for elimination are shown
by asterisks in Appendix A. Measvres in which one or more items were elimi-

nated, and the justificatlion, are as follows:

*
The item-total correlations of Appeundix A were not corrected for spuri-
ous overlap and should only be used as a general guide in item selection
declsions, as they were in the present instance.

33
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50b_¥ncwledpe: Four items in the male version were eliminated; three
because of difficulty levels (p values) of 1.00 in either rural or urban
samples (i.e.. everyone answered the item correctly), and one becauss of
negligitle item-total test correlations. Of the four items., three cover
questions about tools used for the jobs pictured and even the one item re-
paining in the "tool" ca%egory is ab a p value of greater than .09 for ths
1aaral and wrban samples. Obviously the entire ca‘egory should ve considered
for elinination in futur:s development of the measure. Five items were elimi-
neted from the female version of the Job Knowledge test; four beceause of
wifficulty valugs of 1.00 and another owing to a negligible item-to%al cor-
relation. These five items are not found %o be primarily in any one job
knowledge category.

Self-Esteer: Eliminatlon of one ifem each, in the male and female wver-
sions, was rade on the basis of a lack of item-total test correlation; with
ro particular aspect of the item content to explain the inadejquacy of +lhicse
two itens.

Deferred Gratification: ftor the female vorsion only, there vwas a

single iten eliminated bacause of cssentiaily zero itcm-*o%al “ost comr:ila-
tions in the rural and urban sangples,

Job Seeking and Holding Skills: A decision to drop a single i'tenm, and

cnly in the female version, was based upon i%s p value of approximate.

1.C0 in both rural and urban samples. ke itim is ore from the first L]

iters of the booklet which is the Job Sesking Skills pordicn of ths

a1l ir a quostion about Inforralion reguive i for an emple;

Tk,
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Practical Reasoning-File Cards: This is the one measure for which all

items as a group could be considered unuvsable. The result occurred only
Tor the female sample (urban and rural) and it is apparent that the measure
represents a task far too easy for female enrollzes. The expected variance
restrictions (for items at an extremely easy level of performance) are also
apparent from the item data presented. Thus., this measure was dropped in
the subsequent analys:s of results for the female sample.

Overall, relatively few items were eliminated and the measures would
appear, on the basis of their patterns of item characteristics, to be

applicable to a rural as well as an urban sample of I.Y.C. enrollees.

B. Urban-Rural Comparison

Prior to the major phase of the analysis, it was considered worthwhile
to compare results for the rural and urban sauples, based upon total mean
scores for each of the enrollee measures. First, because as resegrch find-
ings, such differenccs are of intzrest in theilr own right. But, the com-
parison was also made because of its value for future devalopment and
utilization of the measures, as well as to determine whether or not the
differences are minimal enough to justify combining the %we subgroups into
a single sarmple for data anilysis parposes in the present study. Wherve
significant differences do o cur for particular measures, it is necessary
to consider possible attenuation of correlation: when combining the samples
and the advisadbility of dividing rural and urban samples in future work
with ‘he rmeasures. (Hopefully, though, theve woudd be atiermyts to cross-
validate any such differerces with a larger rural sanyple than was available

here. )

A
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Table 1 presents the means aﬁd standard deviations obtained on 1%
coores from the 13 enrolice test booklets. (llote that the two additional
scores result from presenting seperate values for the Job Seceking and Job
Lolding portions of the "Job Seeking and Holling Skills" booklet and a
Difference Score based upon Vocational Aspirations and Vocational Plans. )
Of the 50 tests of mean differenczs (19 each for the 1mle and female
groups ) there were only two that reachsd a degree of significance at the
0L confidence level for the male group and three for the fermale group
(based upon two-tailed tests). The .09 level differences are shown in
Takle 1 bubt considered at too low a confidence level to be worth sfressing
with the present sanmples. Thus, urban males can be seen to score signi-
ficantly higher on the lMap Reading subtest and rural males on the overall
nean for Interest in Vocational Tasks items. (This latter diffevence
indicates only a tendency of rural rales to select any occupational tasks
as nore acceptable regardless of the particualar occupational clusters in
which they belong.) Rural temal:ss achievsd significantly higher rean Self-
Lsteen scores and gave higher ratings to their 1I.Y.C. projects on the
Fnrollee Rating Scale. In summary, the pattern of item chavacteristics
along with the relatively small renber of significant wean differences
that occur when urban and 1ural groups are corpared (as well as the pro-
vortionally srall rural sample si.e) lead “o reasonable justification fov
corbining the two sarples. The rerainder of the date analyses are there-
fore based uron corbined rural and urbvan sanples with separale ansivs.:

only for rale and fermale subgrours.
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Table 1

Fnrollee Measur<s: Means and Standard

Deviations for Rural and Urhan Samplec

Hale
Rural Urban
Measure (1=2G7) (WELY
. . Mean 9.76 9.95
Job Sesking Skills 3D 3. 50 5,29
e . Mean  29.5% 27.86%
> 1
Job Helding Skills SD 5,20 3. 33
. Mean  59.83 95.95
Enrellee Rating Scale sD 11.75 12,85
. . Mean  41.41 42,41
Attitude toward Authority sD 9. 02 8.3
Mean  37.07 57.76
Self-Esteem SD 5,14 5,51
¥ 55 5170
Deferred Gratification 1§gn )?.gé 1%_;3
Motivation for Vocational Mean  40.00 52.18
Achievement (I and IT) SD 5.02 RN
- Mean  22.°Q 22.86
Job Knowledge sn j.gé L3k
. Mean  79.17 T2.350"*
Vocational Interest an 11.67 1139
. aas lean 4, 34 YL
lap Reading SD 1.80 2.ho
Practical . . Mean 5452 6.48
Reasoning § 21P Coding sD 2.69 2,63
File Card Mean 6.48 T.36
Sorting SD 2.56 2.29
Vocational Plans Jean 5.02 6.4
(Discreypancy) SD 1.3 2.5
Vocational Aspirstions llean 6.10 6.96
{Discrepancy) SD 2.94 2.68
VA-VP Lean 7.10 ¢ 05
(Difference) SD DT 6,40

*Difference between means significent at .05 level.
**Difference between means significan®t at .Cl level.
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Yemale
Rursal Urban
(V=30) (N5103)
10,C0 11.71%
3.70 2.9
31.03 30.38
1.54 2.3%
67.83 f2.4 3%4
6.50 9.16
Lz.85 41,31
- 8.96 8.19
29:73 37.99%4
1.87 2.95
53.63 55052
6.16 5.97
40.83 L0. 60
4,13 4, (8
21.17 22,23
L.25 3027
64.53 62059
8.55 11.78
L.73 L.od
1.87 2,17
741 {1t
2.43 o010
8,50 2.95
2.08 1.65
7.23 LBl
2.36 1.47%
7.80 T
2.76 2.1
7.00 9,51
PN . aC



C. Relisbility and Valiaity of the Frrollee Measures

The internal consistency coefficients, wnich serve as cstimates of
1eliability for the measires, are presented in Table U for the male and
female sanples. Several approaches to computing internal consistency are
utilized. As indica%ed in tke table, they are based upon eilther the
Spearmen-Brown formula spplicd to a split-hzlf correlation; Kuder-

Richardson (1) estinates for items ccored on a right-wrong basis or,

where there were very few itene 1n a measure, the average iiem-i:itercorrela-

tion was stepped-up (by the Svearman-Brown formula) to the number of items
in that measure.

Reliability estimates ave, for the nost part, reasonably acceptable~-
in some instances svbstantial--despite the velatively snall number of items
comprising the various measures. The obvicus exception is the overall
Deferved Gratification score with reliability estimates of .37 for males
and .29 for females. lHowever, 1t should te reczlled that the measure was

constructad on bhe basis of four stbscales of four items each. When the

reliazbilities of thest subsczles are computed {average item intercorrelation

of the subscale stepped-up four times) it becormes clear from Table 2 that
the attenuating effect or the Hotal DG wrasure probably results fvon the
subscale designated as "Delay of Reinforcement" which has, esgentially,
zero reliability. The interitfem correlations for the subscales will be
exemined in detail in the later discussion of resultc for the DG neasure.
Of note is that the reliability cstimates for Vocational Tlans and
Vocational Aspivations are a msasure of the intercorrelations between

rairs 2f items at each of eight status levels. 52 that, in effect. those

(|
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Retigbility Estimafies for nrollee Measwures

leasure

Job Knowledge (JK)b
Vocational Plans (vP)®
Vocational Aspirations (VA)2
Vorational Interest (VI)

(1) clevical®

(2) Service®

(3) Technical®

(%) Oatdoor”

(5) Science”

(6) Bisinese.

(7) Acstncuic'
Abtitods toward suthority (A )’
Self -Esteem (SE)?
Deferred Gratification (Ui)?

(1) Freedem of Spending’

(?) Has*y Aggr:ssion®

(3) Affiliation®

(+) Delay of ReinforcementS
Job Sceking Skil]sb
Job Helding Skills®

Motivation for Vocational Achievenment (M‘/AI)a

Practical Reasoning
(1) Map Reading {FRM
(2) Zip Coding (FRZ )b
(3) File Card Sorting (1r+)°

Enrcllee Rating Scale®

)b

)

- ’).‘ -

Table 2

(rvarT)®

Males

(1=125)

(

r

P
.81
.78

)

.96

aSpliﬁ Half; stepped wp by Sycarran-Brown formula.
Kuder-Richardsor {21) estimabes.

d

oY

)

Average Interitem T stepped up by Spearman-Brown formmla.
Dropped from use withk female sample.

Females
(N21%5)
72
<37
.67



are the closest of all the coefficients to an alternate (or parallel) form
type of relishility estimate. They also represent a measure of the degree
to which consistency of stabus undcrlies the vocational cholces. This
degree of congistency of c¢holce can be seen in Table 2 to be rather similar
for the plans and aspirations measures. The exceptionally high level of
reliabili%y for the Enrollee Rating Scaule (r = .96 for males and .90 for
females) is als~ worth r>ting and is indicative, not only of extreme con-
sistency in judgment, but of considerable generalization or "halo" effect
over the items that make up the scale. That is, if the enrollee's attitude
towaid the N.Y.C. project is favorabile, it tends to be a highly generall:zed
attitude over all phases of the program.

The corelations that represent validity coefficients are presented in
Table 3 for the male and female enrollee samples. These relationships
between the enrollee measures aud *he counselor and work supervisor c.itcr-
ion ratings can be considered as no more than low-to-moderate in s.ve.

But is is also the pattern of Lhese correlations which is of inter=ast for
defining the measures of *ne battery that might be more rrodietive of
lorger-term enrollee vocaticnal or social adjustment.  They also provide
clues as to the bases on which counselors and work supcrvisors evaluated
tre enrollees.

The pattern of validitics is found to be fairly similar for counselors
and work supervisors, although ccrtain differences between fhom are worth
ncting--particularly in their evelvation of male and temale enrollecs. For
both criterion raters, a clearly significant set of relationships exists

between thelr ratings of male e¢nrolleces and perforrance on the threc Practical
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Validity Coefficients:

Supervisor Critericr Rgtings with Enrollee Measures

Enrollee Measure

Job knowledge
Att, toward Auth.
Self-Fsteenm
Def. Gratification
Job Seeking Skills
Jot Holding Skills
Mot. for Voc. Ach. 1
Mot. for Voc. Ach. II
Map Reading
Zip Coding
lI'ile Card Sorting
Fnrollee Rating Scale
VA (Discrepancy)
VP (Discrepancy)
VA-VP (Discrepancy)
Vocational Interest

Clerical

Service

Tectnical

Outdoor

Science

Businesse

Aesthetic

-/

G-

Table 3

Male Female
Counselor  VWork Sup- Counselor  Work Sup.
(N=112) (n2102) (n=129) {n=128)
o2 Leohx L19* .03
12 Loox .06 .06
.0k .01 $15 21
L2THK 17 18 -.03
PrLLd L 26 CLeet
AT iy 268 17
N 21% L21% 15
L2 .03 10 .13
2l x LB .06 Ot
It Xy DT .08
L)j)’" jl{ﬂ - -
22k 21 L 20X <15
-.0YH -.03 -.03 -v15
- O =00 -.11 =15
-7 -.18 .00 -.07
i V16 .10 05
<O -0l UL -.0l
-.11 -, 02 .00 -, 01
L Ol .01 .08 .01
.00 o0 15 .00
NeH L1 - 0% oS
.ok -.12 Neli -.19

*¥r sigrificantly
*¥ significantly

greater than zero
greater thaa zero

at .05 lavel.
at .0l lcvel.
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Reasoning Subtests; with larger correlations for the work supervisor ratings.
Apparently, the male enrollees who have the ability to follow directions in
carrying out fasks %hat also have some reading-skille componert {as is char-
acteristic of the Praciical Reasoning measures) are scen as superior.  For
females, however, the abilities reflected in this type of measwre arve not
significantly indicative of performarce ratinga by work supervisora. Only
the directlon-Tollowing and numerical sort of task thabt makes up the IR Vip
Codr subtest bears a low positive relation to counsclor ratings of tre
females (v = .29).

Cunsconant with these findings are the cignificant correlstlions betveon
rater cvaluations and the Job Sceking 8kills subtest (especially for rmales)
wvith an r of .20 for counselor ratings and .29 tor work supervisor ratings.

Theege 17 itens, 1% should be recalled, consist primarily of enmployment want-

o

75 and mecbions of an ayplicaticn blank. They arc also the most heavily
welghted of all the enrollee measures in a reading roguirement and consti-
“ute virdwally the only matoria® in the battery which the enrollee rust

read entively on khis own. thus, an inlividual who is superior in the shkills
required for this sof of dtenms tenis, umformly, to be juwlgel as a beltor
enrollee by counsilors and work supeorvisors.  he one other measure that

o comporent of intellectual capability

requires what might be considercd s
{although not syccifically verbal to any great cxtont) is the Job Knowledge
mzasuce. This also appears as positively related to counselor and work
supervisor ratirgs for males but with lesser validity for the females,

Of the attitudinal types of measwures. the best validity is generally

found with the counselor ratirg criterion. Auwcng males, the :ignificart
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correlations, in order of magnifude, are found for Deferred Gratification
(r = .27), Motivation for Vocatioral Achicvement: X (r = .206), Job Holding
Skills {r = .22), and the Fnrollee Raking Seale (r = .22). 'ihe pattern of
significant relaticnships closely parvallels these found for counselor rat-
ings of %the femalc enrollees. Work supervisor ratings of males present a
rattern of validities resasomably similar to that of councclors (i.e.,
significant, but low, correlations with JH, MVA:I and ERS--although not
quite significantly velaled vo DG). One difference worth noting 3s that
Attitude toward Authority reaches a significant level with the work super-
visor criterion ratings of males (r = .22). It would seem logical that
work supervisors place greater stress on this type of conformity among the
male enrollces.

From Table 2 it can bhe <een tha* with ono cxception, thr four-item
job clusters of the Vorational Intsres® Meogsure achieve no particular
validity for either males or females. The exception is that females vho
tend to score high on the Service cluster also tend to be rated nigher oy
nounselors (r = .29).

The next scetion provides a more vomprehinsive view of the pattern
of validity ant its meaning for the d-veloyment and use of the eprollee

neasures.

D. Intercorrelatiuns and the Factor Pabtern

The matrices of intercorrelations for all of the evaluation measure:

in the enrollee battevy are showi in Tables 4 and 5, The 22 x 22 ratrix

O
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for the male and the 21 x 21 matrix* for the female enrollees were each

; . factor analyzed in order o determine the underlying factors thalt make up
the test scores. From the pattern of interrelationships and the cluster-,
ing of the variocus measvres, a mors precise statistical summary of the
dimensions tapped by each measure can be identified, as well as pertinent
.clues to the most effective mzasures utilized in this preliminary develop-
ment phase.

For both factor analyses, seven factors were extracted by a principal
; components solution and the factors were then rotated using a varimax
rotational method (Kaiser, 1958).%% The two criterion rating scales were
added to the rotated matrix by factor extension inborder to provide an -
overview of the validity contribution of each dimension.

In the male enrollee sample, which will be considered first, four of
the factors had a sufficient number of measures with loadings at a reason-

i able enough level to allow for interpretation. Three of the four are

rather cleariy designed as Intellectual Skills (Factor I), General Voca-

tional Interest (Factor II)} and Positive Attitudes (Factor III). The

fourth factor, which is defined by relatively few of the measures in the

battery, is probably best conceived of as one indicating a Negative Self

Imege (Factor IV).

*
The Practical Reasoning File Card subtest was eliminated for femalszs
as indicated in Section IV A.. )

Hk
The seven factors accounted for 69% of the total variance in the

matrix for the male sample and 66% of the total for the female sample.
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ihe vabtborn of loalings tor Factor I, as shown below, 1s readily defin-
able r'rom the ajpearance of its highest loadings on the three Practical
Reasoning measurcs as we¢ll as on the Job ¥nowledge and Job Seeking Skills
Measwres. (Loadings of about .25 or greater were considered [for interpre-
tation throuzhout. )
Factor I
Intellectual Skills
Measure Factor Ioading

Practical Reasoning

File Cards .83

IYap Reading B2

Z1p Code .80
Job Sceking Skills )
Job Knowlcdge NEe
Motivation for Vocational Achicvement (1) <A
VIi: Outdoor Cluster -39
Job Holding Skills .29
Deferred Gratification NS
Attitudes toward Authority .9
Work 3upervisor Rating 4
Counselor Ratings .28

A nurber of the attitudinal measures also makxe « cont. ivution (athough
a velatively minor one) to tlis factor. Their loalings ouviously confirm
what appcais in the intercoriclation matrix, wheve *hose altitudinal
O
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messures are seen oo have low to wmoderate correlations with the intellcceti:.
skills type of measures.

The one loadirg thav appears for lbe Vocaticnal Interest job cluster:
is on the "Outdocr” category. Its negative lcading seems logical as an
indication that male enrollees who score higl on the Intellectual Skills

actor tend to score low on (i.e., reject) the sort of job tasks that mok
ur the Outdoor cluster--the tasks pletured ocing unguestionably lower level,
or menial.

Prcbably of major interest in this vattern of lcadings is that the
criterion rating scales for counselors and work supcrvisors also achieve
loadings cf interpretable magnitude on the racters.  As will be apparen®
fyrcm the remairder of the analysis, this is the cnly factor for males to
which thece criteria make & significent contribution. It is clear that
these raters tend to ve more favorable in their evaluation of male enrollees
who score higher on the sort of measures that defin: the Intellectual Skills
fector and, in addition, that it is the wurk superviscr who seems to place
greater emphasis on this area of capability.

For Fretov IT (General Vocational Interest) the pattern c. loadings is

an obvious reflecticn of the intercoirelations between the job rlusters of
the "Interest in Vocational Tasks” measurs. Favorable choices or acceptance
of tasks u job clusters tend to generalite over virtually all of the VI
clusters. As right be expected, the Qutdoor clus.=r constitutes the excep-

tion and is not found to be loaded on this factor.

68
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Factor II

Gensral Vocational Interest

Yeasure Factor Loading
VI Buginess .78
Science <76
Aesthetic )
Service 3
Clerical .70
Technical 69
VA-VP (Difference) .31
Fnrollee Rating Scale -2k

An wnusual addition to the loadings is the VA-VP Difference score
wtich indicates that the enrollee with gererally positive occupational task
iaterests is one who has a larger difference between his vocational aspiia-
tions and plans. (For these data, as will be shown in later discussion, it
also means, specifically, that the tendency is for such a difference to be
in the direction of higher aspirations.) Individuals wko score highev on
the Enrollee Rating Scale also tend to be those who have a pattern of
broader vocational interests.

Factor IIT has its lead loadings on the unmistakebly attitudinal rea-

sures of the btattery and represents a dimension or Positive Attitudes.
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Factor ITT(

fositive Athitudes

Measure Factor Loading
Job Holding Skills .70
Self-Esteen .70
Enrollee RLatirng Scale .66
Attitude toward Authority 52
Motivatior. for Vocational Achievement (1) b7
Job Knowledge <39
Job Seeking Skills .28
V2-VP (Difference) .28

Two of the measures that are concerned primirily with intellectismx
shills {Jcb Secking Bkil.s 2né Job Knowlcdge) have a minor role in the
factov--sgain, indicating the modest overiap between sbtiviudes and intel-
lectual skills for this groun. The VA-YP Diffurance score also makes a
minor rentribubion to *he fachor. indicating that a high score on tae
attitudinal dimension 1s accomparied by a tendency to show a Targer dir-
ference betwe=2n vocatiornal aspiratious and plans. I% should alsc be
noted that therc are no lcadings of reesunable nagrnitude found oa this
factor for counsclor and work sipervisor ratings. Those individual
attitudinal measires that do corrslate significantly with the criterion
vatings apparently do so lagelv because of the intellectual comnonent
that they also possess.

The fourth factor foind for male enrollees is d- fined by only five ~f

the moaswres bub scems ressonably interpretable.

RIC
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Factor 1V

Negative Self Image

Measure Factor Losding
VI: Outdoor Cluster I3
VA-VP (Diffevrencz) -.53
Vi: Technical Cluster 33
Agtitude toward Authority | .20
Self-Esteem -.28

The description is essentially one of an irdividual who is strongly
favorable in his choice of the low-levcl, menial type »f tasks that define
the Outdoor Cluster of the VI measure and who shows 1ittle difference te-
tween his vocational aspirations and plans. He alsn tends, to a minor
degree, to favor the tasks ot the Technical job cliustzr; to have a higher
score on the Atdituae tovard Avlhority r2asuve and a lower Self-Esteem
score. In essence, this seems to define the individusl with a somewhat
diminished self-cuncept or Negotive Self imaga.

Thz factor pattern changes somewhat for the female enrcllee sample,
with five factors having a sufficient number of loadings of vufficient
megnitude to warrant their interpretation.

Tactor I is readily designated as the Intellectus) Skills Factor and

is certainly compareble to the one found for the males.
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Factor T

Intellectual Sxills

Measure Factor Loading
Job Seeking Skills 8o
PR Zip Code + 79
Job Knowledge .76
¥R Map Reading ’ .67
Motivatizn for Vocational Achievement (I) .33
Job Holding Skillcs .29
VI Service .27
VI Outdoor -.26

Here again, there is the minor contribution of measures that are
primarily ettitudinal in content and also the negative loading for the
low-1level tasks of tiez VI Outdoor cluster on this dimension that reflects
a form of intellectual skill. A unique addition to the factor for females
is the VI Servicz cluster. Counselor and work supervisor ratings make no
contribution to this factor worth considering.

Factor IT corresponds very closely to the General Vocational Interest

cimersion found for the male samvle and is designated in the same way.

O
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Factor II

General Vocational Interest

Measure .. Factor Loading
VI Technical ) B .83
Aesthetic : .76
Service .11
Outdoor .59
Business .01
Scien:e .10

This generally favorable attitude toward job tasks extends over &ll of
the cccupational clusters, except for clerical, which seems to occupy a
unique role for fe&ales- The girl who scores high on the clerical cluster
does not tend to favor all of the job tasks indiscriminately. In fact,
the relatively high positiva loadlng on the Cutdoor {menial tasks) cluster
would appear to characterize this factor as one of low-levei, indiscriminate
task interest. Support for tkis contention is found to some extent in the
presence of a third factor which displays its positive loadings on the VI

clusters of Clerical, Business and Science and is negatively loaded on the

Outdocr cluster. The facuor is designated as High Tevel Occupational Inter-

est and Motivaticn (Factor III).

O
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Factor IIL

High Level Occupational Interest and Motivation

Measure Factor Loading
VI Cleri:al .50
Vocational Plans (Discrepancy) .65
VI Business .60
Sciencc )
Outdoor -3
Motivation for Vocaticnal Achievement (I) 30

Tne female enrollee defined here is one vwlic scores high in interest
on the vocaticnal tasks in clerical, business and science areas, is unfa-
vorable toward the outdoor tasks arnd scores high on Motivation for
Vocational Achievement. However, the high positive louding on the Voca-
tional Plans discrepancy scor: indicates 2 somewhat puzzling tendency
towerd inconsistency in status choice.

A factor of particular importance for the female sample is one that

is easily interpretable as Pcsiiive Attitudes (Factor IV). The added

importance stems from its being the only factor that vegins to show a

loading of any reasonable level on a criterion rating scale.

O
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Factor IV

Positive Attitudes

Measure Factor roading
Enrnllee Rating Scale <73
Self-Esteem Ji2
Job Holding Skills N
Motivation for Vocationa) Achievement (I) D
VA-VP (Difference) -.27
Motivation for Vocetional Achievement (II) .26
Work Supervisor Rating 27

This highly positive attitude toward the N.Y.C. program {Enrollee
Rating Scale) and toward oneself (Sclf-Esteem), along with favorable
attitude toward the job situation (Job Holding Skills) and toward employ-
ment in general {Moti-ation for Vocationa. Achievement), seems to define
the female enrollee who is more likely to be seen favorably by the work
supervisor. This is in notable contract to the factor pattern for males,
for whom favorable evaluations tend tc be related to measurcs that define
the Intellectual Skills factor with no such validity appearing for the
attitudinal factor. (The female sample also seems tc produce a "clecner"
distinction between the attitudinal and intellectual components--so that
attitudes do not appear as highly interrelated with intellectual skill as
for males.)

The firth and final factor interpreted here is best considered as one

that defines Social Conformity (Factor V).
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Factor Vv

52cial Conformity

Measure Factor Loading
Attitude towara Authority .78
Déferred Gratificetion 75
Job Helding Skill 48
Motivation for Veocahtional Achievement (T) s

Although significantly loaded on only four measures, its interpreta-
tion seems clzar. More favorable attitudes tcward authority and toward
the social values that define gratification deferment, constitute the
primary bases for defining *he factor. Logically svpplementing these are
the positive *endencies toward sociszl conformity that would seem to mark
higher scores on She Job Holdirg Skiils and Motivakion for Vocational

Achiievement mersures.

E. The Criterion Scales

-

Since these two ratirvg measures serve as the only independen* stand-
ards {i.e., critzria; of «r-ollse capabili*y, it is desivable %o consider
their scale characteristics in some detail as well as ceriain aspects of
their value as criterion measur:ss.

The 11 it:ms that make uvp each rcale (Apperdix €) can be seen to con-
sist of 1lu fairly specific forms of enrollee behavior and one final item
representing a summary evadliuabion of envollee capability. The means,
standard deviafions and item-toftal score correlations are presented in
Tables 6 and 7.

O
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Table 6

Counselor Rating Scale: Item Characteristics

Male Female

(=112) N=129)
Item- Item-

Item Mean S.D. Total r Mean S.D. Total r

1) 3,91 .88 .52 3.92 .83 . .78
2) 3.39 1.28 <S4 b ird .99 .70
3) L.14 1.12 .63 %.18 ©.95 .55
4) 3.97 99 .70 3.76 1.15 -TT7
5) 3,19 1.1k .68 32,61 .21 .83
6) 540 1.9 .27 h.oo7 15 .61
7) 3.9 1.0l .62 376 L.21 A5
8) 3.82 1.15 .80 3.64 1.k .81
9) 3.65  1.23 A6 b.37 .98 .51
10) 3.45 137 .70 397  1.13 .66
11) 3.5 1.1h 85 2.9% 1.10 .85
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Table T

Work Supervisor Rating Scale:

Mean
k.22
2.250
h.26
L.21
345
375
3.72
b.o7
3.97

3.94

Male
(¥=102)

S5.D.

———m

.90
1.23

Item~
Total r

e ¥y

78

Item Characteristics

+

+~
.

Female

(v=128)
g.D.

- TT
1.16

79

1.20

JTiem~
Total x

84
57
46
.78
.76
W67
55
.79
U5
.71
.87
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Tten~total score correlations are substantial anl reflect, to some
extent, the extremely high split-half reliability cstinates found. These
estimates (stepped up by the Sycarman-Srown formuls) are .9l for counselor
ratings and .98 for supervisor ratings. E-zn though _uch split-half relia-
bilities tend to overestimate somewhat (Thorndike, 1¢::1). they nevertheless
indicate a gross "halo"” or gensralization effect on tre port of the raters.
Thus, a favorable attitude toward an enrollee tends t . result in a Tavorabls
rating no matter what the sypecific behavior being cvulusted. The cenclusion
is further suppersted by the item-total scale intercorr:liaticns for the sum-
mary item in the scale (item #11). Correlations of .85 for beth male and
female samples on counselor ratings and €06 and .87 for thess samples on
the work supervisor scales indicatc that the one summary item is almost as
effective a measure as the remaining 10 items cowbined. Not only is there
gross gencralization in the evaluations but the fairly extvenme leniency
shown by the means of Tables 6 and 7 also point to a difficulty in obtain-
ing discriminating Judgrments for the vearvious characteristics rated--
especially on the part of work supervisors.

‘e

Counselor mean rating scoves, cverall, are 5.0 for males and 3.¢ fou
fergles on the D-point scaled items. Work gulervisor mean vatirgs ave 3.9
for pales and L.1 for femeles. Thair rating lenieney also tends bto restrict
variability for the scale ilemes COne could asswae that the work suvervisors
sirply see cnroldlees as distinetly superior in all charscteristics covercd
by the Ztems. Bul this secoms gratultous and it is more likely that they are
reluctant to rate enrollecs unfarorably con a formal measure. More careful
techniques of cdministering the scale could prove effective--surh as in-

structions which stress that raters try to assign a wider vange of weights

ERIC
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tor the items; plus specific assurances that the resuvlts would not affe t
an enrollee's status in the program. Unfortunacely, there was total depen-
dence vpon N.Y.C. project counselors leaving the rating scales with the
work supervisors and having them returned when completed, so that only the
printed instructions on each scale were available to the work superviso:
and these are minimal (Apvendix C).

Agreement between counselor and work supervisor ratings of errollees
(interrater reliability) is found to be relatively modest with a correla-
tion between the total scalce scores of .36 for the males and .25 for the
female sample. This rather mediocre consensus regarding an enrollee's
degree of "successful" or "tnsuccessful" functioning represents an argument
not only for improving the rating instruments (and perhaps the judgmental
ability of at least one of the groups of raters) but validation of coua-
selor and work superviscr judgment against longer range (follow-up) per-

formance measures for NW.Y.C. enrollees.

F. Discussion of Specific Enrollee Measures

On the basis of %ttre results already discusscd, and additicnal data
analyses, it is of value to wlace these firdings in generel persypective as
they apply to each of the enrollee measures. For ease of discussion, the
results are considered first for those measures found to del{ine the intel-
lectual skills direasion, followed by those most rcadily classified as
attitudinal.

Job Ynowledge: The measure can be considered one of the most effec-
tive of the battery in terms of its reliability (in the .70's) and its

correlations with the other enrolles measures, as well as with tue critervion

ERIC
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ratings. Its relationships cut across hoth the other intellectual skills
types of neasures and the attitudinal ones. The levels of these correla-
tions are relatively high, particularly with the Job Seeking Skills measure
and the Practical Reasoning measures. For the male enrollee sample it
tends to show more significant correlations with the attitudinal measures
(than it does for the females) and is also more highly correlated with the
criterion ratings given by counselors and work supervisors.

An additional finding that may ve of value regarding enrollee knowl-
edge of job requirements can be seen in the scores achieved on the various
categories that.constituted the scale--i.e., Place (where the job is per-
formed), Naturs of the Work, Working Hours, Education Required and Start-
ing Salary (for full-time employment). The "Tocls” category is not
considered here because of almost no errors having been commicted in the
responses for that category.

The proportion of correct responses in each of the five Job Knowledge

categories is as follows:

Category ¥ales Fepales
Place .90 <95
Nature of Work .89 .88
Hours .76 .78
Education s, .78
Szlary <51 Nde

These rroportions appear to speak for theuselres and generally indi-
cate that the weakest arees of job knowledge cceur ir the categories of

H-urs, Education aid S=lary requirements. However, such a generalizatiocn
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shovld be tempered by noting tha*t, for the fairly common occupations
depicted in the itzms of this mcasure, it is not easy to construct reason-
sble distractors for items thabt ask "Where would you work on this job?"
On the other hand, item diffi-sulty level is much more readily controlled
when the distraztors fepwesect salarcy rangs. In any event, the possibil-
ity of eliminating the "Plzo-" catsgory of items would be open for con-

sideration on the basis of these data.

Practical Reasoning Subtests: The thrce :easures that have been

intended to asssss prashtica’ reasoning provide a somewhat Ai“ferent

picture of results for th:s mal: and female groups. For males the three
measures (Map Riading, Zip Code aud File Card Sorting) form a highly inter-
related zluster and would aprear to measure gkills with considerable over-
lap. Their level of ralisbili®y can ve considercd faivly good and validity
was shown to be at & con:zishently sigeificant level for both counselor and
work supervisor c<riterion ratings--with appreciably better validity for
their r=lationships with work saper 7sisor ratings.

As moasarss tha*% show “r: highest loadings on cre of the major factors
cf *he batsry they serve o urfin: a clear intellectual skills factor,
altroucn they are also found to bs moderately related to certain of the
vocationally-oriented attitudinal reasures (i.e., Job Holding Skills and
one of the Motfwatien for Vocatlonal Achicrerent subtests). There is ren-
scnable evidence for a fzvorable potential role, by these Practical Reason-
ing mfasures, as <valuative instrvaments and as predictors of rale envoliee
rerfornance in a job sefting.

Arong female errollees, tre Practical Feasoning mezsures did notb

mrove as successiul, fivst, Lecause of the conpdete ilnadequacy ¢f the File

ERIC g2
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Card Sorting subtest as & measure (far too easy a +ask) and, in addition,
tecause the two remaining PR subtests (Map Reading, 2ip Coding) show a less
dominant effect in defining an intelilectual skills factor. They are also
not as consistently related to the criterion ratings, as in “‘he wale sample.
and. they are not as highly correlated with one aaother (r = .4%1). Neverthe-
less, the item characteristics of both measures are suitable ani their
pattern of significant intercorrelatiors with the other measﬁres is exten-
sive enough to warrant retaining both of them in the biftery for future use
and analyses with female enrollee samples. The more useful measure of the
two for females would, gencrally seem to be the Zip Code subfect.

Job Secking Skills: This major contridbutor to the intellectual sbil-

ity dimension of the battery appears to achieve its rta™us primarily because
of the requirement for verbal recding skills that it imposes on the respon-
dent. At the same time, hovever, the Job Seeking measvre possesses one of
the most Qonsistent ratterns of positive relationships with the attitudinal
measures. Specifically, this occurs with the Attitude toward Authority
measare for inales with the two attituds measures having the highest voca-
tionally oriented content--l.e., Job Ho ling Skills and Motivation for
Vocational Achievement (r's in the .30's) for Loth males and fersles. The
reliability of the measure appears more than adequate for future use, with
its r,, of .65 for males and .06 for females. Of particular note, however,
is that this Job Seeking Skills subtest conctitutes the test overall single
predictor in the battery of both the counselor and_work supervisor criter-
ion ratings.

Attitude toward Authority: A fevorable ratiern of item characteris-

tics (means, variances, item-total tzst r's) and substantial reliability
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estimates, for both male and female samples, characterize this attitudinal
measure. For the male enrollee sample, it shows a number of significant
rzlationships *to other attitiude dimensions throughout the battery, as well
as the highest single correlation of any attitude measure with the work
supervisor ratings (; = .22). TFor females, although the measure does not
display any particular validity, it does constitute the major influence on

the fairly distinctive dimension of Social Conformity. 1In general, it

possesses sufficient consistency, Joth internally end in the pattern of
interrelationships with the other measures, %o wearrant its retention--
especially for the male enrollee group where it appears to have promise
for predicting later vocational adjusiment.

Self-Esteem: One of the fzatvres of this measwre is the relatively
"pure" attitudinal aspect of its con*ribution to the battery. Among the
males it can be seen to correlate significently with only attitudinal
scales (DG, JH, MVA: I, ERS and the VA-VP Difference score). Since mea-
sures on the a%titude dinm:snsion were showi. to jossess little validity for
rales, this is found tr be especlally trus for the Self-Esteem measure
waich 1s exelvsively a*titudinal in 1ts factor contribution. As might be
expected from the faotor put-ecr. for femmles, and from the modest validity

achieved for the Positivs Abtiitudz dimension (on vwhich Self-Esteem had the

iargest fector lozding), it dees rmiake a stror; contribution to what little
validity the batiery achieves .or the fern~le semple. Within the battery
its infercorrelations are nighest for the rost vocationally oriented in
content of the attitude measures--i.e., Job Holding Skills and Hotivation
for Vocational Achieverment: I. Seclf-FEsteem, for the female sample, alsc
shows relatively rare significant intercorrelations with job clusters of

ERIC
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the "Interest in Vocational Tasks" measure (r of .23 with the Clerical
cluster and .21 with the Busineas cluster). In general, the Self -Esteem
scale possesses a respectable pattern of item characferistics and a suit-
able level of reliability, althoigh it might be expected to have more
potential value with a femsle enrollee sample.

Enrollee Raling Scale: Similar in a nunber of.its rela“ionships to

the Self-Esteem measure, the Enrollec Rating Scale was found to serve
almost exclusively as an attitudinal measure. The major difference is
that it results in a greater number of significant correlations with the
criterion ratings. Among the measures used with male enrollees, ERS was
found to have & considerable nunber of significan® and logical intercor-
relations, but is particularly weak in this respect for the female sample.
Of relsvance in the pattern of intercorrelations for males is tha% the
relationshivs are strongest with the vocational-content tyne of measures--
i.e., Job Knowledge (r = .36}, Job Holding Skills (r = .>k) and Motivation
for Vocational Achievemert: I (r = .42).

To some extcnt. the failure of the Enrollse Rating Scale to correlsate
with numerous other measures used for the female sampls is 1ilkely to have
resulted from the unusually high item mear valu:s (i.e., rater "leniency’)
and conseguent restriction in variance that resuited. Even with this
limitation, the scale has a valusble tunction in the battery and would
prove even more useful for females if the scal: format ard instrictions
are revised to elicit more discriminating (i.e., critical) levels of
response.

Deferred Gratification: Despite the built-irn rultidimensionality of

this meesure (i.e.. four szparate subscalss), the DG total scors seems to
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play a logical and consisient role in its relation to the other measures
of the battery. For both male and female enrollees, it is one of the
attitadinal measures that displaye & minor intellectual-skills component
(as seen in its fsctor loadings) and among females it also provides a

major contribution o the attitudinal dimension of Social Conformity. The

level of validity for DG is found “o be sigaificant only for males and
prirmarily in relation to the counselor critzrion ratings.

Although its reliability estimates were found to be the lowest in the
batiery, this poor reliability for the total DG scores was showm to be
attributable, for the most part, +o a lack of any reasonable level of in-
tzynal cousistency in ong of the subscalzs. This attenuating effect is
the likely result of haviag incorporated the group of items that make up
the subscale defined as "Delay of Teinforcement” (item numbers 4, 11, 14
and 16 in Appendix A for the DG measure). These individual items zlso
sh -+ legs tunan outstanding item-total test correlations in the DG measure.

The ilem intercorrzlations for scores on each of the four subscales
that constitute the DG :i=asure are showm for the male errollee sanvle.

(The pattern for Femelss is esseatially the camc.) The iutent »n is to pro-
vide an illustraticn of the value and coherence of each of the subscales

and tc demonstrate the probable atteruating effect of these items on cor-
reletions computed with the total s-cores. Tatle & presents these itenm
intercorrelatioss for the four subscales which are designated as "Affilia-
tion," "Freedom of Spending," "Masty Aggression"” and "Delay of Reinforczmert.”

Cluster IT designeted as "Freedom of Spending” is tre most coherent of
the four with the highest item intercerrelations. Obvicusly, the "Lelay of

Beinforcement" cluster (IV) does not represent a subecale e% all.

O
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Table 8
Item Intercorrelations for Subscales of the Detferred

Gratification Measure (Male Enrcllee Sample)

N = 123
I. Affiliation IT. Freedom of Spending
Ttem # Item #
1 9 13 15 2 2 7 8
1 .19 .22 .23 2 .35 b .22
9 L7 .2k 5 .53 RIS}
1% .38 7 Ly
IiI. Hasty Azgression IV. Delay of Reinforcement
Tten # Ttem #
3 6 1C 12 b 11 1k 16
z .14 .26 - Y 15 -.03 .21
6 Sl e 11 -0l .16
10 A7 14 .02

The overall performance of the DG measure in the battery of errollee
measures (despite the probable w2aknesses iuaposed by one group of items)
indicates that this attitudinal s--ale ir worth further davelopment effort.
This should be based upon incorporating vthe three best; subscales with sore
Judicious modification, or item reconstruction, in orcer to improve their
coherence where possible.

Job Holding Skills: This second portion of the Job Seeking and Hold-

ing Skills test booklet is most aptly considered an attitudinal tyve of
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measure iavolving knowledge of proper behavior on a job, rather than one
requiring intellectual or factual knowledge. This conclusion is verified
by the relatively high relationships between JH and the other attitudinal
measures of the batiery. Bu" it is slso seen to bhave modest correlations
with several of the intellectual skills measures and a corresponding con~
Sribution to the intellectual ability dimension. 7JTr. addition, JH showed
modest validity coefficients for the counselor and work supervisor criter-
ion ratings as well as reasonably acceptable estimates of reliability.
Some pocsible difficulty is worth noting in the item haracteristics for
the female sezipl:, wherein item mean scores tend to be overly large {i.e.,
females tend to give the most "desirable" or socially acceptable resgonse
chioices on almost all of the 12 ifems). Thus, extension of the scaled
response choleces to four or five alternatives, as opposed to the present
three, stould be considered.

Motivation for Vocationzl Achievement: The separate analyses of the

11 items of MVA:I and the seven items (with their difrering format) that
make up MVA:IT clearly indicate that IMVA:T, as an item-forinat approach,
results in a far superior measure. On the basls of the pattern of intev-
relationships within the batieyy for WA:IT, and its correlations with the
criterion ratings, the measwrc appears to have little vromise in any future
development or application efforts. MVA:I, on *the other hand, 1s a measure
vith a strong influence throughou® the batte:ry cspecially for females and,
in general. has the best validity co2fficients of eny of the attitudinal
reasures.  liotable ave the striking corvelations of MVA:I with the Job

)

Koliding 3kills measure (r = .L0 for the males and .44 for the fewalc sample)

a5 ¢1l as a substantial degree of positive relationship (among ferales)
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with the Clerical arnd Service occapational clusters of the "Interest in
Vocational Tasks" measure (r = .4& and «32 respectively). Item character-
istics and reliability estimates further reinforce the suitability of this
measure as an instruuent for use with N.Y.C. Out-of-School enrollees.

Interest in Vocational Tasks: The seven occupationzl clusters of

four items each that make up this measure formed, essentially, their own
unique factor of vocational interest and showed relatively few significant
intercorrelations with other measures of the battery. The pattern of
factor loadings and those few significant intercorrelations with other
measures that were found are of value in deciding about the further
development of any particular vocational clustere For example, the some-
what unique aspects of the Ovtdoor cluster--that have alicady been con-
sidered--might lead to dropp..z of this group of items from the VI measure
since it sesms too heavily influenced by the perceived status of the jobs
(i.e., low level, menial tasks) rather than by task interest per se.
Clerical, Business ard Service task clusters were found to be of particular
irportance for the female interest patterns; while Technical, Science ang
Business clusters among males provided almoct all of the significant inter-
correlations with the o. -~ mcasures of the battery. Validity for any of
tre VI clusters is almcst nil with one exception--the significant correla-
tion of the Service cluster for females with counselor ratings (r = .29).
The particularly small number of items that comprise each occupational
cluster, along with the imyerfections in the criterion scales, would not
lead one to expect a patterr of extensive intercorrelations hetween these

two sets of measures.



With regard to fature application of the VI piciorial-verbal measure
& gquestion arises of the suitebility of +the occupational clusters used here
for sicring purposes. The problam is one of whsether the grouping of ibtems
based upon the all-verbeal Califoraia Occupational Preference Survey (Knapp,
Grant, & Demos, 1966) (as derived from a primarily middle-class sample of
students and factor anzlysis of the data) is optimum for a group of dis-
advantaged sdclescents. The guestion is one of whether the perception of
ocevpationsl tasks in a diszadvantaged adolesceht; out-of -school group,
differs 1a ways that might suggest different cluvsters for scoringkpﬁrposes-
This is especially relevant where pichorial information is added to the
verbal coatent of a measure and may lend different meanings to any occupa-~
tional tasks prasented. Differences may also be engendered by the extent
to which a respondent depends Upon a yzrbal or pilchtorial informatioﬁ«mode
whan both ars provided. Accordingly, the 28-item male and female VI scales
wers factor anslyzed, using a principal componsnts solution. Eight factors
were exbtracted from each 28 x 28 itam mabrix and subjected to a warimax
rotatica. For eaczh solvticn five faciors zre intarpretable. Generally,
onty four or five loadirgs rsachsd magnitides of & reasonable level on =azh
factor. and the loadings of these 1tems on the factors srs shown in Table 9
for males and Table 10 for females.

Factor I for males is best Lzrmed & High leval Technical~Business

cluster with a strong fowus on the level of the skills required rather than
the particular application of the task (i.e., a highly skilled scientific
task tends to be seen in the same way &S & highly skilled business or

technical task).

20 E](J
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Table U

Iten

Factor I--High Level Technical and Business

Give advice on how to design a new airplane.
Write up reports for a company on how much money it's making.
Read disls and adjust switches in g rese=arch lsboratory.

Take charge of the building of a large bridge.

Factor II--Low-Level (Outdoor )

Feed cows, teske care of them and milk them.
Plant ls.s, strubs and bushes and “ake care of them.
Do truck garden farming.

Do things for sick people in hospitals to rake them corfortable.

Fgetor ITII--0ffice-Clerical

Run an office machine that handles all kinds of paverwork.
Sterilize instruments used in a laboratory.

Be responsible for taking care of office files.

Sort mail in a post office.

Give advice on how to design a new zirplane.

chor IV--Technical} Skills

Inspect ma-ninery.

Cut and joir metal with a welding torch.
Fix wires on teleyhcne poles.

Put plaster on walls and ceilings.

Take charge of the building of a large bridge.

Factor V--Personal Service

Help poor families that have problems.
Be a department manager in a store.
Sell autcmobiles to pecple.

Help sick people in hospitals keep busy by showing them
how to rake things.

Help people make plans to go on triyps.

91

Factors and Factor Loadings for Items of tne VI Measure (Males, N=123)
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Table 10

Factors and Factor Leadings for Items of the VI Jeasure (Females, Hzljj)

Ttem

Factor I--Clerical
Be responsible for taking care of office files.
Run an office duplicator or copy machine.
Keep records of stock and supplies.
Write up financial reports for a compuny.

“landle monegy thrt people put in and *ake out of %he bank.
reople p

factoy II--Low-Levei (Cutdoor}
Plant ani care for lawns, shrubs and flowers.
Raise and take care »f bees.
Feed cows, take care of them and milk them.
Cut and join metal with a welding torch.

Run a vressing machine.

Factor III--Low-Level Technical Skills
Bake breed in large oven.
Sell cosmetics to women at thelr hores.
Run a pressing machine.
Sot up artificial flovers in a store display.

Fix Jjewelry and watches.

Factcr IV--High-Level Technical
Do illustrations for a magazine.
Collect inforration ibout veather conditions.
Sell Liwses to roople. ’
Cut and Jjoin rmetal with a welling torch.

Help people marz travel arrangements.

Factor V--Ferscnal-Servics

Eelp sick prople in Lospitals kecp busy by ! wing thon
Yrw to rnake things.

o thinge for sick p.orle dn b pitnic--1ixe aljusting beds
o rake they confortavlie.

Do hair styling.

Help pocr families that have probler:.

Fecbir VI--lsbiaatcory-Tecknieiar,
Sterilize laboratory instrwents.
Warl, and set up laboratory glassware usec in s:-ientific
Q experirsnts,
[E l(: Fead dinlt ena aliust switches in a research laborstcry.
92
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~ Factor IT is unmistaksbly similar to thé Outdoor cluster, but also
picks up an additional lower level occupation (item #13), in support of
the contention that the percepbion of thesé=Bccupaﬁions is not on the
basis of their "outdoor" quality but their menial level. Thus, it is

designated as Low-Level (Outdoor) Tasks.

Factor IIT is identified fairly readily as an Office~Clerical factor.

Of interest is that the sterilizing of instruments is seen in the Office-~

Clerical context rather than in a laboratory-technical setting. The pos-

'sibility is suggested that the picture and task statement are confusing or

ambiguous to the male enrollee. The most éasily defined factor of the

group is Factor IV which is termed a Technical Skills factor and along

with Factor IIT constitutes the two clusters clbsest to the ones derived
for the COPS measure.

The major item defining Factor V (i.e., the highest loading) is the
one that pictures an individual most appropriately considered as a social
worker, talking to a family (item #21). The remaining items fit a pattern
of job tasks that involve dealing with people directly and helping them or
selling them something. The dimension seems best considered as s Persongl
Service factor.

For females; the group of factors is markedly similar to those defined

for males. Thus, in Table 10 Factor I is seen to be a Clerical cluster,

Factor IT a Low-Level Occupational (Outdoor) cluster and Factor V a Persongl-

'SerVice cluster (in direct correspondence to the male sample). The Low-

Level Technical Skills (Factor III) and the High-Level Technical Skills

clusters -are also counterparts in some fespects to the High-Level Technical

and Business'and Technical-Skills clusters Tfound for males. The additional
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factor (Factor VI) for females is unique and is designated as a Laboratory

Technician cluster, since it obviously loads on several tasks that are

carried out in a laboratory setting.

Fortheyr development of items and grouping of tasks into occupational
clusters for scoriné purposes should take into account the groupings sug-
ested by these factors rather thaa relying exclusively upon clusters
dsrived f{rem the California Occupational Preference Swurvey, or any measuare

developed with a middle-class sample.

Vocational Aspirations and Plans: From the item characleristics of

these two measures (regardless of the underiying status continuum) it is
evident that item means and vavriances show reasonable vatterns of response.
However, use of the meavares for analysis purposes was dependent upon sum-
mavy scores of some sort. In this case, the bullt-in status continuum
with item pairs at eight sta%is levals and the use of identical occupations
for the VA and VP i*ens, sllowed for the derivation of the three scores
utilized--i.e., discrepancy of occurational choice over the status pairs
(Vh and V¥ Discrepancy scoves) and the differcnce befwesen degree of occupa-

tional dezirabrlity in torns of aspivations and plans (VA-VP Difference

gcorc). In their re’=iionship to obther measures of the battery and tho
criterion ratings, their role was not an ocutstanairg onc. Frimarily,

there vas no significan* validity achieved for any of th:2 three scores
{although the correlations of thesc scores with “he criteria almest all
str a tendeacy toward a ncgative relationshiin).  Arong the rales the VA-VI
Diffcrence score, which contribicted significantiy to interpretation of
ceveral of the factors. is related to a rrober of necasures in the battery

in a lecteal way and woild apjcar *o hold some 1vomiise for use with this

!
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group. For females, on the other hénd, the VA Discrepancy score seemed to
play a more éignificagﬁ_zg}e in terms of its relations “to other measures.

Reliability of the two measures (split-half comparisons based upon
matched item-pairs at each staﬁys level) was found to be acceptable for a
scale with so few items and to indicate a fair degree of consistency in the
perception, by enrollees, of the underlying status continuum.

Further evidence of logical responses to the two measures can be ob-
tained from more detailed analyses. Examination of the present data can
be based upon logical hypotheses and on the basis of prior research fing-
ings. Thus responses on the Vocational Aspirations and Vocational Plans
neasures would be expected to show generally higher scores for aspirations
than for plans (Bmpey, 1956). TItem means should also show a progressive
increase with an increase in underlying status level--especially for aspira-
tions.

The item means for Vocational Aspirations and Plans are preseanted in

Table 11.

Table 11

Vocational Aspirations and Plang: Mean Scores by Status Levels

Male Female

Aspirations Plans Aspirations Plans

Status Level Mean Mean Mean Mean

1 1.h47 1.6k : Ll.kg 1.33

2 2.18 2.08 ; 2.09 1,74

3 2.28 2.00 _ 2.37 1.75

y 2.62 2.27 2.57 2.27

5 2.94 2.66 2.92 2,55

6 2.98 2.40 3,31 ' 2.65

7 - 2.66 1.98 3.26 2.31
8

3,22 2.0L 2.74 1.65
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Aspirations are found, as one mig t expect, to be consistently higher
than vocational plars for both males and females. But the point of interest
is the progressive increase in mean valuss for aspirations with an increase
in status level. Obviously occupational desirability, in terms of aspira-
tions, is tied 2losely to a status continuum for this group. For vocational
plans, however, the males show a distinct downward shift (toward greater
"reglity"?) with the highest mean value at status level % (Plurber; Auto
l‘echanic) whils there is less of a change for females in this respect. Tor
the ferale sample the highest mean values for plans and aspiralions tend to
cccur at about the same statvs level--i.e., level G which .s defined by the
occupations of "'Secretary” and "Narse.” Tne results might be interpreted
to mean that females simply express job aspirations that are closer to their
vlans. lowever, there is a possible artifact in the status scale which pre-
vents a more orderly progression of feriale aspirations from low to high
statvs choices. The suggested difficulty lies in the geaeral lack of oacea-
vations at the highest status levels that tend to be perceived as customar-
ily occupied by women (e.g., judge, lasyer, engineer) znd is equally trus
for the twe oncupations finally selected for the present measures--"Doctor”
anl "Scientist."” Thus. the wiasually sharp reversal in status perception
of both plans and aspirations for the rcan values of status-level 8 might
result from such occupabions boirg viewed as totally outside the reaim of

rossibility hy females.
Ve o COLOTUSTGS ALD RFCOMIEUDATIONS
Any conclusions or breoai generalizations drawn from results based upon
the initial use of a battrry of some 13 different evaluation reasures {and
O
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two criterion scales) should be considered with qualification and caution.
Exceptions to generalizations will not be difficult to find for an individ-
val measure, or in some limited phase of the data analysis. Nevertheless,
keeping in mind the puvrposes of thi< study end, particularly, its preliminarvy
or exploratory nature, there are a number of reasonable conclusions that
follow from the results.

(1) First, and as an overall conclusicn. it would appear tha® the
battery of measures shows potential value for evaluation purposes (and
posaibly other purposes) with a disadvantaged, adolescent group that pos-
sesses relatively low verbal-veading levels. In gereral, the measures
would secm te hold somewhat more rromise for use with the N.Y.C. out-of-
school male enrollees than with the females. Although, on the basis of
the present data, a number of the measures can ve considered equally useful
for both groups. In essence, when the content of the measures is con-
gonant with the limitations in verbal skills and cullurally relevant to the
group being evaluated, the pattern of responses and the resulting statisti-
cal indices are logical and interpretatic.

{¢) As bto rore specific conclusicns: despite the homogensity of tho
curolles sample {Jrimurily in terms of cultuval backgrownd and race) the
charucteristics of the items used for these moasures were found Lo be
acceptably adequate in terms of mean scores, variability and itermi-total-
test correlatioas. When the test material i: wmeaningful, adegrate vavia-
tion between individuals is ypossible rrom a su-called "homcgeneous' sarple.

(3) sSindlarly, the reliability (internal consistency) estimates for
the various measures were at levels that indicate sufficlent ceasistency

of response to allow for malti-jurpocs utilicsation of the battery {i.e.,
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¥4,

fior prediction of fubture psrformsace to some sxtant and for guidance snd

piacement psrposes, as well as faor svaluabica). Such consistsncy lends

s

/
forther support So zay contomtiorn Shat .She itams of these moagurss de come

melaste thelr conbeat or mssning to o wesscozbls degres. Findings of

sdzgusts reliisbility are of parSicular importfnce hers‘x_.J siace they suggest
She ‘possibllity of mainbaining Th: relstively short test lensth desirabls
for a diszdvantaged group.

{4) A sbtempt to determine validity for each measure, based wpou

consisting of counselor and work supervisor ratings, results in

}Ja
@

criber
rasher low to modsrste (bub statisbticslly siganificant) relationships be-
Twesn & numbsr of the messures and thass evalvatlons. In addition, the
pastara of these relationshi?s is falrly logical. Howewver, the critsrion

guestion in cartaln rsspscts since thay

Shay indizsbts s large "halo™ effect) znd

aspanizlly for ths female enrollses.
Changss 1n lastructions end administrabtion of the rating scalss are felt

use a8 critsria. TFurbther-

to agres pawiiculariy

.a

waliatlions of what consbitotes a aitable” or “ungoitable”

well ir their =

gnrolles. Obviously, thers is the vnanswered question of the utility of

counselor and work supsrvizor rabings as criteris snd whether these evalu~

ations, in tura, bear some rsagonsbis relstion to later enrclles wocational

cients found would indicate that = number of mzasures in the battery show

moderate predictive validity.

38



9l

{(5) The pattern of intercorrelations between the measures of the
battery are readily interpretable (implying a degfee of construct validity)
and reinforce the general findings of response consistency on the part of
the enroiiees. The factors, or grouplngs of intercorrelsted measures, that
help to define the underlying dimensions being messuvrsd, are found to be
confined largely to an intellectual skills area of performance (i.e.,
measures requiring particulsr knowledge or some degree of verbal reading
skill) and several attitudinal dimensions. However, there is some degree
of wverlap for these, such that certain of the attitudinal measures and
intellectual~ability measures are somewhat related.

When the factors that maks up the battery are considered aléng with
the criterion ratings, 1t is clsar that the male enrollees are evaluated
{by counselors and work supervisors) primarily on thé basis of intellectual
capabilities (i.e., measures that require "reasoning” or following wverbal
directions) whereas females tend to be evéluated on the basis of an atti-
tudinal conformity component (primarily in the work situation). Thus,
certain of the measures might bs expected to perfofm differentially as pre-
dictors of later success for the male and female enrollees.

(6) of the me;sures in ths battery, the most effective single one--

for those categorized as intellectual-abllity measures was the test

" designated as "Job Seeking Skills"--which required interpretation of

employment want-ads and porbions of a job application blank. Of the ati-

tudinal nmeasures the most promising possibilities are shared by the mea~-

sures designated as '"Motivation for Vocational Achievement" and 'Job

Holding Skills" which deal with feelings about fhe importance of working

and how one should behave on a job.
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Future development or ubilization of the instruments in this battery
uwadoubtedly fequire additional understanding of thelr characteristics and
certain cautions in their application. Recommended areas of future con-
cern, or needed research effort, imvolve:

(1) First, the development of normative data on. a larger and more
diverse sample of disadvantaged adolescents in Neilghborhood Youth Corps
projects. This seems essential, if for no other purpose than to determine
an individual's "relative deprivation in comparison with others who have
also been denied good homes, good neighborhoods, good dlets, good schools
and good teachers” (SPSSI, 1964). Thus, it should be possible to compare
performance for an enrollee on any given measure in relation to scores
made by some pertinent reference groués of disadvantaged adolescents
(based upon sex, age, geographic location, or other desired subgroupings ).
As part of data collection for normative uses, the wider application of
the measures and the opportunity for rzanalyses of resulting data serves,

_of course, to add to their status and utility as formal assessment instru-
ments.

Clearly, appropriate normative data should be obtained from individuals
with a reasonable comprehension of English, since it is not feasible to use
the present measures with those who have only minimal capability with the
spoken as well as written language. (Translation to Spanish for use with
Puerto Rican or obher Spanish-speaking enrollees is not precluded for later
development.) It is also questionable as to whether the present battery
would be applicable to such unique cultural subgroups as American Indians.

(2) As a second area of future concern in the use of the measures,
there remains a particular problem involving group administration for those

ERIC |
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cenrollees ab an excephionally low-verbal reading level (e.g., fourth grade
or lower). Separate administration in small groups may be required for
those enrollees who seem to profit from the oral preucutation; whereas,
for those at relatively high verbal reading levels (e.g.., seventh grade
level or higher) the examiner's oral presentation can be annoying and they
tend to move ahead of the group in thelr responses to the items. Some
screening, based upon a set of trial items or background information
(where available) should be considered for this purpose. Conceivably,
tape recorded instructions--controllable by the enrollee--could be util-
ized to deal with the problem.

(5) Development of alternate forms of the measures constitubzs a
third area for future consideration. This is of importance if the mea-
sures are to serve as evaluative instruments for detecting change in
enrollee characteristics over a relatively short period o7 enrollment in
§.Y.C. Thus, the alternate forms should serve to overcome any effects
of recall of the material in an evaluation study and alse provide a means
for obtaining test-retest reliability estimates over relghively short tine
veriods (c.g., several days).

(1) Another wajor point to be considered in futuve application of
the evaluation rmeasurcs is the development of velevant, post-Il.Y.C. cri-
terion measures of enrollee vocational adjustment. Suitable criteria ave
necessary to provide zvidence regarding the characteristics that are being
assessed by eny battery of measurcs. Validation of the rmeasures against
longer-range criteria than ratings by counselors or work supervicors would
al<o yrovide needed evidence of their accuracy and suitability Tor a var-

ety of potential uses by ii.7.C.
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Wider gpplication of fthe measures in the context of a youth-work
training program are recomnsnded, generally, as the only means to deter-
rine which measurves are mos*t effective and for which situations. There-
fore, the process of developing the measures should be a continuing one,
during which their ubtilization as evaluative or guidance instruments adds
to the knowledge of their applicability and also provides some uniformity,
cr consistency, of research results. Continued use of "ad 1ib," informal
gquestionnairves, as so-called 'measures) with psychometric properties that
ave largely unknoim and content that meets the changing needs as perceived
by each individual invesztigator, can only provide self-defeating incon-

sistencies in conducticg a wrogran of evaluation and research.
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General Directions

E?o follow infermal introductory remarks by Examinei] "We appreciate
the fact that you're willing to help us by trying out some new kinds of
questions. These are in small booklets like this one. E{old up a sample]
In most of the booklets there are also pictures along with the questions.
Everything should be pretty easy to understand - but I'll read almost all
the things written in the booklets to you, so you don't have to worry too
muach about knowing all the words. A lot of the questions have to do with
how you feel abou® different Jjobs; what you think people are like; how you
feel about yourself and how you feel about the Neighborhood Youth Corps.
let me know if there is anything in them that's putting you down or would
be insulting to answer, because you don't have to ansier anything that you
feel we have no right to ask. But we think the questions are pretty straight
and we hope you'll have some fun working out a lot of them.
The answers that you give to any of the questions will never be seen
by anybody at an N.Y.C. project and none of this is going te be used to
affect anything you do in N.Y.C. So you're free tc¢ answer the way you

réally feel ~ you don't have to impress anybody."

Q- 126
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JOB KNOWLEDGE (JK)

I. ADMINISTRATICON
Examiner Reads:
. Instru:tioﬁs
. Job Titles
. Item Stems

. TItem choices {Tools pictured are not to be named by the exzminer)

II. INSTRUCTIONS

"What we would like to find out with the guestions in this booklet is how
much you kngw about different jobs. You'll see pictures of all sorts of jobs
and the name of each job - 1liks a 'Dock Worker'(or Longshoreman)."

Eiéve enrollees turn to first item in booklet:]

"Right after the picture of the Dock VWorker are three questions. The first
one says: 'How much schooling do you think you'd need to get this jeb?' If it's
a college degree mark the first box. If you need a trade school certificate

mark the second box." E%ntinue reading item stems, item choices and job

titles for all items:I

ERIC
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VOCATIONAL PLANS AND ASPIRATIONS (VP, VA)

I. ADMINISTRATION
. Inetructions
. Job Titles
. Job Descriptions

. Response Alternatives

(6]

II. INSTRUCTION

—

|

{a) Aspirations:

"In this booklet you'll see pictures of different kinds of jubs that
pecple have. With each picture it tells the name of the job; then it says a
litile arout what kind of work a person does on that job:”'

"let's suppose you could have any job vou see here, if you wanted it.
How would you feel aboub working at each of these jobs. Like an auto mechanic,
You tell how you feel about that job by making a mark in one of the four boxes
next to the picture. If you feel its a great job; the kind of thing you would
like-~draw < line through the first box. If its pretiy good and you wouldn't
mind doing this--mark the second box. If it's not the greatest, but you would
do it 5f there was no‘hing better--mark the third box. And if its a 1otten
kind of job that you woul”n't like at all--mark the last box." [:?xaminer:
Points out each rzsponse stacenent in book}eéz]

ERIC 128
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VOCATTONAL PIANS AND ASPIRATIONS (Jontinued)

N

"Now look at this first picture again. It shows a crane cperator {Doctor
for female booklet) and it says 'Operates a crane to lift heavy thingé.‘"

"Okay, mark the box that shows how you feel about that job."

[Eéntinue with remaining items; reading response alternatives for first
several items or until it is apparent that the examinees fully understand

the response continuum, Read all job titles and 10b description{j

(b) FPlans:

"Now we're going Lo look at the same pictures again, but this time I want
you to do something a little different. Think about what you might be able
to do after you leave the N.Y.(, program and what kind of jobs you would look
for over the next few years. Then look at the first picture that shows the
crane operator, If you think the odds are thét‘you would do something like that--
then mark the first box. If you think there's a fair chance you would wind up
in this job--mark the next box. If you think this job is possible, but you
don't think chances are too good that you would really do this--then mark the
third box, If this is way out for you and you wouldn't even look for this kind
of job--put a mark in the last bex down."

"Now look at this first picture again. It shows the crane operator and
it seys, 'Operate a crane to 1lift heavy things;'”

"Okay, mark the box that shows how you feel about that job."

[Ebntinue with remaining items; reading response allernatives for first
several items, or until i% 1is apparent the examinees fully understand these.

Read &)1 job titles and job description%]

O
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ATTITUDE TOWARD AUTHORITY (AA)

I. ADMINISTRATICN
Examiner Reads
- Instructions
. Verbal material accompanying each pictorial scene
. JItem Stems

. Response Alternatives

(only a simple descriptive statement by the examiner is acceptable in referring
to any pictorial content ~ e.g., "the cop talking to the guy sitting on the

grass.'")

II. INSTRUCTIONS

“What‘we would like to find out now is how much you know about the way
people would act with each other in different situations. You'll see pictures
of people in a lot of everyday scenes - like the first picture in this bookle?
that shows a guy talking tc a teacher who says 'You'll have to do better, your
marks aren't so good.! He ainswers - (Right below the picture) - 'I'11 try to
study moré and get someone to help me with the work.,'"

"New over on the right it says, 'Statistics would show that the number of
guys who give this answer to the teacler is: 2 out of 10 guys, 3 out of 10 guys,
L out of 16, 5 out of 10 or 6 out of 10 guys.'"

"Mark the box that tells best how many guys you think would give this
answer to a teacher,"

Q Eead remaining items in the same way] 130
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SELF- ESTEEM (SE)

I. ALMINISTRATION
Exaniner Reads
. Instructions
. Verbal Material in Pictorial Scene

. Response Alternatives

II. INSTRUSTIONS

"What, you'll see here are pictures about everyday things ti.at happen to
young people. Maybe even some that ccild happen to you. Like the picture
where you see a g1y (girl) whe's applying for a job and the man at the desk
says 'So you think you want a job here!! Make believe that the young person
in the picture is you. Below the picture are some of the ways you migi.t feel
if it really were you standing there."

"Put a line in the box next to the way that t:z]1s best how you wculd fcel,
If you would think 'They would probably tell me I'm someone they can% use' -
put a line in the first box, If you would think 'They would offer me a pretity
good Job' ~ mark the second box (where it says that). If you would think 'They
might offer me some kind of job ~ but nothing too good' mark the third box."

"Ncw let's look at the next picture.®

¥§§ntinue reading response alternatives in the same manner as above. The
brief description of the pictorial scene is only Lo be used for purposes of
réferring to the item, e.g., "The girl standing at tne counter” Do not

eiaborate on the pictorial content unnecessarili] 1:31
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INTEREST IN VOCATICNAL TASKS (Vi)

I. ADMINISTRATION

Examiner Reads:
. Instructions
. Job Tasks

Response Alternatives

IL.  INSTRUCTIONS

"This next sst of pictures shows different things people do on jobs. With

each picture, it tells what the person is doing. Some of these things you
" might like to do. Some of them you might not like at all. For some you might
not care too much one way or the other."

"For example, look at the first picture where it says 'Be responsible for
taking care of office files,' and that's what it shows the guy doing."

"Now think of how you would feel about doing that yourseif. Don't worry
about whether you know how to do this or if you have enougn school or itraining--
Just how you feel about doing it. If this is the worst and you couldn't take
doing it at all; Jjus: mark through the first box (where it says that). If its
not just what you would like but not the worst - put a mark through the next
vox. If its pretty good and you wouldn't mind doing this - mark the third box
down., And if it's great - just what you would like to do, put a mark through

the last box."

ERIC | 132
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INTEREST IN VOCATIONAL TASKS {Continued)

"kay, now look at the nexi picture, it says. . ."
E@ntinue as for the first item. Read all tasks: read response al-

ternatives only until examinees readily grasp the four point response seal%]

o

ERIC

s - 1:3:3



-1209-

DEFERR®D GRATIFICATION (DG)

I. ADMINISTHATION
Exaginer Reads
. Instructions
. Item Stems

Response Alternatives

IT. INSIRUCTIONS

"The thinge written in this booklet tell some of the ways people feel aboub
getting along in life. We would like to see how good you are at guessing whet
most people might think about these. I'11 read each one with you and you'll
tell how you think people would feel about it. 1Iike the first one on the page
that says . . . 'It pays to listen to advice your parents give you.'"

"If you think almost nobody would feel this way mark the first box. If you
think only a few people mught agree with this then mark the second box, If you
think some pecple would agree mark the third box. If a lot of people would
feel Lnis way mark the fourth box and if you think most everybody would agree
mark the last hox. (Mark only one box - the one that's closest to the way you
thirk it is.)"

"Now the next one says . . ."

[Eontinue foer remaining 19 statements. Once the response continuum is
apparent to the enrollees it is not necessary to repeat thg reading of all

Q esponse alternatives for every ite%]

| 134
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MOTIVATION FOR VOCATIONAL ACHIEVEMENT (MVA)

I. AUMDNGSTRATION
Fxaminer Reads
. Instructions
. Jtem Stems

. Response Alternatives

IT. INSTRUCTIOHS

"The things we're asking about rzre have to do with what you think about
jobs and about going to work. So we wrote do'm what people scometimes say about
Jjobs and about working and we want to know how you feel about these.”

"The first one says 'I would go to school at night for special courses if
it meant I could get a better Job.' Under that it says '‘Nearly Always;' 'Most
of tne time;! 'Sometimes this is soj;! !'Very few times;' and 'This is almost
never so,'

"Put a line through the box next to the way that tellc best how you feel."
Egﬁtruct examinee to respond to the first item. Continue with oral presentation
of next 11 items'_.'|

"Now these next ones are & little different. Here in the booklet it aays
'let's say you have a job that you know was go{ng to be a much better one if
you stuck it cut, Yow far would you go to stay with it?t»

"Would you stay with it if..."

) —
IE i(:vad iten s ems and responses for each of the remaining seven itemij

o o e ;1:3{5



JOB SEEKING AND JOB HOLDING SKILLS (cS;JH)

I. ADMINISTRATION
Examiner Reads:
. Instructions

. Job-seeking-skills item stems and responses (Do not read material
in want ads or any content of application blanks)

. Jobt holding skills item stems; item responses and verbal material

in pictorial scenes. (Slmg__ description of pictorial scene is
permitted - e.g., "boss talking to a guy coming in to work').

IT7. INSTRUCTICNS

UWe're interested in how you feel people should &ct on a job - and what you
might do on & job when certain things happen. For exanple, it says here [éead
first ite%ﬂ. If you think you give them one week's pay ~ mark the first box.

If you give them - whatever you can afford - mark the s:2cond box [égad remaining
a2lternatives: Read next verbpal itei]

"Now we're going to look at some job 'want ads' ~ like the kind that you
see in the newspapei' when someorie wants to hire people for Jjobs. Read cach want
ad on your own [Eilow approximately %0 seconds for rezding of %E] - then I'11
read the questions to you that ask about what's in the want ad." [Eéad the nine
want ad item%]

"These next questions are abcut parts of an application blank - like the
kind ycu fill out whea ycu go to get h&rd for a job. Look at this part of the
application blank znd the things it asks you to £ill out." Egiow approximately

Q 45 seconds to look over blank: Then read each item stem and altcrnativ{%]

ERIC 136

Aruitoxt provided by Eic:



~150-

SOL UREING AND 0T HOTDING SF ILLS (0S;J0%) (Continued)

Pow 'edk as the next application blank that some guy (girl) filled in.
Reau Lhat ovaer,m [E}low abcut one minute to read material. Read each item
stein and aTterna:ivesz] E%ntinue on to Job Holding items - read all verbal

misteeial naluding verbal portions of pictorial scenegl

o

ERIC
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PRACTICAL REASONING (PR - Z,M,F)

I ADMINISTRATION
Examiner Reads*
., Instructions as given in each Booklet
. Item Stems

. Tten Reaponsas

I, INSTRUCTIONS

"Now w.'re going to go through questions in three booklets that ask you to
do some of the things you might have to do on certain jobs. In one you'll be
asked to follow divectivis for delivering things to people. In another, you'll
ve asked about sorting majl in 2 post office using zip codes and in a third,
you'll unswer questions about filing cards.”

"Let's look at this first booklet. Open it up and we'll read the directions.”
Egminister Map Reading subtest. ﬁxaminer reads directions and item%]

"Now open this next booklet."
E?minister Zip Code subtesE]

"Now open the third booklet. Pull off the envelope on the tack of the bocklet
and take out the cards inside."

E;hdnister Cari Filing subtes%]

#_.
Do not read complete details of map, or zin-code chart. The reading of headings

Q@ nly for Practical Reasoning file cards is permissible. ;l:;é;
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ENROLLEE RA"'_NG SCALE (FRS)

i. ADMINISTRATION
Examiner Reads
. Instructions
. Item Stems

Response Alternatives

II. INSTRUCTIONS

"On the pages of this booklet are some of the things that enrollees say
are important ghout N.Y.C. We would like to krow how you think these comments
fit the N.Y.C. program. For cach comment you tell how much you think it fits
your N.Y.C. project by putting a mark in the box next to tiie way that tells
best how you really feel. Like the one on the fiist page that says . . ."

"If yo. think this is always the way it is in N.Y.C. mark the first box.
If this is pretty much the way it is mark the second box. If it's sometires
80, mark the third box. And if you feel this is never the way it is in your

N.7.C. project, mark the last box.
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-136- N.Y.C. Project _
COUNSELOR'S RATING SCALE
Neighborhood Youth Corps

Counselor's Neme Name of Enrollee

Being Reted

On this sheet are 11 statements about enrollee behavior that counselors consider
important in determining how well an enrollee .8 cominy along. We would appreciate
your evaluation of hcw these apply to thia enrollee.

Please read each statement carefully. Then circla one of the numbers 1 to 5 that
best ‘ndicates how the statement applies to the enrollee.

1 2 3 L 5
This describes This is Sometimes _This is The enrollcee
the enrollee true most this is not is not like
perfectly of the true of the usually this at all
time enrollee 80

Clircle one

1. Pays attention to good grooming and dresses appropriately, 1 2 3 4 §

¢. Ia n,t very open about di.cussing personal and job i 2 3 L s
problems.
3. Shows a lot of resantment and hostility. 1 2 3 4 5
L, 1s cooperative aad willing %o listen to advice. l 2 3 4L 5§
S. Makes realistic plans about future jobs. 1l 2 3 L4 5§
6. Chows little poise or solf-assurance. 1 2 3 L4 s
7. Ie coherent in expressing hrimaelf (herself). 1 2 3 L4 5
3, 1Is motivat~d to want to wurk and expend effort. 1l 2 2 a4 5
9. Does not show good day-to-day plarning so tha. ne {she) T2 3 L o5
can handle the job (let's home life interfere, for
exarmple),

10, Indicates a willingness to enrcll in school or some dort 1 2 3 U 5
of training on a part-time baeis.

11, Shiws qualities that indicate he (she) will do wall 1 2 3 L 5
after leaving N.Y.C,
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N.Y.C. Project
WORK SUPERVISOR'S RATING SCALE
Neighborhood Youth Corps

Work Supervisor's Name Nume of Enrollee
You are Rating

Below are 10 statements about things that work supervisors consider important
when it comes to how the enrollee is dving. e would appreciat? your telling
us how each one applies tec this enrollee.

Please read each statement carefully. Then put a check in one of the five
bexes to show how that statement Iits the enrollee that you're rating.

1. KNCS HOW TO FOILOW INSTRUCTIONS PROPERLY.

This describes 1his is true S metimes this This is not The enrollee
just how the most of the is true of the usur1lly so is not like
enrolles is time enrollee this at all

O] O] O

?. RESENTS TAKING ORDERS FROM THOSE WHO SUPERVISE HIM (KER),

This describes This is true Scrmetimes tiis This is not The enrollee
Jjust how the most of the is true of the usually so is not like
enrollee is time enrcllee this at al2

O O U

3. KNOWS HOW T0 DRESS RIGHT FOR T£E JCB.

This describes This is true Sometimes this This ic not The enrollee
Just how the moet of the is true of the usually so is not 1like
enrollee is time enrollee this at all

(] O] O

L. TAKES SOME PRIDE IN THE WGHX AND DOESN'T JUST RUSH THROQUGK TO GET IT FINISHED.

This describes This is true Sometimes this This js not The enrollee
Just how the most of the is true of the usually so is not like
enrollee is time snrollee this at all

O
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S. HAS T0 BE TOLD WHAT TO DO EVERY MINUTE OR HE (SHE) CAN'T KEEP BUSY.

This describes This is true Sometimes this This is not The enrollee
Just hiow the most of the is true of the usually so is not like
enrollee ig time enrollee this at all

U O] [ O O

6. GETS ALONG WITH OTHERS ON THE JOB,

This describes This is true Suinetimes this This is not The enrollee
Just how the nost of the *is true of the usually so is not like
enrolleo is time enrolles this at 3ll

U O 0] [J ]

7. CAN'T GET TO WORK ON TIME,

This describas This is true Sometimes thia This is not The enrollee
just how tYre most of the is true of the usually so is not like
enrollee is time enrolles this at al}

Q) [ [] g (]

- ——

3. SHOWS SOM% INITIATIVE IN TAKING ON A PIECE OF VORK,

This describes This is true Sometimes this This is not The enrcllee
Just how the most 2f the is true of the usually so is not like
enrollee is time enrclliee this at 211

0 O O U .

9. DOESN'T MAKE TROUBLE ON T™HE JOB.

This describes This ic t.ous Some times this This is no- The enrcllee
Just how the most of the is true of the usually so is not like
enrollee is time enrollee this at all

0 [ [J O 0]

10. ASKS QUESTIONS 1F PROBLEMS COME UP -- DOESN'T JUST GO AKFAD AND DO THE JOB WRONG.

This describes This is true Sometimes this This is not The enrollee
Jjust how the most of the is true of the usually so is not like
enrollee is time enrollee this at all

0 O ] L O

12, SHOWS THE KIND OF QUALITIES ON THE JOB THAT WILL MAKE HIM A GCOD WORKER AFTER HE

LEAVES N.Y.C.

This describes This is true Sometimas this This is not The enrollee
Jjust how the most of the is true of the usually so is not like

enrollee is time enrollea this at all

U] ) J tJ O
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