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PREFACE

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

I. developing and operating client assessment programs (Volume I); and

2. identifying, adapung or developing special assessment techniques for
severely disadvantaged clients (tor wham widely available standard assess-
ment tools, such as the General Aptitude Test Battery (GATB], may be
inappropriate) (Volume ).

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

Volume I: Introduction to Assessment Program Develop-aent has three sec-
tions: an introduction describing recent trends in client assessment for employ-
ment and training agencies, presenting some background about the Manual
and giving some basic coneepts about client assessment; a section on current
practices in employment and training agencies, including some detailed
descriptions of existing assessment programs; and a discussion of assessment
program development, including a conceptual model of assessment and a plan-
ning checklist for program developers. Volume 1 also contains an appendix
listing information resources for assessment program development.

Volume II: Assessment Techniques begins with a brief review of standard
assessment techniques, such as the GATB and Strong-Campbell Interest Inven-
tory. devices now widely used in employnient and training agencies. Then a
catalog is given of special assessment techniques, each entered in capsule form
using a standard description format. Volume 11 also contains two appendices:
(A) a chart listing special devices available for assessment of seriously disad-
vantaged persons; and (B) information resources regarding assessment of the
disabled.

Fhis twosvolume Manual is designed principally for use by employment and
training agency personnel responsible for developing and operating assessment
programs; other ageney statt involved with these programs; and administra-
tors of local agencies, who have te make the larger decisions about assessment
and how it should fit into the rest of their service delivery operation. The Man-
ual mav oe of secondary, but in some cases important, interest to rescarchers
and policy makers and also to persons concerned with assessment in other ser-
vice delivery settings (e.g.. vocational rehabilitation agencies). It should be of
direct value to persons w orking in client assessment programs for employment
and tramning services that are attached to educational institutions or agencies.

Vv
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I. INTRODUCTION

Setting the Stage

Many new challenges have emerged recently regarding client asssessment in
employment and training agencies. In particular, the 1978 legislation reauthor-
izing the Comprehensive Employment and Training Act (CETA) contains two
sections that give added importance to client assessment activities for all feder-
ally suppcrted adult and youth programs. Section 205, under Title I, Partici-
pant Assessment, requires each Prime Sponsor to develop a personalized
employability plan ** . -taking into consideration an individual’s skills, inter-
ests and career objectives. . .and shall consider the barriers to employment or
advancement taced by that individual. . !* The section g0es on to state, ‘‘an
assessment of appropriate training and supportive services shall be made at
entrance to a program (Title 1) which shall be reviewed periodically. . .(and)
shall be included in each individual's employability plan’ Section 445, the
general’ provisions of the Title IV youth programs, requires ‘‘appropriate
counseling and placement services designed to facilitate transition of
youth. . . topermanent jobs. . .or education or training programs.”’

Thus, there is now more explicit Federal encouragement of systematic client
assessment as part ot employment and training service delivery. Agencies that
may never before have considered having a formal assessment program now
are likely to do so because of this part of the new legislation. Almost all agen-
cies may need to review —and probably update and improve—their in-house or
subcontra:ted assessment functions.

A second trend regarding assessment that is gathering force is represented by
the 1978 Uniform Guidelines on Employee Selection Procedures (as published
in the Federal Register, Vol. 43, No. 166). These Guidelines set out a revised
and expanded policy, one that applies to employment and training agencies as
well as to private industry, for assuring that assessment devices used to make
decisions about employment or employment-related activities do not unfairly
discriminate against certain protected groups, such as women and racial or
ethnic minorities. Entorcement of these Guidelines will compel agencies to
look at their assessment procedures in new ways, probably to revise or elim-
inate some methods now being used because of potential or actual discrimina-
tion, and to gather data on validity and possible adverse impact. Agencies not
undertaking such steps may find themselves subject to administrative disci-
plinary action, or even to law suits alleging discrimination.

Finally, there is a challenge presented by assessment technology itself. On
the one hand. new approaches to assessment of seriously disadvantaged per-
sons have been developed over the last 10 years, and some of these are now
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being used in local employment and training settings. Developments trom the
United States Employment Service, from rescarch funded by the Department
of Labor and from the private sector figure in this advancing state ot the art of
assessment technology tor persons who cannot appropriately be assessed using
the standard paper-and-pencil tests. But the very availability of this new
resource tor assessment creates problems in terms of selecting which assess-
ment techniques would be most appropriate for use in a given setting, and in
adupting available assessment technology to varyinglogal needs.

Morcover, there is evidence that in a signiticant number ot employment and
training agency settings, mappropriate psychological tests are now being used
in client assessment. There are many *"horror stories” —use ot sophisticated
clinical projective tests, such as the Rorschach, for making employment-
related decisions with the tests administered and scored by minimally trained
staff; use of gross measures of psychopathology, such as the Minsiesota Mulii-
phasic Personality Inventory, for making determinations about individuals’
personality functioning in the normal range. Whether the problem is a test
administered tor a purpose it was never intended to serve or inadequate train-
ing ol testing personnel, there is substantial reason o believe that assessment
nsome emplovment and training agency settings may be oft on unproductive,
even potentially harmtul, tangents, The harm to clients mey come trom pro-
viding maceurate, misleading intormation about their employvment-related
charicteristios: harm to agencies may be in terms of potential legal liability for
Jdecisions maade on the basis ot such information.

These are some of the important challenges to CETA-funded employment
and training agencies—a press on the one hand to assess, to improve service
delivery through appropriate use of assessment results; and a press on the
other hand nor to use given approaches to assessment unless it is established
that the information they provide is relevant and that clients can perform
validly on them. Finally, there is the problem of assessing the resources that do
exist tor helping to meet these needs.

o
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Purpose of the Manual

This volume and ity companion are designed to respond to these challenges.
Fhey can serve as an aid in the development of assessment programs for local
cmployment and training agencies, sarting with the conceptualization of the
goals and purposes of assessment, moving through resource identification and
program development, 1o mmplementation, and ending with evaluation and
program improvement ettorts. Special coverage is also given to assessment
techniques for use with clients w ho are severelv disadvantaged.

The entire Manual is designed to speak most directly to eniployment and
training agency staft in charge of developing or maintaining client assessment
programs. Practitioners who have to live with and use the assessment program
and administrators who have to make decisions about assessment in the con-
text of other aspects of their ageney’s operations are the two other most impor-
tant audiences tor rhe Manual. Iy may also be of some interest to test devel-
opers, researchers and policy makers at the Federal level.

The present volumes represent a substantial revision and update of a work
the author prepared in 1972, also under Department of Labor funding sup-
port, entitled Methods of Assessing the Disadvantaged in Manpower Pro-
grams: 4 Review gnd Analysis (Backer, 1972). That monograph brought
together tor the first time available knowledge about what tests and other
Kinds of assessment devices hai been or might be used with disadvantaged
populations. Included were instruments developed by the Department of
Labor and contractors, by the U.S. Employment Service, by grantees of other
funding agencies and by the private sector. Since its initial publication, some
15,000 copies of that monograph have been distributed, reflecting a real need
among emplovment and training agencies for practical information about
assessment.

However, much has happened since 1972, The Comprehensive Employment
and Training Act has beep passed and reauthorized; categorical programs have
dwindled and multiseryice general agencies at the local level are the rule;
despite reduced R&D suppost for assessment from the Department of Labor,
ome iew assessment devices have emerged since the 1972 monograph was
prepared. And the whole atmosphere in America regarding assessment has
changed; EEOC lawsuits have become prevalent in connection with allegedly
discriminatory assessment or selection procedures in private industry, and
Mt are being or may be mounted against emplovment and lraining agencies;
Congressional attention has focused on assessment practices in local
CETA-tunded agencies, and not always with favor.

For all of these reasons, a new manual on client assessment is jn order.
These volumes are a natural extension and refinement of the author's 1972
work. There s a hey emphasis on assessment program development—on the

3
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practicalities of thinking about, planning for and implementing the system
that will make possible the use of selected assessment devices. However, while
the first monograph was primarily a state-of-the-art review designed to
deseribe Department of Labor-tfunded research projects in the assessment
area. the present effort has a broader goal. Itis intended to be a practical guide
book for use by local program personnel at the several levels mentioned above.
Further. more attention has been given in this volume to resource identifica-
tion, so that the Maenual can serve as an "on-paper clearinghouse’” for infor-
mation about assessment techniques for the seriously disadvantaged.
Wherever possible. information is provided on how to acquire a copy of what-
ever iy being discussed.

Fmphasis on the practical information needs of assessment program devel-
opers in employment and training agencies also is reflected jn the strategies
used to develop these volumes. For the 1972 monograph, a key developmental
technigue was a one-day conference whose participants were mostly assess-
ment technique developers and researchers, with only a few practitioners
present. Here, however, most of the collaboration has been with program
tevelopers.

I'his collaboration has proceeded i two ways: first, in the review of drafts
of this manuseript by a number of persons from employment and training

- agencies; and second. via presentations to employment and training agency
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staff in the Orange County. Calitornia area given by the author during the
project’s initial stages. At these presentations, outlines of the Manual were cir-
culated. and there was considerable audience discussion of what ought to be
included in the Manual 1o make it most relevant to assessment program
devewopers. practitioners and administrators in local agencies. In essence,
then. Client Assessment: A Manua! for Empioyment and Training Agencies is
designed for practitioners.,

What's Included—and What Isn’t

[n discussing special assessment techniques here, severely disadvantaged per-
wons are detined as those individuals whose sociocultural or educational defi-
cits tertere with masimizing their employability potential. More specifically,
the severely disadvantaged are those persons who cannot validly complete
standard chent assessment techniques (e.g.. the General Aptitude Test Battery)
becatse ot therr soctocultural or educational deficits, including prior lack of
evpericnee of aversive experience with testing. This definition includes a large
number ot persons receiving or eligible for employment and training services.
The defimtion excludes persons whose primary employability deficit has to
Jo with such factors as phy sical disability or mental illness. Assessment devices

4
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are avitilable for these groups, and currently many more such clients are com-
g to CETA-sponsored emplovment and training agencies Lo receive counsel-
ing, training and placement sery ices, However, limits in the resources support-
ing this work necessitated restricting the focus to assessment devices for the
severely disadvantaged as defined above. Nevertheless, what is said here about
how to develop, implement and maintain assessment programs in employment
and training agencies is nor limited in any way. Except for the coverage of
assesment devices in the second volume, this Manual is intended to be used in
setring up and operating any hind of assessment program in an employment
and rraining settige.

Standard tools, such as the General Aptitude Test Battery and other U.S.
Emplovment Service-published assessment devices designed primarily tor non-
disadvantaged persons, are treated only in brief because they already have
been well covered in other publications, e.g., those of the Employment Ser-
vice. Information about other standard tests that might be used in an employ-
ment and traimning ageney setting can be obtained through reference to retrieval
resources i the second volume and the appendix ot this volume. Resources for
assessment of physically disabled persons are identified in Appendix B of e
second volume® '

Specttic mformation about the contents of this Manual is provided in the
Pretace. The next section offers g fairly comprehensive definition of assess-
ment as bachground rfor a discussion of assessment program development and
aperation.

Definiiion of Assessment

Assessmient s olves gathermg anformation about the aptitudes, skills, atti-
tudes, personality traes and lite and work histories of persons seeking services
trom ocal emplovment and training agencies. Results of assessment may be
Used tomect one of more of the objectives stated below.,

Purposes of Assessment

L. Foradmuung chienis 1o given Service programs or program elements. Given
veHAm progran godls o may be necessary o restrict the tlow of clients 1o
those meetng certain criena, For example, 1 a training program where
only those with ar teast sinth-grade math shills are likely 1o benefit, assess-

SThere wooneadey o Gippace i the abace detimnion ot whar's wicluded and what st For
SNPGRS comd Lnhe devates aitention o MNBCE ol ssessiment svstems o detioes

dovetavd peamarin o e adis disabied populanon
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ment might be used to screen out prospective enrollees with less than the
required math ability. Presumably those excluded would be channeled to
another program or given the remedial education necessary to achieve a
sixth-grade math level. In other cases, limited program resources mean that
only a certain number of clients can be accommodated at one time. Thus, it
becomes necessary o restrict the flow of those entering the program.
Assessment might then be used 1o select those most likely 1o succeed.

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

For assignment to training. For many disadvantaged individuals, employ-
ability development emails acquiring vocational and behavioral skills nec-
essary for successful work functioning. Perhaps the key variable here is
"*learning potential’’ or **trainability,’ the individual’s capacity for behav-
ioral change following a training experience—a -variable that systematic
assessment can help to measure. A crucial consideration is the number of
training options open. I only two training programs are available, it may
not take much information 1o decide which is preferable for given enroll-
ees. Also, there is some research evidence to suggest that characteristics
associated with training success are not necessarily related to later job suc-
cess. Several phases of assessment then may be required 1o guide an enroll-
ec from entry through training to placement, each one clearly spelled out as
to how results will be used.

For counseling and personal development. At least as important as skill
training is preparing clients psychologically for the world of work. Such
vocational and personal exploration ideally is done by a counselor with
rather than ro or for the client. If so, assessment data must be relevant and
understandable 1o the person counseled.

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

t ~-
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options can be given. Then the ciient can be encouraged to work with the
counselor or employability development team to formulate a plan for his or
her own vocational advancement. To a disadvantaged person whose previ-
ous life experience may have involved many decisions or outcomes imposed
from outside, such a participatise experience can be extremely valuable in
itself,

For job placement. Given accurate assessment of job characteristics, suc-
cesstul placement mvolves matching the individual to a suitable job open-
mg. It is crucial that assessment devices tap variables of real importance to
Job success. Thus, employment and training agency staff need to know how
well a device predicts success, and under what conditions, when using it to
help make placement decisions.

bFor pretesung onentation, Sometimes performance on subsequent assess-
ment tashs can be enhanced when people who are not very **test wise" (or
who are very anxious about being assessed) are given a chance to try out
their test-taking shills. When such trial runs are given, it is important that
the practice materials bear some resemblance to the test devices that will be
used later, without reducing the validity ol cesults because of practice
effects. Practice with test-like materials can be import2nt both for skill
development in test taking and for generating more psychological comfort
during assessment.

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

For test de . iopment and research. | ocal employment and training agency
chients sometimes serve as subjects in basic research efforts. Understanding
of the impact of cultural disadvantagement on vocational adjustment can
be increased through empirical studies of clients® life histories and psycho-
wgical characteristios. Clients serving as subjects tor such studies should
represent an adequate sample of the overall target population. Detrimental
etfects on chents as aresul of participation must be avoided. For example,
since academic tests represent highly aversive experiences for n any of the

7
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disadvantaged, research devices should be carefully tailored to minimize
anxiety and other negative reactions.

Putting Assessment in Context: Some General Criteria

What constitutes a successtul assessment program? The following criteria are
one ansser to this question and should be kept in mind as readers consider the
intormation and guidance ottered in the rest of this volume.

| ¥
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Assessment should be relevant to the needs and priorities of the local agen-
cv setnng in which it is used and should fit into the total context of agency
olyectives. Assessment is only one of many services a local employment
and training ageney sill provide. Even the smallest and simplest service ef-
fort may entail @ number of program components with which the assess-
ment etfort must fit reasonably well. In designing an assessment program,
therefore, questions like the following become relevant: When should
assessnient oceur? How fast must the results of assessment be delivered in
order to prose useful for making decisions? How does the cost (in money,
manpower and physical space) for asssessment relate to the other program
components? What possible side effects of assessment mjght be expected to
impact on other ~ervice delivery components?

Only by paving caretul attention to issues such as these can an assessment
program be constructed to fit smoothly with the entire service delivery
operanon. Budgets and operating constraints are just as important for
assessment-program desvelopers as tor those developing a training program,
a job-placement effort, and so fortii. The context into which assessment
fs anca local employment and training agency will be discussed further in
Section 1.

Fach individual assessment device must serve a practical purpose in achiev-
tng employment and training agency goals for given clients. Evaluation of
the etfectiveness of assessment techniques or entire programs ay thus be
measured along one or more of the tfollowing factors:

a. Soundness and relevance of assessment results for input to agency deci-
stont mahking.

b. Actual impact on service delivery (measured in terms of stated agency
objectives to provide counseling, training or placement services).

oo Cose of the assessment technique or program (including cost of acquir-
my and implementing the assessment technology; staft time and facil-
thies needed to operate the assessment program; amount of time it takes
to complete the assessment process).



d. Timeliness with which assessment resalts are provided in relation to
other aspects of the service delivery operation,

¢ cleenoy seatt ucceprance ot the assessmerst program and its results.

b Client aceeprance ot the assessment program and its results,

g Unexpected pavotts and negarnve side ¢ffects from assessment, such as
delays in other aspects of service delin ery because of the need 1o assess at
deertain point in the service delivery process,

Assessment, just as much as any other program component in a local employ-
ment and rraining ageney, should be subjected to rigorous evaluation to deter-
mine whethe or not the eftort should be continued and to ascertain what
improvements could be made to inerease overall eftfectiveness and efticiency of
operation. More will be said later about evaluation of assessment programs.
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1I. CURRENT PRACTICES

Overview

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

Portrait of Client Assessment: The Results of Two Surveys

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

The'Mark Battle survey. Inlate 1975, the Department of Labor’s Employment
and Training Administration received a letter from the Justice Department
expressing conzern that CETA prime sponsors might be administering or using
tests in @ manner that would interfere with equal opportunity rights of CETA
participants. To determine the possible validity of this concern, DOL devel-
oped and administered a questionnaire for CETA prime sponsors and their
subagents to complete regarding their use of test instruments in CETA pro-
grams. Mark Battle Associates was requested to analyze data from these ques-
tionnaires and compare findings with the available literature on psychological
testing to determine how appropriately these instruments were being used in
CETA prime sponsor and subagent asse sment programs. The study’s final
report was submitted in 1976 (Mark Battle Associates, 1976).

*Copies of these reports may be obiamed by wnting to Mark Battle Assodiates, 1019 19th Street,
SNOW L Wanhimgton, [ O 200%, and to AL Nellum and Assodiates, 161 Forbes Street, Brain-
tree, Massachusetts 02 184
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An overview of findings from the survey data and the testing literature and
three primary recommendations for further work in this area have been
excerpted from the Battle Associates report and are presented here.

Findings from the survey data

® There wers 2,685 CETA prime sponsors and subagents responding to the
survey.

® There were 321 ditterent tests used by respondents, including USES tests.

¢ The most popular USES test was the General Aptitude Test Battery; second
most popular was the Clerical Skills test.

® Sinty pereent (60%) of CETA prime sponsors/subagents responding to the
survey used no tests in their activities.,

¢ Iwenty-three percent (23%) of CETA prime sponsors/subagents using tests
utilized USES-developed tests.,

¢ Thirty-five percent (35%) more CETA prime sponsors/subagents used
“other '’ tests than those who utilized USES-developed tests.

¢ Four percent (499 of CETA prime sponsors/subagents used both USES-
developed and other tests.

* Only 16 percent of the respondents indicated that they contracted with the
SESA for testing services: only one-third of these had been given training in
the interpretation and use of the test results.

¢ Fifty-nine percent (599%) of respondents did not respond to the request for
information regarding the purpose for which the tests were being used.

The most popular purpose for tests was to assess academic and/or basic
skills and for other diagnostic and evaluative purposes (29%).

Findings from testing literature

® Of the 321 tests used. 196 were not found in the testing literature;* 125 were
reviewed and are discussed in the report,

® Other than miscellancous tests, which were largely unideutified in the litera-
ture, the most frequently used tests were achievement batteries icited 222
times), tollowed by vocation-interest tests (cited 155 tmes).

* Only seven pereent (7%) of the other tests used by respondents were multi-
aputude test batteries, such as GATB.

® bighteen percent (18%%) of tosts being used by CETA prime sponsors/sub-
agents were valid tor specitic occupations,

*1t should be nored that Mara Battle Nssorties” deeess (o the testny lnerature apparently was
YOIV hnded, mans important retercnes are not mentioned dt Al thew report. Thus, this find-

e must beaneerpreted with RECHt valtion.
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® Sixty-nine percent (69%) of tests being used by CETA prime sponsors/sib-
agents were not valid for women.

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

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

® Tweniy-six tests were i the Character and Personality category. Of these,
six employ projective techniques and, therefore, have questionable value as
instruments for CETA purposes.

Recommendasitions

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

to

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

3. Guidelines for future use of tests for the CETA program should be devel-
oped using more reliable data. DOL/ETA should consider aliernative
methods tor collectiag needed information, such as site visits to a sample of
prime sponsors ang subagents. Case studies would be one suggested
approach ipp. §-6).

The A.L. Nellum Survey in Region L1, In 1975, A. L. Nellum and Associates
was contracted by the Department of Labor's Region 111 Regional Office to
appraise vocational counseling delivery systems operating among the CETA
prime sponsors in Region ill, to design a model system for the delivery of
vocational counseling services and to provide technical assistance and training
in the implementation of this systeni. A systematic assessment function was (o
be a part of the svstem.

In pursuit of the first objective, a questionnaire survey (augmented b site
visits leading to case studies in selected prime sponsor agencies; was cond ucted
in late 1978. Some of the most important conclusions drawn from the »urvey
and case studies are as follows:
® The majority of test and assessment activity among those Region 111 agen-

cies responding to the survey is subcontracted to other agencies, most com-
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monly state employment services but also including a variety of private
organizations.

¢ Aithough there 1s a wide variety of test instruments in use, the GATB is the
one most frequently employed by these agencies.

¢ Assessment, like counseling services, is provided on an as-needed basis
tather than through a predes cloped strategy .

¢ The counselor s usually the sole decision maker regarding client progress
through the service delivery svstem, including the assessment component.

¢ Assessment systems differ widely from one prime sponsor 1o another and, in
many cases, within the area served by a given prime sponsor.

¢ Most of the tests used by agencies in the region are paper-and-pencil instru-
ments evidencing little sensitivity to cultural and linguistic differences
among participants.,

¢ Counselors are rarely well trained in procedures of administering, scoring,
aud inter sreting assessment instruments or in using assessment results when
the assessment function has been subcontracted.

\

Findings from the Nellum survey must be qualified by mentioning that
fewer than SO percent of the prime sponsors in Region 11 responded 1o the
questionnaire. This shortcoming was mitigated somewhat, however, by the
cise studies of eight CEFTA programs Nellum prepared. Although these case
studies were not primarily focused on assessment, and typically included only
two or three sentences of information about assessment functions in the given
emplovment and training agency, they did provide a good picture of assess-
mentin the contest of other service delivery functions. The Nellum report pro-
vides the tollowing summary of assessment activities in the eight prime spon-
sors tor which they completed case studies (pp. 66-67):

Usually atestis administered as an initial sereening device to determine an appro-
Prdte trthing acts ity for a partiapant. In cases where the Job Service is respon-
sble tor assessment - the GATB iy administered. Job Service counselors inter-
Prec these resalts inaccordanee with the participaat’s educational background,
avquited shillvand interests. A reterral s then noade.

[One anv] uses e RAT and WRAT for assessment of all participants. Based on
the mrnal anad selt-admired innted results, a referral is made 10 a program actiy-
ty where more in-depth testing is done. The youth program . . . administers the
CAL toall therr parnapants. Goodwill Industries performs in-denth vocational
dvhessment of special-needs parnieipants using the Hester Fyaluation System. In
[tnother aiv] the 46 cnaplovment and tranning subcontractors determine which
testto administer ter ther programs. Phere is no YOUSISIENCy AMong nrograms,

\iE ot the Prime Sponsors admutted the ditficulty m asing tests that were nort
nenmed tor the CEEA population. There is a need tor ditterent tests for youth
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and adults, difterent tests to screen tor oceupational traiming and academic prepa-
ration. The OIC i [one ¢ty | has developed a speaial test to meet the needs of their
program and participant population. A . ., subcontractor which refers the
majorey ot is parscipants to a GED program uses the CAT. This is an appropri-
ate test tor the academic program reterral, but it still provides limited informa-
tion aboat the parncipant™s vocational abilities and interests.

Some of the more sophisticated tests were used in youth programs, [One pro-
gramj evaluates their youth participants with a series of instruments: JESNER
Behavioral Scale, CATLL Independent Reading Inventory. [Another] uses the
COATS system as a pre- and post-test measure of the job-seeking capabilities of
the participants (16-19 vear olds) and as the basis for a prescriptive counseling
system. (Another program] uses the Strong-Campbell and the Career Maturity
Inventory (CMI) and the Holland SDS as tests of vocational interest. [A county
program} has assimilated into s adult programs many of the test instruments
developed and used 1n s vouth programs that it found helptul.

"“Standardized tests, despite these shortcomings, do return some measure of
vocational interest and abiliny ., and also an insight into the academic level of the
individual participant being tested. The value of these tests to the counseling pro-
cess is dependent upon (1) the environment and procedures under which it is
admumstered, 2) the degree and quality of counselor-participant interaction in
the interpretation of the results, and (3) the sharing and communication of the test
rasults with other agencies and programs 1o which the participant is referred. In
many cases, it was observed that the test results were discussed only with the par-
tivipant. The counselor used this discussion 1o make a decision concerning the
partcipant’s EDP referral and then the test results were filed in the participant’s
tolder.

It was observed that sometimes testing and assessment were conducted by pro-
gram agents to achieve thewr contracted performance obligations rather than using
these tools to assist both the participant and the counselor in the decision-making
provess and in the development and finalization of the EDP.

In summars, i all the sites visited, testing and assessment were conducted in
conjunction with a counselor. The problems identified were as wide and as varied
A~ the number ot tests used in Region 11 the overemphasis of academically
ortented mstruments; the fack ot unitormity within Prime Sponsor jurisdiction;
and the limited use of instruments normed to the CETA client population.

Nonaiter what the instrument or the procedure used, the test and assessment
provess should be mcorporated into the larger counseling system. Al Prime Spon-
sors requested techmeal assistance and training ia the use and mterpretation of
tests with CETA participants.

Assessment Program Descriptions

The descriptions presented here grew out of an effort to learn whar was hap-
pening in local assessment programs in employment and training agencies in
the southern California area. Contact was established with a consortium of
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agencies i Orange County, Cahforma, and the author presented several lee-
tures to this group during conterences on assessment. As a result of this con-
Hact, mvtanons tor g site st were estended by several assedsment program

‘coordinators to the writer and * s staft.

Lhese visis ulnmately were used to res rew cach assessment program in
meetings with appropriate statt i order to detive encugh information about
the wav the assessmient program s organized 1o prepare aovery simple sum-
mars about 1t It also was deemed important to include a deseription of what
the U S Employment Service is doing through its Tocal otfig@s in cach state via
dreport on the Calitorn State Fmplovment Service. e deseription of the
Fack Bredm Community Institute was completed without a personal site visit
but contains the same basic categories ofinformation.

PRocR O ST on Carnorsty v oy SEDEvErorsiE ST DEPARIVE ST,
SACRAESTo O oRSI

Description of Agency

Fhe Biplovment Development Department (DD is headquartered in Sacra-
mento, Calitornia, serving the state's population through some 200 field
othices. In addinon 1o is traditional cployment service functions, EDD's
Mt service responsibilities are o provide labor exchange services for job
seehers and emplovers, plus training and cmplovment services for disadvan-
taged chients. EDD has been in operation since 1936, has a current staft
between 13,000 and 15,000 and an operating budger ol 3384 million, with most
tunding provided brom Federal sonrees. As a labor ewchange, EDD provides
1ob scekers and emplovers with labor market information, job requirements,
job-search methods, placement services and follow-up. For disadvantaged per-
soms DD operates g ovaniens of client services, including those organized
through WIN and CEIA, and specialized service centers and assessment
programs.,

Description of Assessment Program

Fhe overall obiective ot FDIS assessment program is to help individual cli-
ents tind meaningtul employment through accurate evaluation of their skills
and porential and to mateh cach client with patential emplovers. Assessment is
destgned onan individual basis and grows out of the one-to-one interaction
between chent and FDD interviewer and counselor. Information is gathered

tor appropnate chient counseling, job matching, or referral o - ~ecialized
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training programs. To accomplish tiiis, EDD utilizes a wide range of stan-
dardized assessment toois, including:

Busic Occupational Literacy Test (BOLT), both English and Spanish ver-
sions (see Vol. 1, Seetion 11). .

General Aptuude Test Battery (GATB), both English and Spanish ver-
sions (see Vol 1, Section 1).

Nonreading Aptiuude Test Buttery (NATR), (see Vol. 1, Section 11).

Specific occupational test batteries. EDD currently has 466 occupational
tests, keyed 1o specitic oceupations and to the DOT system. These are
used to provide selection services to employers, where employers have re-
quested test-selected referrals. All have been validated, and many have
been revalidated to obtain relevant minority group data.

In addition, EDD utilizes specially developed application and screening forms
inorder to gather data on client demographics, job histories, actual and poten-
tial interest and shill areas, and client eligibility for special programs (such as
CETA and WIN). These forms are keyed to Department of Labor require-
ments for informaton and are used by intake interviewgrs who assess client
service needs. Assessment is conducted at various locgt and regional offices
throughout the state which are linked by a computer network.

How the Assessment Program Developed

The assessment program grew out of EDD's function as the state's primary
cmployment service. While initially a traditional labor cxchange and adminis-
trator of Federal unemployment insurance and disability insurance benefits,
EDD has continuously upgraded and expanded its assessment program to keep
pace with Federal programming (such as CETA and WIN), client needs and
labor market conditions.

Current Operation of tke Program

The assessment program takes many forms, depending on client skill level,
employment history, employability and training needs. In general, clients are
firstinterviewed by utake personnel who determine eligibility for specific pro-
grams. conduct inital assc.sment, and link clients with placement inter-
viewers, emplovment counselors, social service or other special program per-
sonnel who conduct additional assessment it needed. Assessment can aeeur in
the tollowing major program componeats:

L. Emplovment Service. This is the basic labor exchange fungtion, where the
objective 1s matching job-ready clients with existing jobs. Following the
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intake interview, clients not eligible for special programs but having mar-
ketable job skills are interviewed; assessed as needed through use of GATB
or speaific aecupational tests: instructed in Job-search techniques; or given
vocatonal traning. FDD offices throughout the state share job orders and
labor market data to offer chients the greatest chance of finding employ-
ment.

For clients who need them, EDD provides specialized services to over-
come empleyment barriers such as lack of education or training, health or
personal problems, lack of transportation or child care, or physical and
mental handicaps. It necessary, the intake interviewer, placement inter-
viewer or imnloyment counselor reters <lients to the Department of Public
Social Services.

Service Center Program. Clients who are disadvantaged and have special
problems are referred to one of eight Service Centers located in economic-
ally depressed areas of the state. Each Center houses an EDD office and
may clude representatives from other agencies who can provide services
such as legal aid, housing, family service, education and training. Clients
are assigned to full-time case counselors who develop individualized plans
talored to specitic chent needs. Each client is assessed by the case counselor
through basic paper-and-pencil tests (such as the GATB and NATB), and
cach is counseled and assisted in finding employment,

The counselor s responsible for guiding the client through the stages of
assesment, employment orientation, job development, job referral, train-
my and, 1if needed, referrar to outside agencies, The major difference
between assessing Service Center clients and Employnment Service clients is
m the amount of personalized attention and services of other social service
agencies available to Service Center clients., '

CETA and WIN. FDD v mandated by the state to administer CETA
balance-ot-state grants to the 28 rural counties not populous enough to be
prime spomsors on their own. In this capacity, EDID works with local agen-
cies o provide manpower assessment, training and resource and referral
swivices. Onee CETA chaibility is determined by the intake interviewer,
avsessment tollows the general EDD Employment Service pattern.

Inats WIN program, FDD provides clients with services stich as labor
market exposure, job-tinding workshops, individualized job-search plan-
g, traunng, career opportunity development, public service employment
and work evperience. Assesment i the WIN program i~ split into two
parts regular assessment, which is conducted by EDD using the Employ-
ment Service basic model, and social service needs assessment, conducted
by the Department of Public Sovial Services.

o each ot is program arcas, EDD assessment is conducted by intake
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interviewers, placement interviewers or employment counselors. Selected
EDD Employment Service personnel receive special training in selecting,
administering, integrating and utilizing assessment tools and data. @his
training 1s conducted by EDD on a regular in-house basis.

Strengths of the Program

EDD's assessment program has several important strengths: (1) Although it is
alarge agency, assessment is geared to the needs of each client. For clients with
marketable job skills, little in the way of formal paper-and-pencil assessment
oceurs. For disadvantaged clients with few job skills, formal assessment cou-
pled with supportive guidance, counseling and training provide data that coun-
selors and job developers need to be most effective in helping individual clients
find jobs. (2) EDD avoids overassessment and concentrates on obtaining basic
data sufficient to meet each client's specific needs. (3) All EDD assessment is
directly linked to Department of Labor and other Federal guidelines, ensuring
comparability with Employment Services in other states and expanding the
client’s marketability beyond local or regional labor markets.

Problems and Pitfalls of the Program
Two specitic problems have been identified within the assessment program:

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

tJ

. Other agencies, such as local vollege, high school~ or the Veterans Adminis-
tration, are not tully utilized or linked to the I DD system, thus wasting
potential resources ¥, 7 specialized assessment,

Future Plans

EDD projects sever o future trends to be developed through or in conjunction
with the U.S. Emplovment Service:

L. A new USES Interest Checklist and new USES Interest Inventory are cur-
rently under development to aid counselors, These are easy-to-administer-
and-interpret assessment tools designed to tap client job interests and are
keved to the Department of Labor's forthcoming Guide for Occupational
Exploration. These toons, along with the GATB, will shorten turn-around
time and provide a standardized and validated job preference screening
System.
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<. Lkages with underutilized local agencies will be established 1o provide

more m-depth and comprehensive assessment programming.

Lo St dard assessmient tools, such as the GATB, will be administered and
scored by computer (this 1~ g long-range goal, at least three to four years
away trom being operationalized).

Prowkan CF FAUStiin Ny SERVICE COtibal of 1Hi
SEQUasS YISy O pora s

Description of Agency

Fhe CETA Unified Intake Service (CUIS) s headquartered in Visalia, a small
town located in California’s Central San Joaquin Valley agricultural region; it
serves Tulare County's population of over 200,000, CUIS is an arm of the Col-
lege of the Sequoias, subcontracting to the local CETA prime sponsor, the
Tulare Counts Human Services Ageney. CUIS's major objectives are to pro-
vide CETA ehgihility, assessment and training programs to all eligible man-
power clients within the county. To attain these objectives, CUIS maintains a
county-wide outreach program, determines client eligibility, assesses voca-
tonal skills of clients, develops client employability plans, identifies appropri-
ate CETA and non-CETA referral programs, and assigns clients to programs.
CUIS s tunded on a vearly flat-rate contractual basis. Clients include econom-
wally disadvantaged minority and unemple, ed persons 18 years of age or over
who have few or no job skills. It has been in operation for over two years and
processes about S000 clients per vear.

Description of Awessment Program

With s major objectives the sereening, preparation and orientation ot ¢ligible
clients for cither traimning or employment, CUIS's efforts are directed towards
client motivanion, assessment and commitment to strive for realistic selt-
generated goals. It does not provide on-the-job training, but refers clients in
need of such services to other subcontractors. Assessment focuses on motivat-
ing chents toward a selt-directed search for employvment and is designed to
assist chients iy job-search techniques, clarifying job skills and interests, under-
standing appropriate emplovment-related attitudes and values, and re. tucing
barriers to employment. To accomplish this, the assessment program consists
of a five-day provess, centering on a one-and-a-halt-day intensive workshop
that uses small group interactive techmiques. During the workshop, vocaticnal
counselors gurde clients through a series of career development exercises
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including emplovee emplover awareness training, confidence-building exer-
cives, and success motivation activities. At one point during the two-day work-
shop, clients are administered a single paper-and-pencil assessment tool, the
Busic Occupational Literacy Test (BOLT) [see Vol. i, Section 1],

I'he BOLT is eaed to obtain reading and math scores atter preparatory dis-
cussions about tests and test-taking and pretests. The client’s performance on
the preteses deternines which level of BOLT will be administered, to avoid
built -in failure and thus chient discouragement.

After the workshop ends, each client receives individualized counseling
from the instructor-counselor about his  her progress, goal . what is currently
available through CETA programming or other services anu what classroom
training is available. It needed, the client is referred for o ning in a number of
possible areas including: (a) work experience, (b) nontramonal women'’s
careers, () 1ob orientation, (4) work readiness and job-keeping, and (¢) special
careers tor the handicapped. In cach of these, a small-group counseling format
iv used. For clients who need OJ 1, reterrals are made 1o an appropriate sub-
vontractor,

How the Assessment Program Developed

Some three vears ago, the CETA prime sponsor approached the College of the
Sequoias about establishing a centralized assessment program. Funding was
secured by contract from the CETA prime sponsor. Each year, the Coltlege is
required to compete tor CUIS tunding. At first, CUIS used the Micro-
TOWER work sample svstem (see Volo 1, Section ). As client volume
expanded, however, this was replaced with the current workshop system
because: (1) CULS was dealing with an increasing volume of clients, (2) turn-
around time was critical tor the program’s success, and (3) the local labor mar-
ket was not highly techiieal and typically did not need the kinds of skills a
work sample svatem was capable of assessing. The workshop system addressed
these problems and was able to capture and capitalize on subjective variables
(selt-contidence, motisation) which enable clients to assess and motivaie them-
selves, Chent evaluations of the system have been positive.

Current Operation of the Program

Clients come 1o CUILS trom the state Fmployment Service, subcontractors,

and through selt-reterrals. CUIS advertises in the local media to attract clients

and pubhicize the program. The tvpical *Emplovment Motivation Assessment

Process™ s as tollows:

Vo Fligihihiy Fvaluation Phase. Clients' eligibility tor the program is deter-
mined by ntake ehigibility nterviewers. in addition to collecting demo-
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graphic and socioeconomic data, the eligibility interviewer gathers infor-
mation about work history, skills training, special talents and career aspira-
tions. These data are recorded and transferred to the clisnt's counselor for
later use. Ineligible clients are referred to other service agencies. Those cli-
ents with immediately marketable job skills receive counseling and are then
referred to an appropriate subcontractor. During intake, clients are given a
take-home, self-scoring practice matn test and are asked to bring the com-
pleted test to the workshop. '

Emplovment Motvation Assessment Workshop. This one-and-a-half-day
session is broken into three halt-day <cgments. The first half-day is devoted
to educating clients about CETA through small-group interactions and
didactic presentations and administering a math and language pretest.
Here, the objectives are to dey clop a self-help environment. inform clients
about the assessment program, discuss expectations and increase motiva-
tion for emplovment. During the second half-day, clients are given the
BOLT (pretest performance determines what level of the test is to be admin-
istered to a given client). In addition, clients are guided through exercises
designed to identity individual attributes, oceupational skills, job barriers
and goals. The third half-dav is devoted to helping clients develop an
emplovability plan. The counselor-instructor leads clients in specialized
activities where they learn o identity perional an*! voeational skills, narrow
employment interest choices, match career goals with realistic methods of
achieving them and evaluate their own commitment to succeed in CETA
programs and to obtain long-term employment. Workshops are conducted
by professional vocational counselors, CUIS staft members are trained and
cerutied in the administration, seoring, interpretation and use of the BOLT
by LS. Departrent of Labor trainers,

Counselor Assessment Integration. After reviewing data from the assess-
rent workshop, the counselor-instructor meets with cach client individu-
ally for one hour. Together, they focus on career objectives, realistic goals,
strengths and weaknesses, motivation and commitment to succeed and
avatlable emplovment programs. Tentative career choices are made, and
the client s informed that his  her decision will be represented at the selec-
tlon comnuttee meeting, which is the nest step in the assessment process.

Selection Commttee. Counselors meet twive weekly to select clients for
countywide CETA programs. Each client's employability plan is reviewed,
and chents are assigned to available openings based on their motivation,
work readiness, economie need, abilitites, work values and emplovment
barriers. Because there are limited numbers of openings, chients not
reterred to CETA programs may be offered other services: work readiness
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training, job search orientation, GED programs, community resource
referrals, or special programs for clients who are hard to place.

Plucement Services, when needed, are provided by the state Employment
Service, abcontractors or county agencies.

Strengths of the Program

CUIS’s Fmployment Motivation Assessment Program is unusual in its empha-
B

1)

on individual client self-motivation and movement away trom more tradi-

tional assessment techniques. Its specific strengths are these:

1.

td

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

. Counselors provide a one-to-one basis for interaction with clients at each

stage of the assessment program, use their time more effectively, promote
maximum client learning and help clients to help themselves.

. Overall, the enure program can result in greater cost effectiveness in the

long run, higher client success rates, fewer client complaints of unfairness
and bias, lower counselor **burn-out’’ rates and effective utilization of
emplovment resources. Some data are available from CUIS to support
these assertions.

®roblems and Pitfalls of the Assessment Program

Although CUIS's program has been successtul in terms of client volume, client
feedback, CETA goals and placement success, some problems have been jden-
titied: '

1.

[ )

There 1s 4 need tor additional staff personnel, vocational counselors and
nstructors to maintain a high level of personalized service to clients.

There appears to be some coucflict in the expectations of CUIS, the CETA
prime sponsor, subconiractors, clients and employers.

. Centralized assessment of some skill areas, such as typing and clerical, is

needed.

A fragmentation of servives often results from the relatively large number
ot subcontractors and the physical distance between all components of the
syatem,

. Orgamzanional and budget constraint problems tend to impede overall pro-

gram sttecueness,
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Future Plans

CUIS anticipates that budget, organizational and related problems will be
resolved as their system gains experience over time and as new service areas are
identitied for program expansion. The issues of interagency communications
and intertace with the community’s employers are currcmly being addressed
and are particularly vital tor CUIS's tuture.

PROGRAN MANPOWER Asst ssvEST & PEACEMESNT SYSTEM (MAPS),
Poacistia Carirorsa

Description of Agency

MAPS is headquartered in Placentia, California and serves the high school
student population of several school districts. As an organizing system,
MAPS' primary objective is to ofter counseling, assessment and placement
services to high school students who need employment. It includes economic-
ally disadvantaged, minority and handicapped students as well as those {from
economically advantaged backgrounds. MAPS has been in operation since
September 1978, and approximately 2,600 students have enrolled for services .
since that date. Funding for the srogram comes from both Federal and state
SOUTCUS,

Description of the Assessment Program

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

COATS yob-matching, emplovability atttudes and skifls components (see
Vol 1, Secnon 1.

b PAR svstem (see Vol 1L Section L),

Culttorng Oceupanion Preterence Svstem (COPS) and Career A hility Place-
ment Surveyv (C-APS), both commercially available job interest and aptitude
sereeing devices.,

Pictorial Interest Fxploration Survey (PIES), a commercially available job
mterest sereening device (see Vol L Section ).
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Assessment is conducted at the local high schools. MAPS has a large, seif-
contained camper which is used to transfer the work sample equipment and is
used as & mobile assessment center.

How the Assessment Program Developed

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

Current Operation of the Program

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

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

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

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

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

S Assessment data are entered on the MAPS computer through terminals at
¢ach school. The computer is then used to match the student with specific
DOT job categories and existing employment services. 1f CETA-eligible,
the studenrt is referred to a CETA agency. If not CETA-eligible, a non-
CETA agency or specitic emiployer is selected for referral. Assessment data
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are made available to the reterral agency. All MAPS referral agencies have
computer terminals; hard copy is provided if requested.

6. It the student s unable to secure employment or training, the counselor
reviews available data, confers with the student, and another referral
source and - or employment area is selected.

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

Strengths of the Program

Major strengths of the MAPS program include: (1) a direct in-school service is
made available to a large number of potential clients prior to graduation or
voluntary termination of high school (this enables MAPS o reach students
before they become unemployed or underemployed); (2) the use of an on-line
computer to input, retrieve and analyze assessment data and then link it with
DOT job cacegories reduces turn-around time; (3) assessment results are made
available to reterral agencies through the MAPS computer system, thus help-
Ing agencies to serve students efticiently.

Problems and Pitfalls of the Assessment Program
T'wo major problems have been identitied:

Lo Traning for counselors is needed, particularly in the effective use of assess-
ment tools such as COATS and VALPAR and in the integration of data
generated trom the assessment progess.

tJ

Linkages with other employment and training agencies (other than in-
tormal contacts and conferences sponsored by state or Federal agencies)
are needed to fill the professional and technical vacuum that MAPS often
tinds stselt i

Future Plans

MAPS anticipates an increased emphasis on counselor training, provided that
adequate funding and statt time can be secured. Recruiting, hiring and train-
ing counelors to augment existing stat't is a particularly important priority for
the tuture,
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PROGRAM AssissMint anD R gUTivtent Cingi R.
NORTH OranGE Cot sy Cosivt N1y Con g tGE Disirict
ANAHEIM, CALIFORN A

Description of Agency

The Assessment and Recruirment Center is located in Anaheim, California,
and serves a large catchment area in northern Orange County. Clients come
from lower socioeconomic groups; about two-thirds are seeking employment,
and one-third desire job training. The Center receives financial support largely
through contracts with three North Orange County employment and training
agencies. The Center began its-tfull-scale assessment programs in May 1978.
The Center's contracts require processing a total of 3,600 cuents and assessing
at least 700 clients per year.

Description of Assessment Program

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

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

FVALPAR system (see Vol. 11, Section 11).

Strong-Campbell Inzerest Inventory, a widely used, traditional occupational
interest profile (see Vol. 11, Section D).

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

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

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

Assessment Summary Form, an in-house tool used to give clients and refer-
ral agencies a brief summary of assessment data.
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Chlient Observation Form, an wm-house form used to record observed client
behavior during assessment. The referring counselor, assessment technician
and vocational counselor st comments on ateas such as ability to communi-
cates assertiveness, appearance and physical limitations,

Emplovment & Traiming Plan Form, an in-house tool used by counselors to
summarize the client’s goals, interests, abilities, barriers to employment and
traming and recommendations.,

Assessmient s conducted at the Center's assessment tacility—a recently
acquired, modern, single-story building that houses staft otfices, client coun-
seling areas, work sample statians and COATS audiovisual systems. The
Center is headed by a tull-time coordinator, and its staff includes specialists in
assessment, recruitment services and vocational programming.

How the Assessment Program Developed

The Center s an arm of the North Orange County Community College Dis-
trict. It was developed 1o supply assessment and recruitment services for three
major North Orange County employment and training agencies.

Current Operation of the Program

Clients are referred to the Center from other agencies in the catchment area.
They spend from 24 to 18 hours in the assessment process. Once recruited and
referred to the Center, the typical process for clients is as follows:

L. Anninal interview with a counselor determines eligibility and current level
of job readiness. For clients who are appropriately skilled, referral is made
toeither the state emplovment service or other employment programs, such
as Public Service Fmployvment (CETA).

2. Most chients are given the COATS job-matching module. The COATS liv-
ing-shills module and the VALPAR work sample and evaluation system are
utilized with chents for whom they are appropriate. Criteria for use of these
assessment tools include the client’s educational level, career interests,
work history and physical or emotional problems.,

3. For clients with higher levels of formal education (college and trade
schools), specialized skills, or eligibility for Public Service Employment
programs, the Strong-Campbell Interest Inventory, Career Assessment
Inventory, and Temperament & Values Inventory are administered. These
istruments are used by vocational counselors for assisting clients in transi-
tion to other careers. Work samples are not used for these clients.
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4. Results trom assessment are interpreted by a counselor who works with the
client to arrive at a comprehensive plan that will lead to additional training
oremployment. :

¢

5. All CETA-eligible clients are referred to an appropriate CETA agency or
program. Chents not ehgible tor CETA programming receive placement
recommendations and are referred to local employment services.

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

Strengths of the Program

The Center’s assessment program has several important strengths: (1) an abil-
ity to handie clients with widely diverse employment histories, educational
achievements, career interests or special physical or emotional handicaps; (2) a
physical plant designed to accommodate a relatively large client volume and to
tacilitate the use of work sample systems; (3) a well-trained professional and
paraprotessional statt that is skilled in the use of the assessment tools; (4) a
commiiment to etfectively utlize high-technology audiovisual and work
sample systems.,

Problems and Pitfalls of the Assessment Program

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

Future Plans

Toresolve some of the problems identified above, the Center has taken actions
to reduce wrn-around time to not more than eight days and hopes later to
reduce that to five days. The Center is adding more COATS hardware and
increasing its facility size, is attempting to reorient the assessment procass to
minimize overassessment and is referring non-English-speaking clients to a
local mini-school prior to full-scale assessment.,
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The Center also plans to add the JEVS system to its assessment process and
to add a visual-acuity instrument. It is impottant, Center staff have discov-
ered, to measure visual acuity of clients accurately, Finally, there is an expecta-
tion that contracts will be added to assess an additional 600 to 700 clients in
1979,

Proar st Jack Bre s Cosian NEEY INST T,
Eosiontos, A st ria. Casana

Description of Agency -

The Jack Bredin Community Institute, located in Edmonton, Alberta, Canada
(pop. 500,000), presently provides training in offset printing and office skills
for clients over 17 years of age who have not been satisfactorily employed due
to personal, social and  or economic difficulties or insufficient formal educa-
tion. Enrollment in each program is limited to five or six trainees at a time and
lasts 1210 20 weeks. Adjustment to the work environment is an integral part of
the skill training and is supported by sessions in human relations, interviewing
skills and temporary work experience placement. The Institute draws two-
thirds ot its clients from native Indian populations. Immediate employment on
completion of training is the major goal of the program. Funding comes from
Federal and provineial manpower agencies and from private grants.

Description of Assessment Program

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

How the Assessment Program Developed

In designing the assessment component, three factors were taken into account:
(1) Referring agencies were doing some screening, thus eliminating a need for
an claborate intake process; (2) most applicants were native Indians—inter-
views with them would be of a cross-cultural nature and designed to overcome

29

2

e



E

reluctance to revealing personal information—while other applicants had a
history of emotional problems; and (3) the interviewers had no professional
training in interviewing or counseling. With the help of the Institute’s research
assoctate (from the University of Alberta), a four-page, casy-to-read admis-
sions form was created to elicit basic information. The interview format was
purpdsely left relatively unstructured on the premise that starting with a car-
ing, common-sense approach was a better alternative to a crash course in
counseling or administration of potentially threatening, complex assessment
tools. As there were no successful Eross-cultural assessment models to follow,
the best guide appeared to be the insights and experiences gained by two inter-
viewers who had worked with native Indian men and women on other projects
in nonprotessional capacities.

Current Operation of the Program

Two hundred and ten individuals (117 Indian) reterred by some 30 agencies
have beenp assessed 1n two vears, with about one-thjrd accepted. Assessment
begins with the first telephone contact made by agency or client. The first
interview process, lasting about an hour, concentrates on giving facts about
the program and gaimng information on the applicant’s education, goals, per-
sonal situation and employment history (it any). The following interview
allows tor a difterent interviewer's perspective, as well as the chance to focus
on potential problems, such as with children or alcohol. The final interview
fills in any information not gathered by the first two.

Fach applicant also receives appropriate tests of aptitude in working with
printing machinery or tor level of English and knowledge of the typewriter
Kevboard. Further relevant information may be requested from the referring
AgenUy.

The Admissions Commuttee rates each applicant as “‘acceptable,”” **not
acceptable.” or reconsider at a later date,”” and the decision is relayed to both
the ageney and the chent. It not acceptable’ for the next course opening,
alternatives are recommended —vocational upgrading, life skills training, etc.
Assessment results tor “aceeptable’ applicants are used to indicate special
areas tor concentration during the training.

Although there s no formal training program for interviewers, several crite-
t fve been established for selecting them: (1) four vears of experience in
workmg with a vgevne statt at a local native printing and secretarial firm
and or equinvalent expertence on cihee similar projects; (2) an understanding
of the native Indian people through a wide range o0 persenal friends and con-
tacts: and (1 a personal ability to communicate eftectively with nadi*» Indian
people. The emphasis, then, is on personal skills in dealing with a unique client
population. Lack of such shills can result in alienaung chents and limiting the
amount ot imtormation that can be obtained.
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Strengths of the Program

So far, a formal study of the assessment component of the Institute’s program
has not been made However, feedback from referring agencies has been grati-
Pving. Parucularly encouragmg have been favorable comments from two
tespected Indiansstatted agencies- Native Outreach (employment placement
ageney) and Nanve Counseling Services - and the increasing number of refer-
rals trom former native traimnees. .

The Institute’s assessment program is especially interesting because of its
rehance on mdividual iterviews 1o obrain information from clients whose
backhground v of 4 nonmainstream culture, Specific strengths include: (1) a
one-to-one nteraction between clients and interyiewers designed to elicit per-
sonal imformation in a friendly, relaved, nonthreatening manner; (2) the use of
interviews rather than tradinonal paper-and-pencil or high technology assess-
ment techniques, which fosters client involvement in cach step of the assess-
ment provessiand (3 recrinnmg assessment interviewers on the basis of experi-
cnve with the chent population rather than on specific formal professional
traming.

Problems and Pitfalls of the Assessment Program

Fhe fime spent on interviewing presents a problem for the small staff of the
Bredin Instuate, but shortening the interyiews would be detrimental 10 the
overall assessment. Applicants for the courses are frequently quite resistant to
disclosing imformation about thetmselves, however relevant to their admission
to the Institute. In the Indian people’s culture, questioning—especially on per-
sondl matters—-is considered rude and it is deenied APpropriate to answer eva-
sivelvo Many Indians present a kind of passive defensive shield to hide lack of
contidence in the presence of white people, which is often misunderstood as
Lack of motnvanon, There also are misunderstandings in communication due
ton inadequate knowledge of the English language. Applicants warm, how-
cver toan mterviewer who s ot in a hurry, who questions obliquely rather
than directly . and who histens instead of mterrupting when conversation drifts
AW Trom the maim topies ot the interview. Details of past employment or
mentton of personal worries, or even of tuture plans which do not appear to
inchude permanent L'mplo_\ ment, are then often torthcoming,

Apphcants who e not Indian may present a ditterent kind of challenge tor
the mrerviewer. These chients are trequently on the detensive, Theyv feel
ashutined 1o be on social assistance or they fear disermmnation because they
have had . mental lness.



Future Plans .

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

Analysis of Exempiary Programs

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

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

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

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

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

Major Problem Areas

Much progress, the preceding descriptions tell us, is being made in developing
assessment programs that can contribute meaningfully to improved service
delivery in employment and training agencies. Both research evidence and
common sense are being used in the development and refinement of such pro-
grams. However, it is equally evident that a number of operating problems
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remain. The problems outhined below are based on the five assessment pro-
gram descriptions, the two reports (one with its own set of case studies)
described carlier in this chapter, and on the author's own informal observa-
tons via contact with hundreds of employment and training agency profes-
sional statt over the Jast several years.

to

Assessient i employment and raining agency settings seems to be in a
constderable state of fluy ar the present tme. Many programs are new,
and i other cases, mternal changes seem to be the rule rather than the
exeepiion. s anterpated that this luctuanon will increase over the next
vear or so, as the impact of the new CETA reauthorization (with its
specttic encouragement ot chient assessment) is felt.

Eyen in some of the exemplary programs reviewed in our case studies,
Instruments are being used that appear inapplicable for a substantial pro-
portion of the target population for these employment and training agen-
cies. These are wests designed for use with the mainstream, nondisadvan-
taged population having no limiting aversive reactions to tests or limited
evperience with the kinds of behaviors testing procedures require. This i
surprising, in light of these agencies' otherwise strict attention to the indi-
vidual client needs where client assessment is concerned.

< Assessment techniques designed 1o measure psychopathology and that

require & high degree of sophistication to administer, score and interpret
are being used. Tests such as the MMPI and Rorschach have no placein an
employment and training setting except under the most specialized of con-
ditions (e.g.. an agency program directed at a significant number of
recently released mental patients, with careful participation in and super-
vision of testing by a clinical psychologist or comparably trained individ-
ual). Even generally good training in assessment does not provide an ade-
quate base for use of these very specialized tests. Their lack of relevance to
most employment and training goals is sufficient justification in and of
itself for theis elimination.

Assessment staft are often inadequarely trained to administer, score and
mterpret results from techniques their program uses, even if the devices
themselves are appropriate.

There v a4 tendency toward faddism in the use of assessiment devices
brought on m part by the increased appearance of devices offered by com-
mercial firms. These firms engage in substantial marketing eftorts to con-
vince employment and training agencies (o buy their products, and in
some cases, the imtensuy of the marketing effort may obscure the lack of
worth or lack of relevance ol the particular assessment tool.
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6. Although itegration of assessment into the service delivery function is
perhaps accomplished better for the case study programs reported here
than in most other situarions, there is still a problem of physical distance
and lack of communication that inhibits full utilization of assessment data
i the decsion-making process.

7. Although techmques are needed now, toduy, many of the promising
assessment technigues discussed in this volume are still in a fairly early
stage ot development. Ever those created by the U.S, Employment Service
and subjecied to extensive field testing and evaluation are still relatively .
recent, leading to an inescapable conclusion: Where severely disadvan-
taged populations are concerned, the resources for assessment are definite-
Iv underdeveloped. The situation is getting better, but the problem of
shorttall remains serious.

8. Using a stringent rule of cost effectiveness, some assessment procedures
collect too much information relevant 1o given goals. A simple checklist of
job history may suttice it only three possible jobs are open. When the goal
I5 to place many applicants as quickly as possible, fine discriminations
based on sophisticated measurements can be both wasteful and useless. On
the other haad, in attempting to identify what factors are associated with
long-term program success, complex assessment of the client and his/ her
environment mav be warranted.

Y. Methods tor evaluating the utility of assessment programs in local employ-
ment and training agencies are underdeveloped; many programs are not
evaluated at all.

10. Some counselors—and clients—resist assessnient programs because of a
general suspicion of psyehological assessiment, unforiunate prior experi-
encesand avariety of other problems.

11, There is now legal liabiligy tor all employment and training agencies with
respect Lo assessment, bised on the Uniform Guidelines mentioned earlier; -
actual lawsuits are beng filed by clients claiming that assessment discrimi-
nated against them in being placed for training or employment.

12, Often there are unrealistic expectations about what assessment can yield,

and this. e some cases, has been fostered by commercial developers
promusing much more than they can actually deliver.

13, Assessment sometimes is used as a erutch or as a way of distanding agency
staft from Jients.,

The effective client assessment program must grapple with these problems;
some suggested problem-solving strategies are given in Section 1.
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l11. DEVELOPING AN ASSESSMENT PROGRAM

What's Covered in this Section

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

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

Assumptions

The concepts discussed in this section all rest on the same basic assumptions:

L. Client assessment is not only encouraged strongly for all CETA-sponsored
programs under the new legislation—it will by definition rake place wher-
ever there is more than one service delivery option for an agency’s clients.
That is, some gathering of information from which decisions can be made
v anevitable when there are choices regarding which of several options for
service a client should be directed to, unless one simply flips a coin to make
the choice. Assessment may be unsystematic; informal, based on counselor
hunches or what clients ask for, but it will oceur, The only question is
whether a relatively more formal and systematic process wili help to serve
chients better.

tJ

Assessment programs must be tailoied to fit local circumstances: No one
model or approach., and no one assessment technology. will meet all agen-
cies” needs. Thus, the planning tools laid out in this <hapter must be evalu-
ated n light of how a given agency operates, the kinds of clients it serves
and the types of services 1t provides. Also relevant are the backgrounds,
vapabihities and attitudes of statt toward assessment.
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1. One of the most basic decisions that has to be made about any assessment
program is whether it will be conducted in-house or subcontracted. QOpera-
tion of a subcontracted program will be substantially ditterent from that
tor one developed or retined in-house. This section will attempt 1o address
both alternatives.

4. Installing or revising a client assessment program i like carrying out any
other type of significant organizational change—it is likely to work better if
it 1s well-planned, if stat'f of the organization are decision-involved in the
creation and operation of the program as much as is feasible, and it there is
systematic tollow-through on program design so that operating problems
and needs for improvement can be tended to systemadtically rather than
haphazardly or not at all.,

Basic Elements of an Assess:.ent Program

The tollowing chart summarizes the most important components of assess-
ment programs in local employment and training settings. It is intended to be
fairly comprehensive, including subdiv.sions that may or may not be present in
a given program. For example, in a relative ly simple assessment effort, setting
individualized goals for assessment may not be necessary, since everyone
receives fareely the same treatment, Pretesting orientation may or may not be
part of the assessment program; depending upon the type of client served, it
may or may not be necessary.
Elements in this chart are discussed separately below,

BASIC ELEMENIS OF AN ASSESSMENT PROGRAM

Selection into assessment program
I

Setting individualized goals of assessment
I

Pretesting orientation
T

[ Administration of assessment techniques
L T
[ Debriefing of client following completion of assessment

T
Seoring of each technique administered
1
Preparation of assessment results 7 report
I T
Feedback to counselor or other agency staff
T

Feedback to client
T

16




K2

Q

ERIC

Aruitoxt provided by Eic:

[ Follow-up on assessment ]
I

L Records storage ]

P 1

[ Evaluation of assessment program j
) §

L Progeam improvement based on evaluation results —I

Selection into assessmrent program. For any program serving a reasonably
broad mux of clients, it is likely that not all ¢lients will need to 80 through the
assessment program. For example, if the program is geared primarily toward
providing specialized services for severcly disadvantaged clients unfamiliar
with standardized testing materials, a relatively well-educated and job-ready
client may not be able to benefit much from assessment. A brief interview fol-
lowed by a training or placement referral may be sufficient. Therefore, with a
diverse clientele, it is essential (o be systematic in deciding who is to participate
in the assessment program.

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

Client involvement in goal setting is important. Clients often are well aware
of what information about their vocational needs, interests and abilities may
be relevant to their employment goals. Many have been through service pro-
grams betore; time and energy can be saved by learning what the client knows
betore proceeding further. Second, client Loceptance of the assessment process
is likely to be higher it goals are set conjointly with the counselor or assessment
coordinator. The client will then know what the goals are, can appreciate
assessment as something that leads to a real end product (i.e., getting training
or getting a job) and can begin to develop a sense of ownership in the service
process itselt,

Pretesting orientation, Particularly for severely disadvantaged Clients, getting-
acquamted experiences with assessment are critical. Pretesting orientation
helps to reduce anxiety, increase understanding of how assessment will pro-
ceed and help- further to establish the relevance of assessment to later employ-
mentand training services. In cases where client anxiety is very severe, pretest-
tng orrentation could involve the use of stress-management t'cchniques such as
relaxation exercises.

Theré s an expression in computer sciences: “‘garbage in, garbage out.”
That expression may untortunately apply quite well to an assessment program
not having pretesting orientation, since it is difficult 1o interpret assessment
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results for a client who was highly anxious, hostile, or simply confused about
the assessment process.

Administration of assessment techniques. Though details. of administration
vary according to the particular lcchniquc} used, the general environmental
context of assessment that 1s needed for suc®ss does not. The physical space
where assessment oceurs should be clean, auractive, quiet and relatively free
of distractions and appropriate both to the nature of the assessment process
and the kinds of people who are being assessed. Proper test administration

. also s @ necessity,

Debriefing of client following completion of assessment. This critical step is
often ignored n assessment programs that tend to follow the so-called medical
model-—the counselor or assessment statt person as expert and the client as
passive recipient of service, This approach may create difficulties for at least
two reasons. First, during debriefing, the client may provide some critical item
of information that will help in understanding the results of assessment. For
example, one page of the client’s question booklet might have been blank
because of a printer’s error. Second, debriefing helps further to allay client
anxiery about assessment and to provide an opportunity for initial counseling
about tae use of assessment results,

In some cases, with godd debrieting clients may be able to select tor them-
selves job options or training alternatives. The experience of being assessed,
especially where work sample approaches are used, can generate many insights
that debrieting can help turn into concrese opuons for taking action,

Scoring of each technique administered. [t is important to have well-trained
personnel o seore assessmeni devices accurately. Quality control procedures,
e.g.. periodic double-checks on scoring accuracy, are also highly desirable.

Preparation of assessment results report. Whenever assessment results are
prepared tor teedback, the most critical question is, **To whom is this report
speaking?™™ Assessment results used for administrative or evaluative purposes
mayv tane quite a ditterent form from what i intended for use by a counselor
or tor teedback directlsy toa chient.

A

Feedback to counselor or other agency staff. Whoever is responsible for mak-
g decisions about a given client needs to have access to assessment findings.
It makes hittle sense to teed back oely an overall rating it there is anvthing to
learn trom o tuller presentation of the data about a given client.
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Feedback to client. Although clients may need to have edited and simplified
versions ol assessment results to be able to understand them and to avoid mis-
interpretation, one should not underestimate the capacity of clients to learn
trom s hat came out of the assessment. For example, giving a client the chance
to compare his or her internal expectations about performance with the reality
can be a growth-encouraging expetience.

“Follow-up on assessment. 11t is important to checkh with the counselor, other

agency statt, and, it possible, the client to learn whether the assessment **filled
the bill'" This is ditferent trom program evaluation, since it is immediate and
individualized to the given client. Such follow-up may be especially helpful if
the assessment program is multitaceted and few clients are likely to receive .he
total packhage: with follow-up, 1t can be determined whether or not any needed
part of the assessment package was inadvertently omitted for a particular
client.

Records storage. Provision needs to be made for storage of whatever records
are required tor tollow-up work with the client, tor program monitoring and
evaluation purposes and for oter administrative purposes. Given current legal
hability for decisions made as a result of assessment, it may be quite imporant
to heep on hand not only any reports prepared bui also actual assessment
records such as answer sheets.

Evaluation of assessment program. Criteria for evaluation of assessment pro-
Rrams were presented in Section 1. Having an ongoing monitoring eftort is
important not only 1 order to meet Federal or other sponsor reporting
requirenients but also in relation to making the program better over time.

Program improvement based on evaluation results. It should be assumed that
no-assessment program is pertect. The assessment program should be struc-
tured ~o that evaluation findings can be implemented and also so that sugges-
tions regarding program improvement can be submitted by assessment staff,
counselors and other staft of the agency and by clients themselves, In many
viases, real improvements i the assessment operation may emerge from the
suggesoons cients nuhe.

Naturally, chgibility determination and direct client matching also may
oceur an the Level 3-type programs, and the distinctions between the three
types ot program models may not always be yuite as clear in practice as they
are m Bruno's discussion. In terms of the main Gperating components of
awesment programs, however, Bruno®s scheme does capture most of the rele-
vant dimensions. Reterring back to the seven purposes of assessment given by
the author in Section 1, close correspondence can be seen between that set of
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coneepts and Bruno®s levels ot assessment.” escept that the latter do not
include the levels of program evaluation and participation in research efforts.
Clearly, the lgher a given program moves on Bruno’s twin hierarchies of
assessient program characteristics, the more complicated the program
becomes. Making this classification initially in developing or refining an
assessment effort may, therefore, be of value, since it may help program plan-
ners to appreciate fully the complenities of wiat they are creating. For exam-
ple, under Progam Model 3, where assessment functions primarily in a track-
ing or referral capacity, the program should include a mechanism for coor-
dination of goals and priorities (or assessment among the several agencies, so
that contlict and unproductive overlap in assessment eftorts will not oceur.

Planning Checklist

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

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

The checklist also can be used to review an existing program in order to
determine what might be missing, what could be improved and how to respend
more creatively and eftectively to the challenges presented at the beginning of
this volume.

Two main paths are provided tor in the planning checklist. One is for an in-
house assessment program to be run by employment and training agency staff
themselves, and the other is for a subcontracted program that would actually
be operated by staft in another agency, such as a state Employment Service or
private, protit-making tirm specializing in assessment.
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Following the checklist is a discussion of most of its main’steps. In some
cases, reference is made to other sections of this Manual 10 provide the
necessary explanation,

PLANNING CHECRLIST FOR DEVELOPING AN ASSESSMENT PROGRAM

Serung objevtives that refate 1o the areneyanditsmisson, ...

Makig decision as 1o tocanon of assesspient program: in-house vs. subeon-
tracred ..., ..., e e e e

In-house Program

Determimng what resources are available 1o SUpport the assessment program . . . .

Ascertaming how assessment would fir in with overall agency operation —
including refationships with local emplovers and with other service agenvies ...

Creanng planning commitiee for dssessment programwithin ageney. . .........

Determimng kev person ot persoms 1o be responsible for assessment program
development e e T

Determimimg alternatives for staft invol ement in program Jevelopment . ... . ...
Informanon search for usable assessmen techniques ..o oL

Reviewmgidenntied techiiques. ... oo ‘

Selecting pachaged techmygues or Programs. ... . o o o
Developng a techmgue or PIORIAML. . e
Adapnng an assessment technique or program ...
Determinimg complianve with the € mform Guidelines on Employee Selectior. . .. .

Determining the costs of assessment (materials, staff rraining. facilities and asso-
ciatedindirecteostsy oL

Formahzing an overall plan for the assessment program ....................
Seleching assessmentstaft oo

Traimng staftoL oo

4]
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Subcontracted Program o

Defining needs for assessment input .. ... ... i e e

Considering subcontractoralternanves ... ... . .. i
Stare Employment Service?
University or college?
Private nonprotfit?
Private tor profu?
Muaking contact with potennal subcontractors . ... oo o e e
Evaluating the aliernative ... .. o P

Determining costs of assessment (including indirect costs not in estimates of
AN PrOVIARIN) Lo i i e e e e

Writing the subconIract . . .. e .

Developing the conncdtive system 10 suppott subcontrdet operation (v.g., how
assessment wall teed into agency service operation) . ... ... .. ... .. ... i

Determining compliance with the Uniform Guidelines on Employee Selection. . .. !

Putting the subcontract prograininplace ... ... it it i, [
Regularizing ongoing operation and troubic shooting . . ..o v oo v, i
Implementing reviews TRk ALUATION ACtIVILI®N .+ v e v e e e eee e il

Steps in Program Development

Setting objectives and relating these to agency services and mission. Just as set-
ting assessinent goals is important for individual clienis, so setting overall
goals for what assessment is expected to accemplish will help a program to
develop in ways that maximize the efficiency of the agency’s service delivery
efforts. Also, establishing the objectives that the assessment can be expected to
achieve helps determine how much the assessmer't should cost and how much
assessment is enough. These objectives, in turn, :hould be related to the <ec-
ond step (below).

In-house vs. subcontracted assessment program. For some employment and
training agencies, this decision may be mandated by regulations under which
the agency operates, or theie may be a completely free hand in deciding
whether to maintain asssessment on the inside or contract it out. Cost may be
the determining factor or av~:lability of in-house staff to undertake assess-
ment. For example, if an employment and training organization operates
under the umbrella of a government agency (state or local) and if there is a hir-
ing freeze on personnel, it simply may not be possible to bring in qualified
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assessment statf to run the assessment program. Under such circumstances,
rather than compromising the goals and objectives of assessment in order to
make do with untrained people (or with too few people to run the operation
adequately), it may be beter (o contract the program out—if that is otherwise
a feasible alternative.

The following suggestions are relevant to the planning checklist Jor in-house
programs:

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

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

Creating a planning committee. Staff who will have responsibility for assess-
ment and personnel whose work functions will be affected by whatever azsess-
ment provides should be represented on this planning committee. In a large
agency, the committee might be six to ten persons. Ina smaller agency, two or
three members might be sufficient. The point is to have represented all those
who ultimately will be affected by the assessment program. It might be helpful
to include one client or former client on the planning committee to provide in-
put from the client perspective (in some situations, this may not be feasible,
¢.8., if there is strong resistance 1o the idea by the agency director).

A planning committee is especially important when a formal assessment
program is being installed in an ageacy for the first time. There can be consid-
erable psychoiosical resistance among staff to a new assessment system—it
may interfere with othier activities (or seem tc) and will use up resources that
staft may teel could better be jivested clsewhere. Staff participation in plan-
ning the assessment program can promicte program acceptance; peaple are
much less likely. to resist new programs if they have had a hand in creating
them,
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Key persons. Although the above-mentioned committee may play a critical
role in plunnming tor assessment, 1n the last analysis, one or two individuals will
likely be primarily responsible for actually implementing the assessment pro-
gram once the planning has been completed. The key person or persons need
to be clearly identified and adequate authority given to them so that they can
do the job of creating the assessment program without undue interference
cither trom other statt or from bureaucratic red tape.

Staff involvemeni. In addition to the planning committee's activities, certain
aspects of assessment program development can proceed best if there is an
even wider statt involvement in the development process. For example, when a
planning committee has created the basice design for an assessment program,
this design could be transcribed on paper in the torm of a short planning
repott of document and then circulated tor review by the entire staft of the
employment and training ageney. In general, the broader the review, the more
usetul the suggestions that will be obtained and the more built-in aceeptance
for the program that will result. Another approach may be to hold a staft con-
ference at which the basic assessment program design could be presented, with
time allotted tor questions and answers and tor review of the program design.

Information search. T'he appendix presents background required tor this step.

Reviewiny identified techuiques. Once an ageney has decided what it wants to
avcomphish with assessmient and has formulated a number of alternative
approaches to meeting those objectives, the basic question becomes one of
how to review available options for assessment techniques and then make deci-
sions. One mitial step s to develop criteria the particular program of assess-
met should meet. What are the cost limits? What are the time limits? What
are the client characteristies? What are the statt capabilities in regard to assess-
ment? These all may set limats that will help to weed out certain identified
assessment approaches as not teasible for a given situation.

Consultants on assessment. In some cases, despite the presence ot qualitied
people within the ageney to help in developing an assessment program, the
task of setting iy place a compley package ot assessmient services may regulire
ontstde consultation, If an agency determines that such consultation is needed,
care must be taken to select individuais who can provide the expertise required.
For example, protessors i local college or university departments of psychol-
oy or education often may have the required background in psychometrics
but lack practical expenience in employment and training services. By the same
tohen, individuals who are highly knowledgeable about emplovment and train-
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ing issues often do not understand enough about psychological assessment to
be able to contribute good mput 1n that area,

A good way 1o start hunting for a consultant is to check with another
cmplovment and trasmng program that has previously established an assess-
ment program. Much usetul mput can be provided aboutr problems encoun-
tered and solutions obtained, both in terms ot selecting a consultant and often
on a whole range of assessment program development problems. In some
cases, the best consultant 1o retin may be the leader of the assessment pro-
grant development eftort at another agency.

Packaged techniques or programs. Iwo immediate options tor *‘ready-made’™”
special assessment techmiques for the severely disadvantaged are the state
Employment Service and commercial test developers. Volume I and its appen-
dices provide spectfic access information. An impo. tant general prineiple to
remember is that any organizanon having only one or a small number of
assessment techmques to recommend for a particular ageney is likely to do just
that  recommend what they have available! The reality is that sellers of com-
merctal assessment devices may undertake quite a “hard sell” in order to get
anagency 1o buy what they have to offer. This may include making unrealistic
claims about the benefits to be expected from assessment, minimizing possible
operating problems and sometimes downzrading other available options.

Moreover, many distributors of assessment materials in the commereial see-
tor are not themselves psvchometrically sophisticated and they are usually not
the creators ot the material they are tryving 1o market. They are in business to
mahe a profic by selling assessment tools or systems that someone else has
credted.

AL ot this s not to say that an ageney cannot safely purchase commercial
nsessment uistruments --far from i, In many cases, a commerctally available
dassessment toeh or package may be i correct choice to meet o particular need,
A valuable techmcal assistance may be available tor its implementation. The
avadabiiy of traming and maintenance services is, in fact. one of the pringi-
pabadvantages to some commercial svstems.

By the same token, state Fmiplovment Services provide several assessment
devices designed expresshy for severely disadsy antaged clients. |ike the com-
metcial test marketers, Fmpiovment Service personnel are apt to recommend
what they have on hand. However, they also have training and tollow-up ser-
vices avalable, plus the key advantage ot a very farge, ongoing research pro-
gram tor generating vabidiy, rehability and normative dara regarding these
pivtruments,
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Developing a technique or program. In some cases, particularly if the purpose
of assessment is quite simple, a brief form or questionnaire may be suftficient
to derive the information needed. Staff of an agency, especially those with
some prior experience m psychological assessment, may be quite capable of
producing such a torm on their own. Several of the Assessment Program
Descriptions in Section 11 make clear that this can be done.

In special circumstances, large agencies with equally large budgets for
assessment might comnussion the development of an assessment technique or
package by an individual or organization having appropriate capabilities.
However, this option 1v often beyond the means of most employment and
training agencies, which have limited budgets for assessment activities.

Also, there are many dangers in creating one's own technique or program
unless sutficient resources (including required expertise in psychometrics) are
available for that task. Not the least among the dangers of this approach is
that of legal lability, since **roll vour own"’ technigques developed with little
attention to validity or reliability requirements may be highly suspect.

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

Compliance with the Uniform Guidelines. In the past, employment and train-
ing agencies have had relativelv little interference from government agencies
with regard to client assessmert. That situation is now changing. The Mark
Battle Associates study in Section 11 was commissioned because the Justice
Department was concerned with the possible adverse effect of assessment pro-
cedures on disadvantaged clients of employment and training agencies. The
writer also 15 aware of Congressional investigations into assessment practices
used by CETA prime sponsors. Finally, lawsuits charging discrimination are a
reality that an increasing number of local agencies may face,
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Any assessment program, therefore, must be dev cloped with full cognizance
of what the law 1s and what hability might result from selecting certain options
for assessment. Program developers should begin by reading the Uniform
Gudelines on Emplovee Selection Procedures (Federal Register, 1978, Vol. 43,
No. 166). Consultation may also be available from state Employment Services,
the ULS. Emplovment Service or the Office of Federal Contract Compliance.
An especially vaiuable step may be to consult with other employment and
training agencies to discover how they have dealt with the issue of liability and
how successtu] these strategies have been.,

Determining costs. Once a basic operating plan for the assessment program
has been developed, itis important to sketch out in more detail what it will cost
in terms of matenials, training of statt, tacilities needed and associated indirect
COsts (e, transportation ot clients 1o a different physical site for assess-
ment—a step to be avoided 1t posiible). Administrators of the employment
and training agency may find it desirable to require that those planning assess-
ment prepare an overall cost report that estimates the cost of assessment per
client, broken down according to basic categories (cost of materials, staff
time, cte.).

Formalizing overall plan. After both a technical plan and cost plan tor the
assessment program have been reviewed by appropriate agency staff, an over-
all plan can be put together, perhaps in a written report. This will serve as the
**Bible™ for operationalizing the assessment program.,

Nelecting staff. A tactor sometimes neglected in selecting among existing staff,
or hiring new people, with respect to an assessment program is whether the
individual in question has an interest in client assessment. Individuals with
bachgrounds in psvehology or education may be the most likely to have such
interest and perhaps to have relevant technical skills as well. In any case, selec-
tion needs to be on the basis of competence in assessment, or potential for
learning such skalls, which is partly a function of interest or motivation,

Training staff. Depending upon what in-house expertise is available, training
of staft to admunister and use assessment tools may be conducted by agency
personnel or may require outside training activities. Local colleges or universi-
ties may be contacted regarding available courses in psvchometrics, and, in
some vases, tramming may be provided through either the Employment Service
or 4 commervial test vendor. Also, consultants retained for program develop-
ment purposes otten may have the skills to conduet statt training sessions.
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Validation efforts. Parucularly atter reading the Uniform Guidelines, assess-
ment program developers will be paintfully aware of the need for gathering
data regiarding the impact of the assessment program. As a very beginning
cttort, routine record heepmg should inclide eatering both a summary of

assessment results and a summary of what happened to the client following

assessment. Some documentation, even it in the form of « e notes, should be
provided regarding whether and how assessment results were used. It is beyond
the scope ot this Manual 1o present a detailed strategy for developing a valida-
tonstudy san expert consultant may be needed tor that purpose.

Ongoing operation and trouble-shooiing. Clearly, no newly developed assess-
ment program, or one that has undergone major revision, will operate trouble-
tree. In pomt of fact, the changing demands and changing client mix in most
employment and traming agency settings means that there are unely to be
operating problems on a regular basis. The assessment systenn that takes this
reathty into acconnt, and provides a routine procedure for de-bugging,” will
be mu homore hhely o operate successtully over time.

Evaluation 1nd program improsement. Whatever the administrative require-
nrents with respect to evaluation (e.g., to submit data for continued CETA
funding), evaluation also needs to be designed so that results can be used to
suggestamprovements i program operations. Evaluation reports that disap-
pear mto administrative files, never to be seen again, serve little usefi] purpose
(other than to assure that a program will continue to operate, but without pos-
stbly much-needed mprosements).

Presenting assessment programs in tunding proposals. Assessment often is

neglected i proposals tor funding of emplovment and training agencies. Statf

who prepare such proposals frequently are unsophisticated about assessment.

This. the assessment program may be described oo sketchily or in highly

techmeal language it the proposal section is written by the resident expert on

assessment”” bither way, the result may be ditficulty in getting the assessment
component approved; i some ciases, there may even be a loss of tunds for
assesment because those reviewing the proposal did not understand what was
berny sawd!

Some simple suggestions tot improving the quality of the sections in funding
proposals that deseribe an ageney's assessment pregram are as follows:

L. The deseription of the assessment program should begin with a clear state-
ment ot the obyeciives ot assessment. What, in simple English, is the assess-
ment program intended to accomplish? Why will clients be better served
with dssessment than without it?
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2. In the case of proposals 1o tunding agencies other than CETA (but where
the employment and training agency submitting the proposal does have
respomsibility to CETA), it should be made clear that systematic assessment
activities by agencies receiving CETA funds are naw strongly encouraged
by the CEF TA leginlation, so there is less free choice about whether or not to
have assessment at all.

3. Components of the assessment program should be presented in summary
torm-—again, 1 understandable English, not technical jargen. A chart or
graph outhining the basic steps in the assessment program might be especial-
Iy helptul (the basic elements chart presented earlier in this section could be
used as a starting point for creating such a graphic aid to understanding).

4. Having the section of a proposal concerning assessment reviewed for clarity
and completeness by someone whose background represents as closely as
possible the backhground of those who will be judging the proposal would
also be very helptul. '

The tollowing suggestions are relevant to the planning checklist for subcon-
tracted programs:

Defining needs. Sce the paragraph on setting objectives above.

Considering alternatives. The state mployment Service can constitute a'viable
option for assessment subcontracting for many employment and training
agencies. There s the adventage of access 1o assessment techniques developed
by the LS. Fmployment Service and to USES’s large ongoing research pro-
gram. In many states, the Employment Service m.-y have had more experience
assessing chients than any other available organization. Educational institu-
tons, such as a local university or college having appropriate testing personnel
and programs or private nonprofit or for-profit organizations providing
assessment services, also can be inyestigated.

Perhaps the most important consideration here is to check out experiences
of other local agencies 1nreceiving assessment services from the various alter-
native providers. Byen agenvies serving other than employment and training
populations may provide valuable information by simply reviewing what their
evpericnces have been. (What has been the cost and impact on service of the
subcontracted assessment program? What operating problems have arisen?
How quickly have they been solved?)

Mahking contact. There s probably no substitute for face-to-face meetings with
persons representing cach magjor alternative resource For assessment an agency
tsvonsidenmyg morder to learn what services sach can provide and how,
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Evaluating the alternatives. See the section above aboup considering alter-
natives tor assessment. A particularly important consideration is learning
whether the subcontractor has only one assessment system available or could
tailor one to the needs of the given cmploymen: and training agency.

Determining costs. This should include costs to the employment and training
ageney itselt that are not meluded n estimates provided by the potential sub-
vontractor, e.g., for tme spent by staff making Input to the assessors, reading
reports of resulty, e,

Writing the subcontract. W hatever legal structure may be required, it is impor-
tant to get in wrting what will be the responsibilities of both the employment
and training agency and the subcontractor with respect to assessment. Who is
todo what, who s to pay for it, and whose responsibility is it if something goes
wrong? Getting such requirements down on paper in advance of establishing
the programmay avoid many musunderstandings and real problems later on.

Developing connective system. How results of a subcontracted program will
teed into the contracting agency’s overall service process is important. When
will reports be delivered? What provisions will there be for counselors (o get
deeess to those who prepared the assessment reports if there are questions
about the results and their implications?

Compliance. putting subcontracting program in place, ongoing operation,
review and evaluation. Sce discussion above.

Applying the Checklist

For employment and training ageney staft ready to begin planning a new or
substantially revised assessment system, it may be helptul to obtain some gen-
eral backhground anowledge on organizational change and how to implement
it. The most comprehensive reterence work now in existence on this subject is
Putting Knowledge 1o Use: 4 Distillation of the Literature Regarding Knowil-
edee Trunster and Change, published by the Human Interaction Rescarch
Institute in 1976* An evcellent synopsis of important principles of knowledge
transter and organizational changg is Glaser (1973). Individuals or committees
N charge ot developmg an assessment program may wish to include in their
planning process some ot the strategies these two works suggest on implemen-

*Intormation on how 1o obtan 4 sopy of this publication, which s now being reve od tor a 1980
Second Edimion, mas be obtaimed by wiiting to the Institute at LORRY Wilshire Boulevard, Suite
TE20, 1 os Aneeles, ¢ A 90024
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ting programs of change. For example, Purting Knowledge to Use contains
some concrete recommendations about how to diagnose an agency's readiness
to accept the change and then how to deal with problems of staff resistance if
they are found to exist. There are suggestions 1n both works about techniques
Yor enhancing acceptance of change, such as trying out the new prog,ram ona
trial or “*pilot’ basis betore implementing it full-scale.
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APPENDIX
Resources for Assessment Program Developers

Ot the many needs employment and training agency statt have when develop-
INE AN ASsessment program, none is more pressing - and, particularly for those
who do not have a tormal traming background in psyehological testing, none
more frustrating-- than the need for information sources regarding assess-
ment. The purpose of this appendix is to provide a foundation or *jumping-
oft place™ for conducting an information search-and-retrieval process in the
field of client assessment.

[norder to hknow what information is required, the purposes and basic strue-
ture of the assessment program must first be defined (decisions may or may
not have been made vet about purticular papes-and-pencil tests or work sample
systems that maghr be selected for use). Some thoughts about the possible
alternatives ought to be available, though, and the information search can
begin with these. '

Fhe general reference most likely to be of nelp to assessment program devel-
opers is the writer’s A Directory of Information on Texts (Backer, 1977)* This
monograph provides a directory of books, other print materials, and informa-
tion systems that may be useful in the search for test-related information. Also
meluded are some strategies tor mounting an information search.

As evervone who uses or develops psychological measuring instruments
Anows, the intormation explosion has reached educational and psychological
testing. Surprisingly, even researchers who have dealt with measurement prob-
lems for many vears may be relatively inexpert when it comes o information-
retrieval shills i this area. Theretore, part of the mission of the Directory was
toncrease protesstonal capabelities in utilization of existing resources on edu-
cattonal and psychological measures. Although the Directory was not devel-
oped primarily tor employvment and training agency assessment program
developers. it s orgamzed in-a way that will permit relatively easy adaptation
ol its information tor that purpose. .

Lhe main categories of mtormation included in the Directory are as tollows:

%int materials - books, journal articles and research reports on the subyect of cdu-
cational and psychological measurement. Fach entry inclides a complete refer-
e cuation amd o brict synopsis of the document in question,

*The complers reterence o thes publcation s Lhommas | Backer, Ulhrectory of Intormation on
foses Pranceron, N T ERIC Clgarmehostse v Tests, Mesurement, and Fyaluation, 1977 T\
Repott Nev 62 G aprce e anaiable by wime 1o the | RIC € leanmghouse at b docational lestny
Service, Brincenon NTass g

53

(l"

RIC

Aruitoxt provided by Eic:



Supplementary sources—indexes to published hterature, maga:
providing reviews including information in the assessment area and informuation
svstems that have a retrieval capabiiry but are not expliculy designed for retrieval

Information systems— descripiions ol orgam

and, in some cases. actual copres of assessment insiruments

on the subject ol assessment

Alphabetized indexes are provided at the end of the Directory to tacilitate

CASY ACCESS LO i contents.

Assessment program deselopers may wish to obtain a copy of this Directory
for their personal libraries. Several excerpts given here describe the most criti-
cal published volumes of information on psychological testing that might be of

interest to employment and training agency staft:
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Buros, Ozear K.

fests ain prine. Highland Patk, No1: Gryphon Press, 1961, 1974 (Vols. 1, 1D).

Reading tests and reviews. Highland Park, N.J.: Gryphon Press, 1968, 1975

(Vols. 1, 1. .
Personaliry tests. Highland Park, N.J Gryphon Press, 1970, 1975 (Vols. 1, 11).

The seventh mental measurements vearbook., Highland Park, N.J.: Gryphon

Press, 1972

Intelligence tesis and reviews. Highland Park, N.J.: Gryphon Press, 1975,
bocational tests and reviews. Highland Park, N.J.: Giryphon Press, 1978,
Enelish tests and reviews. Highland Park, N.J.: Gryphon Press, 1978,

Foreign language tests and reviews, Highiand Park, N.J.: Giryphon Press, 1975,
Muathematics tests and reviews, Highland Park, N.J.- Giryphon Press, 1978,
Saence tests and reviews. Highland Park, N.J.: Gryphon Press, 1978,

Soctal studies teses and reviews. Highland Park, N.J.: Giryphon Press, 1978,

The eighth mental measurements vearbook. Highland Park, N.J.: Gryphon Press,
[97R,

ditons prewading information on tests

wes and journals

these Butos publications are perhaps the best-known reference sources for
locaning vartous types of measuring instruments. The cight editiony of the Men-
tal Measurements Yearbooks (MAY), supplemented by monographs on specific
medsurement topies. provide comprehensive information on and critical
reviews of hundreds of measuring and data-collecting devices. Information on
the instruments covered includes the following: anticipated subject populations;
s ailability of manuals. normative data, alternate forms and NCOTING services;
e required to administer the instrument: where it may be obtained; cost of
the instrument, a hist of available references about the instrument such as
books, journal articles and dissertations: and (in many cases) a critical review of
the test by one or more appropriately quahtied professionals, 7he Eighth Men-
tal Meusurements Yearbook contains listings for 1,184 tests, 898 critival test
revtews by d84 reviewers, 140 excerpts from test reviews that appeared in 29

.



journals, and 17,4581 reterences tor specitic tests. OF the tests in this volume,
830 are new or revised. The Menral Measuremenis Yearbooks are extensively
cross-ndesed thy author, test ttle and measurement topie area); all editions of
the MAY and us companion volumes i personality and reading are similarly -
onganzed. Iwo separate ists of tests 1 print (1961, 1974) serve as master
indeses to the MAMY  [aken together, these volumes contaim information on
most published micasures.

Chun, ki Laek, Cobb, Sidney ., & French, John R. P, I1. Measures for psychological
assesseent. A gude to 3000 orianal sources and thewr applications. Ann Arbor,
Mich -~ Instirate tor Social Research, Liniver. of Michigan, 1975,

butries tor the book were obtuimed through a search of 26 measucement-related
jeurnals i psyehology and sovtology tor the 10-y ear period 1960-1970, The vol-
HIE Cansisty of two maior sections, Primary Reférences and Applications. In
the primarsy reterences section, 3000 measures are cited: the applications see-
non provides intormaton about 6,600 instances in which the instruments
deseribed in the primary reterences section have been used. Each primary refer-
ence related to a particular test contains: a reference citation for a description
of the device, the measute’s nle, and deseriptors (hey words descriptive of the
instrument’s content). Bach entry in the applications section includes: a serial
number used to identity cach test application instance; a reference (biblio-
fraphic entevy denoting an artele or other publication that describes studies in
which the device has been used; a set of terms indicating the types of informa-
tonin the article or other publication cited; and other scales used in the article
or other pubhication histed.

Comres, Andrew 1, Backer. Thomas E.. & Glaser, Edward M. A sourcebook Jor
mental health measures 1 os Angeles: Human Interaction Research Institute,
1973,

Contans 1100 abstracts, each of which provides information about a specific
pPyehological test The abstracts have been classitied and grouped into 48 clus-
ters begining with Alcoholism and ending with Vocational Tests. Each abstract
N ontanzed into two major sections. The tirst presents identifying information:
title of measare: source of the mstrument (book, journal article, mental health
venter.and so torth): and name of the author and address of source for further
mtormation The second section is a 200-300-word description, usually provid-
g ntornnition on the ftollowing topics: the test's purpose, target population,
adninstration tme, number of tems, tvpes ot tems and response mode used,
avanlable reltabithiy and validity dara, and findings derived from any major
rosearch apphications

Robinsen, 1 P Athanasiou, R.. & Head, K. B. Measures of occupational dritudes
and occupational characteristios. Ann Arbor, Mich.: Institute for Social
Resedrch, 1969

The second volume of g thiee olume collection of instrument descriptions in
the soviopohinical domam, Measires of Gecupational Attitudes and Occupu-
frional Cha cternnes, deals with measures useful in studying the world of
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work. Some 60 atnrude scales are reviewed, most of them dealing with job
satistaction, although other scales are included that tap occupational values,
leadership stvles and umion-management attitudes. Three chapters examine
medsures of occupational status and occupational similarity. The monograph
also includes reviews of survey findings on job satisfaction and on status in-
cotsivency.

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

ETS Test Collection: The Educational Testing Service Test Collection is an
extensive library of tests and other measurement devices. It was established to
serve as an archive for testing and to provide current information on available
tests and related services to persons engaged in research, advisory services,
<ducation and related activities. The collection presently comprises more than
10,000 instruments. In addition to tests, files on American and foreign tes:
_publishers, scoring services and systems, state testing programs, published test
reviews and reference materials on measurement and evaluation are main-
tained. .

Qualitied persons, whether affiliated with Educational Testing Service or
not, mayv have on-site access to the materiais in the test collection. However,
publishers’ restrictions regarding access to test materials are carefully
observed. Persons unable to visit the collection may direct specific questions to
its staft by mail or telephone.

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

Another regular publication of the ETS Test Collection is the Major U.S.
Publishers of Standardized Tests, a pamphlet listing publishers’ addresses. In
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addition, a series of annotated test bibliographies has been prepared and is
available on request.
Besides News on Tests and the publishers’ directory, ETS Test Collection
publications include the fullowing bibliographies:
Assessment of Teachers, March 1977
Attutudes Toward School and Scheot Adjustment, Grades 4-6, May 1977

Attitudes Toward School and School Adjustment, Grades 7-12, March
1973 (KD 083 323) : '

Criterion-Referenced Measures, CGricos 4-6, October 1978
Measures of Self-Concept, Grades 4-6, February 1977
Reuding Iests. Grades 4-6, June 1977

Reuding Tests, 7-16 and Adults, June 1977

Self-Concept Meusures, Grade 6 und Above, Marck 1977
Iests for Educationally Dzsudv-'&/:laged Adults Fecruarv 1977

For readers wishing to obtain a general background in standards of exce!-
lence for assessment measures, one patticularly valuable reference is the
American Psychological Association's Standards Jor Educationai ar.d Psycho-
logical Tests (Washingion, D.C.: American Psychological Association, 1974).
A directory for information-retrieval services, including ERIC and a large
number of other systems that may have some capability for retrieving informi.-
tion about assessment measures, is provided in the Human Iuteraction
Research Institute’s publication Information Sources and How to Use (hem
(Los Angeles: Human Interaction Research Institute, 1975)* The reader is
referred to Section I for additional suggesticns regarding %ow to access
information about assess:nent techiiques already in use in employment and
training agencies.

A description of the Materials Development Center and its publications. the
major resource for up-to-date information regarding work sample systen.s, i
presented in Appendix B of Volume 11 along with oiher information aboui
resources tor assessment of the disabled.

For a conceptual oserview of some of the issues involved 1n assessment of
individuals from minority groups, see Ronald J. Samuda. Psychotogical Test-
tng of American Minorines: Issues and ( vnsequences (New York: Harper &
Row, 1975).

*Capies ot Lrtarmarion Sowrces mas be ohtamed tree ot charge by writing to the Institute at 10889
Walstire Boulevard, Suite 1120 1 os Auageles, CA %X24,
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