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INTRODUCTION

) In December, 1971, Dr. Dennis Dunn published 8 "Comparison aof the
JEUS, Singer/Graflex and TOWER Work Eveluation Systems." This article,
reprinteg by the Materisls Development Center as Reprint Series No. 5,
has begﬁilﬁggeminated to thpusands of individupls since its ini-
tislupublica®ion. Since 1971, new commerciel work evaluation systems
have been revised and expanded,-making the origingl comparison by

Or. Dunn out of date. This publication is & revislon and en expansion
of Dr. Dunn's original work; it compares seven commercially available
work evaluation systems (i.e. JEVS, MpCarron-Dial, Singer, TAP, TOWER,
VALPAR and WREST) using e standardized outline based on the Dunn pub-
lication and the MDC sound/slide Orientation to Work Sample Batteries
Series. ,

The purpose of this publication is to present a reasaonably objective
comparison of the seven systems. In preparing this comparison, manusls,
technical reports end related publications were used to obtair informa-
tion sbout eech system. It is hoped that this publication will be used
as 8 guide for potential purchasers so that they can examine esch system
in light of* their own. needs. Facilities considering the purchase of amy-
system should not only talk with vecational evsluators in facilities who
are using a system, but should slso see the system in attlon prior to
making a flnal decision.

This publication contains four sections. The first is a brief
paper on how to select a comwercial vocational pvaluation system. The
second is an explanation of the 14 major points contained in the outline.
The third section is a table which presents a very brief comparison of
the spven systems on the first ten. points in the outlime (Points 11 °
through 14 are not presentgd because of redundancy or not. being appro-
priate to summarize). The fourth section contains a more detailed de-
scription of each vocational eyalustion system, including reviewer's
comments, address, cost and references.

Two final comments are necessary. First, most of these systems am
constantly being revised, expanded anc updated. Second, for those who
desire additional information, the Materisls Development Center has a
sound-slide presentation on each of the seven vocdtional evaluation
systems described in this Fublicaticn.

! \ Karl F. Botterbusch, Ph.D.
' February, 1976

ADDITIONAL COPIES OF THIS PUBLICATION MAY BE
PURCHASED FROM MDC FOR SQCSD PER COPY
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_requests and will outline some of the factors to be considered prior: to
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Some Considerations for Selection of a Commercial
. Vocational Eveluation System

Oyer the years many people have‘contacted the MDC for éﬂvice con- - .
cerning the most appropriate vocational eveluation system to- purchase .
for their fecility. This section was prepared in response to these -

Q;;chasing a commercial vocational evéluatéon system. The evalustor
h at hi§ disposal many tools for assessing client potential*:

l. B%-the-aub Evalustions = These are situstions in which the
cliert is assessed in ore or more of 8 variety of real wort
situations including: Jjob site situations in industry, pro-
duction work situation. in sheltered employment, triasl training
evaluation in & treining program and simulated job statlons
within-the facility. . .

- 2. Work Semples - There are four types of work samﬁles gccording
to)their degree of correspondence with actusl jobs: actusl
 job samples, simulated job samples, cluster tralt samples snd
single tra.t samples. Y
3. Psychological Tests = These include an slmost endless variety ) -
. of .paper-snd-pencil and appseratus technigques for measuring
traits, sbilities, etc. .

Faced with the need to equip and administer a vocational evaluation unit,
many untrained and inexperienced evaluators feel that the purchasi of a
commercial evaluation battery will solve their problems. The evaluator °
should analyze a number of factors in deciding the equipﬁlngzuf the
evaluation unit and then carefully invesiigate all the tools listed above
to determine. the ones that will provide him with the best methods to . . .
gdequately assess hisxclientgr ‘
The first area of consideration is the relationship between the
community and the .vocational evaluation unit.- The evsluator must cane- .
fully investigate-the range and type of jobs that are‘avellsble in the :
local labor market. (Thus, a small rural facility or a facility in a
gne industry ares will most likely have a narrower range of job eval-
uation stations than a facility in an urban area.) Labor market
informatjpn can be nhtained through vogational‘surveys, locdl employ- -
ment of f¥ces and egencies, and client placement records. Once potential
employment opportunities have been determined, intelligent decisions can
be made on what type of evaluation tools can best assess these demands.

L]

*A detailed discussion of these techniques is found in: Task Force

" No. 2, The tools of vocatiomal evaluation, Vocational Evaluation and

Work Adjustment Bulletin, 1975, \Vol. 8, Par§_T, special edition, 49-6L,
(The three publications of the VEWAA Reseerch Project have bean reprinted
in one volume (Reprint No. 12) by MDC. Price $2.00.)

A ‘ ,
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_ Because the evaluation outcomes may-not result in immediate place-
.ment, it is alsoc necessary to investigate the training opportunities '
available for clients and these Bhould alsp be reflected:in the selee-

tion of evaluation tools. A client's range of occupstions widens and
his ‘chances for upwsrd mobility are frequently increased as a result of
training. The presence of an ares vocational-technical schopl, private
.trade and business schools, .on-the-job training programs, apprenticeship
programs and even higher education should be reflected in the evaluation
unit. Vocational evaluation techniques covering a wide varlety of
occupational areas and assessing the full range of cliert aptitudes and
interests are needed if the facility is in an ares where many employment

and tresining opportunities are available.

The-aecond considerz%ion is the client population. Some evaluation
units must be cepeble of serving clierus with all types of mental,
physical, psycholegicel, and culturel dissbilities, Other facilities
restrict themselves to serving either a single disébi;ity or. a small* -
number of disspilities. A facility dealing with many types of handicaps
would generally heed to have techniques covering the entire renge of
occupational ‘ateas apd skill levels within these greas. A facility
providing services to a single disebility group could safely limit the

_evaluation areas. For exsmple, & facility serving only mentelly retarded

clients could realistically avoid evalustion for occupations that re-

quire a great deal of formalized training or higher education. Some .
systems claim to have been designed specifically for 8 partiocular level .
of client functiocning. When selecting eveluation tools, remember the
type of clients you serve--it would be @ waste of time o assees & client
for a job he could not fill because of his handicap. Also, at present
all compercisl vocstional evaluation systems are designed for persons

»who can see and hear and contain no special instructions or modifications
For the blind or deaf. The evaluator should be aware that he frequently
will have to make modifications in the work samples so that they meet
the specisl needs of his clients. In summery, if you are considering 8 .
commercial evaluat’on battery, check the battery agaipst the needs of
your clieni-populaticn snd thén decide: (1) if the system is designred
for your .disability group(s), or (2) if other eveluation technijues
would be more appropriate. ’ .

The third area is the nurpose of evaluetion. Although all vocetional
evaluation techniques should provide cereer informaticn, a particuler
technique may either emphasize occupational information by providing a .
hands-on experience or it may emphasize the assessment of present skills
and sptitudes without felating it to career information. Some systems
attempt to provide 8 thorough evaluation of the client's aptitudes and
work behaviors; others provide occupationel information and experience,

- often at the expense 6f g thorough ability assessment. The evalustor
should ‘check the final repo#t format to determine exactly what infor-
mation it contains; this goes a-long way in determining the purpose of
a particulsr system. The evaluator must first decide the needs in these
areas and then attempt to find or develop the evaluation tools that best
fit the.client's needs. A system should never be purchased to "fit in
somewhere. " i

- 3



‘The fourth sres cf concern is perhaps the most basic--why even
purchase & comnercisl eveluation system at all? All of the systems are

. relatively expensive; some are very expensive. None will probably meet

the individual needs of a facility in terms of community jobs and train-
ing, client populations, and purpose of evaluation. A facility could
develop 1ts own evaluation unit based on job or work samples tasken from -
local industry. This would make evaluation very reaslistic for the
client, staff and even for @ potentiml employir. Additional work samples .
could be developed from existing subecontracts in the worksheop. This

* methed not only will assess the areas in which the client has his maxi-

mum functions dnd interests, but also the areas of the shop that would
best fit the client. In addition, the:rlient would receive training on
the work performed in the workshnp. Then, when the client is trangferred
from the evaluation unit, he or she will be familiar with the suhcontract,
which should slleviate the need .for the supervisor to trein the client
from "scratch."

The development of a work sample is expensive in terms of staff
Jtimes In most facilities staff is hired to provide direct client service,
*and to heve @ staff person doing deveiopmental work reduces the time
avalilablé Tor working with clients.  Few evaluation units can afford the
luxury of developmental time for staff persons*.. Besides the time ele-
ment, development of evaluation tools demands a8 working knowledge of
skills in the areas of job and task analysis, form and report deaign,

_behavior snalysis, statistics for norms, industrisl engineering tech-

nigues, etc. Although these skills are becoming more and more widespread
among evaluators, there are still many facilities that lack persons with
these competencies. The lack ‘of developmental time coupled with the in-
experience of some evaluators is partly responsible for the increased use
of commercisl evslustion systems.  The purchase of these systems as a
matter of convenience does not neéeaaarily ii.ply that the systems are not

‘useful to the evaluator.

. The first decisisn is whether the evaluation unit is meeting client

needs in terms of accurat: assessment for available jobs and/or treining.
If needs are not being met, the second decision becomes a question of.
what erees of job asseasment are needed for the evaluation unit. After-
these needs are known, a thorough review of the different evaluation
tachniques, commercial vocational evaluation batteries (or parts of these
batteries) and other available resources is made to determine how to best
meet these needs. There is 8 common pYractice for many persons to want

.to buy a aystem that will give all the answers. This simply dzes not

existe There 1s also the possibility of carefully selecting individual

work samples from seversl systems and combining these:into a unified

system specific to the needs of the facility. To.have appropriste eval-

uation stations, there has to be a8 yrest .deal of snalysis of what is to

be accomplished during evaluatiun, the available jobs and training, the

types of clients with whom you are working and the best way to sccomplish
~

» *The MDC Work Sample Manual Cleariighouse is attempting to reduce
the’ developmental time by making completed work sample manuals available
to evalyators. .
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the goals of your facility. This snalysis is absolutely necessary
before you can develop any system. '

The preceding points can only he used as general guidelines be-
cause each facility is unique. A critical facter in purchasing a
system should be based on the knowledge of what is needed and not an
the cost or attractiveness of the hardware. Usually no one system will
meet sll the needs of a facility and the purchased system should be
integrated with facility constructed devices, ather evaluation systems
on-the~job evaluation, and psychological tests. MDC suggests thet a
facility obtain as much accurate information as possible about a system
prior to purchase. . Same sources of 1nformation are:

1 The informafion contained in this publication.

2. MDC has a sound-slide presentation on each evaluation system
destribed in thisg publicetion. View the presentatiprs on the system(s) _
you are considering. .

L]

3., Talk with =svaluastors in other facilities who are using the A

L. If possible, try gut the system yourself with clients in another
facility. '

In conclusion, MDC cannot secommend what system(s) will be best for your
facility because selectjsig the eppropriate system is (or should be)
besed on an accurate, fealistic assessment of the unique needs of each
facility. -

4

Karl F. Botterhuanh;-Ph.D.
annld Bo SB.\’. E‘doDo ¢
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VOCATIONAL EVALUATION SYSTEM DUTLINE | .

s

Sponsor - The name of the organization who originally funded or:
financed the development of the vncatinngl evaluation system.

Target. Group - What" specific populations, such ss disadvan-
teged, mentelly retarded, or phyaically handicepped, was the
system designed to serve?

Basis of the System - What theoretical or urganizational princi—

ple, such as the Dictionary of Dccugational Titles, was used as
a8 basis for development? °

2
Organization ' b
a. Name and Number of Work Samples - What sre the names of the work

b.

Ce

d.

Work Eualuatiun Process

samples and how mary work samples does the system contain?

Grouping of Work Samples - Whaet is the arrangepent of the indi-
vidual work ‘samples within the svatem? Are several work samples
grouped in e hierarchy or is each work sample independent?

Packagipg of Work Samples - What is the.physical set- up of the

~work samples in the battery?

Manual - Whet is the physical description of the manual and
does it provide all the details that the evaluato; needs to

. know in arder to use fhe system?- .

-~
‘-

b.

Ce

d.

.

Preliminary Screening - What information is neeced or uwhat, deci-'
sions must be made before a client can be administered the’

system? - . ‘

Sequence of Work Sample Administration - In what order are the

work samples sdministered? B - .
LY -

‘Client Involvement - To what extent is the client informed of

his/her progress during the course of administration? UWhat
type of formal feedback is given to the client after the entire:
battery has been administered? mhat type of contact does the
client have with the evaluator? .

tvaluation Sétting - Does the general environment attempt to
simulate industry, produce a classroom atgnephere, or resemble
a formal testing situation? -

Time to Complete the Entire System - How long dnes it take the
sverage client to complete-all the work gamples in the system?

Administration

8.

Ppacedures - Are the purpose of esch work sample, materials
needed, lavout, and general instructions clearly given so that
there is 'ittle chance of misinterpretation?

9

—
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. {
Method of Instruction Giving - How ddes the client receive his/
her instructions for the work samples im the system, for ex-
ample: prel demonstration, written instructions, or audio-
vieuel?

Repeating Work Samples - whet prpvisiuns are made for the
readministration of .some work samples’and what is the purpose
of reeuministretipn?

Providing Assistence to the Client - What prgceduree are there
for giving extra or additionel instructions, demonstrations or
feedback after the perind of initisl instructions?

-

S. Scoring and Norms- | ‘ . \
: J
.+ 8. Timing - What are the procedures for timing, the client?

be.

R Ce -

de
B

Be

feo

* Qe

Timing Interval - When does.the eveluetnr gtart timing the
client and when dpes he: stop?

Time Norms - What is the procedure for reporting the time
scork for each work sample?

Error Scoring - What procedures, ‘'such as a random check of some
parts, general rating of oversll quality, or a comparison to

'standards, are used for determining errogrs?

Scoring Aids - What use is made of overlays, templetee, mude;e,
etc., to make eepring mofe accurate and eeeier for the evalustor? -

Quality Norms - What procedures are used for reporting the

- number of errors, quality xating, etc., for esch work sample?

Emphasis in Scoring - Duoes the system emphasize time or errors

‘in the scoring process?

6. Observation of Cliente

be

Qe

d.

.

Work Pérfbrmence - Are work perfprmance factors (e.g., fine-
finger dexterity, color perception) listed for the system and
are specific work perfurmence fectore given fpr eech‘mprk
sample? N .

Work Behaviors' - Are work ‘benaviors (e.g., 8bility to follow
inatructions, communicatlon with supervisors) defined for the
gystem and are specific work behaviore tov be obeerved for each
work sample? . » o= \

Ratirg System - whet proceduree does the system have far the
recording, descriping, and rating of obeerued work performance
and work behaviors? _ .

Frequency of Obsevvation - Row often and to what extent ie the
evaluator to nbserve gnd record client behevipr ’

!

. 7. Reparting

Forms - What forms 'are included with the system?

-

6 'l‘)



10.

1.

12.

13.

1.

‘asterisk (*).

.f‘ .
b. Final Report Format - What informatiBn is included in the

final repoyt and what type of formet (e.g., rating scales, free
« narration) is used to present the information?

©oUtility

a. Vocaflonal Exploration - Does the system provide experisnces
thet the client can realiily relate to real jobs? : .

b. Voeational Recommendations - Are trainifig and job recommen- '
dations specific or general? How are they related to the DU: \
or other job classificaticn systems?

Ce Counselor Utilization - Can the gystem provide ‘the counselor
* or referring egency with useful informaiion tnd to what extent
is the counselor involved in the process?

- —p—

Training 1n the System 3 .

8. Treining Required - Ig formal’ training.requireu before the - -
gystem is sold? -

b. Training Available - Is formal training available?

c, Duration - How much time is required for training?

de Follow-up - Is technical assistance svailable after purchase i

ghd training?

Technical Cuneideratiuns

o

L4
1o

a., Norm Base - What norms ere available and are the norm groups

clearly defined? Are industrial norme (i.e., employed wurker)
availasble?

b. Reliasbility - What empirical evidence is there to demonstrate
that the system gives reliable or coneistent ‘results?

c. Validity - What empirical evideace ie aveilable to indicate
that the system really does what W& claims, such as make more
realistic chnices, jab and training success, etc.? ¢

Reviswer's Summary gand Comments - This contains what the reviewer
considers to be the major isyantegee and dieedvantagee of the

system. - .

Address - The'addreee of the manufacturer is given for those
wishing to obtain additional information,

Coat -~ The present cost of the system and whet materials and serv-

ices. are included in the price.

References - All generally available references are giuen, those

not available from the MDC Loan Service are indiceted by an

? 1[{
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. Dutltne ¢ McCarron-Diel JEVS Singer ’
| 4 . ¢ .
03 ‘ . -
1. Development . -
8. Sponeaf McCarror and Disl + 1U.S. Pepartment of Labor

b. Target Group

Ce

.
Bagis of System

mentally retarded and
mentmlly 41

% neuropsycholegical
factors

diaadvanﬁaged

DBT ~

Singer Education Divielon

¢

“not specified

not specified

2. .Orgenization

a,
b.

Ce

da

P

Number os UWork
Samples

Grouping of

Work Samples

Packaging of
Work Samples

Manual

4y

L]

.17

‘grouped into 5 Fa:tgfs
gome individually
packaged - :

affset; contains all
deteils

28

10 Worker Trait Graupa

81l individually
peckaged vl

~ bl

offset; cagtains all
detailé 'QQ‘\

D

’ - -

each work sample is
independent

self-contathed in~
carrel o

printed; some detells
not praovided

-2+ I ¢

3.

Work Evaluation

Qyrocess

8. Préliminary

client interview

not required

not reqguired

Screening
- . ‘
. Sequence of in aorder by factors progressive from easiest . | discretion of evnluatnr‘
Rdministration “ e to hardest ) { ’
vé. “Client encnuraged 1ittle client involvement | extensive client '
Involvement . : : involvement,
d. Evalustion formal testing and: realistic work setting  not specified
Setting workshop stressed !
e. Time to Complete 2 weeks 6 - 7 days | estimate over 3 weeks
. En* ire System , . ) -
4. Rdgmfnistratior
a. Rrocegures specified in detail apecified in detall genersl procedures
: ) . , described A
. . « .
b. Metpod of In- oral and demonstration most oral and sudip-visual
T struction Giving demonstration
" t. Reppating Work factor 3 repeated {} not recommended repeated if desired by
Samples regessary - evaluagor
- - . o . . _
d. rovidging As- little ssaistance ~ gsaistance lowers score checkpoints built in

sistance to C}ient

provided

..

'S



TAP

TOUWER

VALPRR

WREST

Telent Assessment
.Programs

not specitied

cccupational cluaters
L 3

Vocational Rehabilitation
Administration

physically and emotionally
disabled

job snulysis -

L4

Uslper Gnrporation

industrielly injured
workers

trait and factor

Guidence Associstes of
Delaware, Inc.

not specifiec

not specified’

.

11 -

each work sample is
independent

sli individually
psckaged

offset; some details not
provided

93

14 training areas
not individually peckaged

printsd; some deteils not
provided

1R

each work ssmple is
independent; not grouped

all $ndividually
peckaged

individual menual for
esch work sample; offset,
conteins all deteils

10

each work J&mple is
independent

not irdividuelly packaged

printed; contains all!
cetsils

4§ not specifted
8 of the work samples
given in any arder

not specified

P

not specifled

2 1/2 hours

emphasized for planning
progressive within areas
not specified

realistic work éetting ﬂ

atressed

3 weeks

not required
discretion of evaluator
not specified
not specified

estimate 12-15 hours

not sprrified

in arder by number

not specified

not specified

1 1/2 bpurs

not specified in detail
pral and demonstration
not specifézd

l1ittle assistance
provided

apehifie& in detail,
exdept layout

written instructions
encouraged for upgrading

not specified

\

v

?5pecified in getail
oral and demonstration
encouraged for upgreding

neot specified

specified in deteail; csn
be group ,administered
oral and demonstration

emphasized for upgrading H

not specified ;

oy



Cutline

McCarron-Dial

JEVS

Singer

5. Secoring and Norms
8. Timing evalustor times client client uses time clock evaluator times client
b. Timing interval few tasks are timed from end of instructions varies with each work
to completion of tesk sample
¢
te Time Norms no separate time norms rated on 3-point sEale rated on S-point sc:
d. Error Scoring «ompared to standards compared to standards 'compered to standards
e. Scoring Aids' not used minimal use some use
f. Quslity Norms combined with time morms most rated cn 3-point rated on S-point scale
for oversll score scale '
g. Emphasis in gquality time snd quality given guality
Scoring equal welght
AN
B . -
6. Observation of .
Clients ’
8. Work Performance some fectgls identified 25 factors specified 29 factors defined
b. UWork Behaviors ciearly defined clearly defined clearly defined
ce. Ratinyg System 3 separate instruments 3-point reting scale l general rating on S5-point
used acale for each work ssmple
d. frequency of not specified extensive observations very fregquent '
Observation '
7. Reporting
8. Forms gtandardized forme- for standardized forms for standardized forms for
all phases all phases all phases
h. Final Report profile of results and stendardized format; narrative
Format recommangations recommended Work Trait
Groups
8. Uutility
. - .
8., Vocational jittle use to client limited use extensive occupational
Exploration information given to
i client
b. Vocational gne of S5 progrem areas highly relasted te DOT emphasis on orientation
Recommendations are recommended to training
c. Counseltr figability orientsted toward orientated towerd
Utilizatlon determination counselor counselor

.




TAP

TOUWER

VALPAR e

A

WREST

» \ =
eveluator tiéeq client

from end of instructions
to completion of task

~
-

actual time recorded
ngt clearly defined
not uxed

combined with time norms
for overall score

time

évaluatar times client
frnﬁ-end af instructions
to completion of task
reted on 5-point scale
compared to standards
e#tenaive use

rated on S-point scale
-

time and quality given ~
equel welght

eveluator times client
from end of instructions
to completion of task
actual time recorded
compared to standards

some use

time and error combined
for performance norme

time and quality given
equal weight

evaluator times client
usually from end of in-
structiors to completion
of task

actual time recorded
compared to standards

not used

all ‘errors totaled for
singQle quality score

time

ng factors defined
no behaviors defined

no rating method used

not specified

few factors specified
not, specifically defined

S5-point rating scale used

not emphasized

no factors defined
17 “actors defined

S5~point rating scale used

not specified

no factors defined
no hehaviors defined

no rating method used

not specifieq -

standardized forms for all
phases -
profile of results and
narrative report

standardized forms for
all phases

narrative using stand-
ardized outline and
ratings

standardized forms for
recording performance

not used; independent
work samples

standerdized form for
recording performance

not specified

limited use .

relmted to specifice jobs

orientated toward

counsgelor

L4

exposure to a variety of
work areas

limited to jobs related
to work areas

orientated toward
counselor

limited use

limited use

not specified

limited use

nut specified

not specified




Dutline McCarron-Dial ) JEVS Singer

3, Training in the

System )

a, Training Required | Yes - Yes No

b. Training Yes Yes Ve; .

Available . . {

c. Duration 1 ta 2 weeks 2 weeks 2 uee?s ¢

d. Follow up No Yes Ne
10. Technical .

Considerations *

a. Norm Bage 200 clients 322 clients - "more than 100

. ingividuals®

b. Reliability no data availsble no gats aveilable no data available

c. Validity procedures not adequate put-lished results no data available
. to draw conclusions favorable

- - L
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i
\
>
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- TAP TOWER VARLPAR WREST
. N .
Yes Yes No - No
Yes Yes Yes No
1 1/2 daye 3 weeks Up tc 10 days not applicable
not specified No as needed No l
7 different norm groups clients clients and workers différent sge groups '

.85 coefficient of
stability -

no deta avallable

no dsta svailasble

equivocal results

-

test-retest with fairly
high estimates

no date ayailable-

and employed workers
test-reteat and internal
consistency estimates
given .

no data avaijable
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MCCARRON-DIAL WORK EVALUATION SYSTEM

(M&Cerron-Dial) X

1. Development

A\

Sponsqr - Lawrence T. McCarron and Jack G. Disl.

Target.Broup - The mentally retarded and ehronically mentally
ill.

Basis of-System - The'sﬁstém is based on five neuropsycholog-
ical factors (see below). s

2. QOrganization ' .

be

Ce

d..

r }

Name and Number of Work Samplés - The McCarron-Dial contains
17 separate instruments, grouped into five fectors:

(1) Ver.:al-Cognitive - Wechseler Adult Intelligence Scale
(or Stanford-Binet Intelligence Scale) and the, Peabody
: Picture Vocabulery Test.
(2) Sensory - Bender Visual Motor Gestalt Teai and Haptic
Visual Discrimination Test.
(3) Motor Abilities - >
(a) Fine Motor Skills Assessment: Beads-in-Box;
Beads-on-Rod; Finger Tapping; Nut-ang-Bnlt Task;
and Rod Slide.
(b) Gross Motor Skills Assessment: Hand Strength;
Finger-Nose-Finger Movement; Jumping; Heel-Toe
Tandem Walk; and Standing on one Foot.
(4) Emotional - Observational Emotional Inventory,
(5) Integration-Cgping - San Francisco Vocational Compe-
tency Scale and Dial Behavioral Rating Scale.

o

"Gruuping of Work Samples - The tests, tasks, and scales are

grouped according to five factors; all devices are cluaely
interrelated.

Packaging of Work Samples -. The tasks for the Motor Abilities

_Factor, ‘the Observational Emoticnsl Inventory, the Dial Be-
haviorsl Rating Scale, the Peabody Picture VYoecsbulary Test,

B8ender Visual Motor Gestalt and the Maptic Visual Diacriminatiun

- Test are packaged indepengently. The WAIS and the Stanford-

Bihet must be purchased from their appropriate publishers.
Mahusl - The bound offset manual.pontains all system detasils.

3. UWork Evalustion Process

Qe

b.

Preliminary Screening - An interview with the client &nd the
referral source is urged to obtain background data on the
client.

Sedquence of Work Sample Adminiatratian - Adminiatratinn begins
with factor one and continues through factor five.

15 18
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.c. Client Involvement - Client involvement is encouraged during
" the assessment period. Upon completinn, the mse.wual recammends
jndividual counseling to provide help for the client to move
tows~d reaslistic work-treining goals and expectations.

.. de Evaluation Setting - A formal testing settiné is used, for fac- .-

N tors one through three; the other two factors require a period .
of placement in a werk setting, most commonly a sheltered :
workshope. L. ' : *

: .2, Time to Complete the Entire System - The first three factors

. can be sssessed in one day; two weeks of systematic observation

in 8 work setting sre needed to assess for the emptional and
-integration-coping factors. L

g . %. Administration -\f
. ‘ : . A ”
a. Procedures - Inst;uctiuns. materisls needed, layout and scering _ -
procedures are all specified in detail. Standardized teets are
adminiatered_accnrding to instructions in their test manuals. o

: . . v
- b. Method of Instruction Giving - All instructions-for factor three
‘ are given orally and are accompanied by demonstration if needed.
Fsctors one and tue are given according to thelir test manual
instructicns. S

c. Repesting Work Samples - Factor three asseasments may be re-
peated if the evaluatol questions the validity of the results.

°
. do Providing Assistance to the Client - Evaluator is to make
) certaln that the client fuliy.understands thg instructions of
each task; no agsistance is given during formal testing (i.e.,
the first two factors). '

S mvme s Mmoo e e —

. 8. Timing - Fhe evalﬁhxnr times the clieﬁt. ,

. be Timing Interval - Feuw tasks ‘are timed; those that are timed
invdive counting the number of responses or accurate obser- .
vatign for @ specified number of seconds.

ce 'Time Norme - No separate time norms are presented; time and -
.quality nordis are combined and presented in the form of a single
raw score.for. gach major task area. These scores are converted
e . . to percentile end plotted on a profile sheet. - ' )

d. Error Scoring - The quality of performance is compared to & well
defined set of standards.

e. Scoring Aids - No scoring aids are used.
f. Quality Norms - See."c. Time Norms" above.

'g. Emphasis in Scoring - The system emphasizes the quality of
performance. :

19




6. Observation of Clients . -l

a. lWprk Perfarmance - Some woik performance factors are iden-
tified on the various rating scales.

b. UWork Behavidrg,- Work behaviors, as well as personal behaviors,
are clearly specified and many gpecific work behaviors are
" listed. Most behaviors are defined in observable behavioral
terms,

c. Rating %ystem - The Observetionsl Emotional Inventory, Sao
, Francisco Vocational Scale, and the Dial Behaviorel Rating
a " Scele 8ll use 8 five-point scale to rate behaviors and per-
formance factors; each form has its own system of combining
the individual ratings to form different scales.

d. Frequency of Ohservation ~ Not specified

7. ‘Reparting ‘ \ . .

a. Forms - Standardized forms are included for the assessment of
" many of the motor tasks, behavioral observations, summary -
forms, and a8 profile. '

* h. Final Report Formet - The standard format includes g profile -
of all results together with recemmendations for sppropriate
training and/or work potentisl. A narrative summary of the
results for each of the five factors is alsd presented.

)

. 8. Utility
' . a. Vocational Exploration - The formalized assessment procedures

. required for the first three factors offer almost no chance
¢ for client vocational exploration. The observation period

- s« ——m—gither-4n-tHe -shel tered warkshop-er-on-a -job site could provide. ...

chances for exploration, but this depends on the prugréh of -
-each ‘facility. S

‘b. Vocational Recommendations - The system attempts to assess the
client's ability to function in one of the five following
program areas: day care, work activities, extended sheltered

- employment, transitional sheltered employment, and community =
employment. Examples.of final reports are provided to shouw
integration of results. Emphasis is on training and placement;
no relationship to DOT. . -

c., Counselor Utilization - The system is designed for disability
- determination and is‘eimed toward the counselor; counselor
involvement is recemmended. -

9. Training in the System T | »
‘a. . Training Required - Ves
. "be Training Avallable - Yes

c.. Duration - One to two weeks contingent on the evaluator's expe-
rignce. ‘ T

T - d. Follow-up - No e - \

r ' 2,0
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10.

12.

SN ) S

14,

Reviewer's Summary and Comments - The McCarron-Dial was designed

&

Technical Conside:stions

g. Norm Base - Norms are avaeilable on 200 adult "mentally disabled
" individusls® in sheltered and community employment; some char-
acteristics of the norm grpup are not given. No industrisl

norms are svailable. ‘

be Re%iabilit# - No data available

c. Validity - Although some regression equations are presented in
the manual, technical information is not explained in sufficient
deteil to permit the reader to judge these research results. A .
thesis hy Packerd (1975) reports positive results. C

[

fqr the purpose of assessing the mentally disabled person's ability o
to function. It uses a combination of widely accepted individually

. gdministered psychological tests, assessments of fine end gross

motor ebility, and an extended period of observation. Rather than
discerd those tzsts which have proven useful, or to.rely solely on
performance and behavior observation, the McCarron-Dial attempts

to combine them into a single prediction tool. The major problem
appears to be that no clear cutoffs or guidelines for making cutoffs

are made between the five program areas.

——

Address - : :
. . i ' T P '
Commercial Marketing Enterprises .,
Department: MDUWES .
11300 North Central, Suite 105 .
Dalles, Texas 75231 —~—

Cast-— $323.75 for .entire system exgept WAIS and Stanford-Binet; IR

$140.00 for 100 copies of sll forims. Add 10% for shipping and -
handling. ‘ ‘

References . i ' .
w‘ ~

«> —~
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- published masters thesis, University of Texas, Health Science
Center,tbellaa: Texas, 1975,

. Timmerman, W. J., 8 Doctor, A. C., Speciel epplications of work

evalustion- technigues for prediction of employability of the
trainable mentslly retarded. -Stryker, UOhio: Quadco Reha-

bilitation Center, Inc., 1974« .



PHILADELPHIR JEWISH EMPLOYMENT AND VOCATIONAL 'SERVICE

»

WORK SAMPLE SYSTEM (JEVS)

1. Development

a. Spnnsur - U.S. Department of Labor

be. Target Group - Originally designed: for the disadventaged, tho
system is now being adapted for the disabled.

c. Basis of System - The Worker Trait Group Urganizatinn of The
Dictionar! of Occupstional Titles (DOT).

2. 0Organization

a. Neme and Numbesﬁof Work Semples ~ The ayétem“cantains'zs work
samples arrang in ten Worker Trait Groups as follows:

(1) Handling - Nut, Bolt and Washer Assembly; Rubber Stamping;
Washer Threading, Budgette Assembly; end Sign Making.
(2), Sorting, Inspecting, Meesuring and Related Work - Tile
Sorting; Nut Packing; end Collating Leather Samples.
(3) Tending - Grommet Assembly.
(4) Manipulatirg - Union Assembly; Belt Assembly; Ladder
Assembly; Metal Square Fabrication; Hardwsre Assembly;
Telephgn Assembly; and Lock Assembly.
(5) Routine‘Ghecking and Recording - Filing by Number- and
Proofreading.
(6) Classifying, Filing, and Related Work - Filing by Three
Letters; Neil end Screw Sorting; Adding Hachine, Payroll
- - Computation; and Computing Postage.
' e 7Y Ingpecting and Stock Ghecking - Resistor Reading. B
(8) Craftsmanship and Related Work - Pipe Assembly. :
(9) Costuming, Tailoring, and Dresamaking - Blouse Meking .
" and Vest Making. . . -
(10) Drafting and Related Work - Bandenaing Frinclple.

b. Grouping of Samples - The work . aamplea are grouped into ten
~  worker Trsit Grouns.

Ce Packaging of Uork Samplea - Each work semple is individuslly

e © R Sttt
PSo,

packaged. : _ P _
d. Manual - The offset manual with photogrsphs contains complete
system details. ~

~

3. Work Evelusticn Process

a. Preliﬁlnarﬁ Screening - Not required C _ | -

b. - Sequence of Work Sample Administration - work samples are ad-
ministered progressively with the client starting with the
simplest work sample and proceeding in order through the system.

. -

4
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5.

Ce

de

Administration

be

Lo

de

Ciient Involvement - Becsuse work sample administration re-
gembles a formal. testing situation, client contact with the
gvaluator is minimlzed; feedback an performance and behavior
occurs at the end of the evalustion process.

Evalustion Setting - A sealistic work atmosphere and setting
are stressed in the manua'.

Time to Complete the Entire System - The average client takes
six or seven days.

\

Procedures - The materiel re;uired and layout are clearly des-
cribed; photographs sre used to insure proper Jayout.

Method of Instruction Giving - Most instructions ere oral and
demonstration; written instructions are used only when reading
is a requirement in 8 job aree being sempled. .

Repeating .Work Samples - Readministration is not recommended
because it invalidates results.

Providing Assistance to Clients - Assistence can be glven after
the initial instruction. period; but this results in lowering
the client's final score. . ‘

Scoring and Norms

(= I
be

Ce

de

Ee
fo

g.

Observation of Clients

b.

-

Timing - The client uses 8 time clock«for each work sample. .

Timing Interval - The evaluator punches the time clock after
instructions are.given, and the client punches the clock when

. tha work semple -tz -compgleted.

Time Norms - Time’ results sre rated on a three-point scale
based on gpe number of minutes to completion.

Error Scoring - Most work samples use & random check of items
which are.compared to carefully deddned scoring criteria;
some use photogrephs to illustrate gquelity standards.

Scoring Aids - Minimel use is made of scoring aids.

Quality Norms - Most work samples use.a@ three-point rating
scale based on the number of counted errors; others use @

,

correct-incorrect dichotomy. . :
Emphasis in .Scoring - Time and quality are given equal welght.

——rt

wWork Performance - Twenty-five work factors are specified for
the system; each work sample has certain factors listed that
are to be observed. '

Work Behaviors - All work behaviors to be observed are oare-
fully defined. o

20



7.

8.

9.

10.

c. Rating System - Many of the 25 work performénce factors are
rated on a three-peint scale, with all ratings clearly defined
and illustrated. .

d. Freguency of Observation - The system uses extenslve obaer-
vations. Observation of defined work factors is required for-
each work sample; these are summarized deily.

Regorting .

a. Forms - Stendardized forms are included for work sample re-
cording, daily observational sUmMBry , feedback intarviam and
final report.

b. Final Report Format : The standardized format includes the
ranking of work sample performance, recummended Worker Tralt
Groups and rationale, and extensive written comments on per- -,
formance and behavior. ‘

Utility | - U - .
a. Vocational Exploration - There is limited opportunitv because
many of the work semples tend to be abstract.

’b. Vocational Recommendations - Vocational recummendatiuna are

filghly related to the DOT; cover e wide range of jobs, and are,
geared for both training and job placement.

c. Counselor Utilization - The system and the final report are
orientated toward, the couhselor; hdwever, counselor familiarity
" with the DOT is necessary for optlmal counselor us€.

Training Reguired . . |

a. Training Required - Yes
b. Training Availsble - VYes
Ce Duratian - Two weeks ~ .

[ 4

de Fallnu-up - Two technicel aseistance visits are made to assist
with the establishmeht of the system and the maintenbnce of
etandardized procedures.

Technical’ CGnaidaratiuna

L ] L)

a. Norm Base -, The syatem was normed on 322 clienta, mainly young
black malea- the sample is clearly described. No indugtrisl
norms are availabla.

b. Raliability - No publiahed datsa availahla

c. Validity - Although ‘the initial study of the system gave favor-
able evidenge, results of studies done by the U.S. Department .
.of Lahor heve not been relessed to the public. Research by
Nadolsky €1973) congludes that the system is vslid for eval-
. uation of 1mmadiate employment potentisl.

»
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12.
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1.

.

Revicwer's Summarg*and Comments - The JEVS system is 8 h:ighl\,r{‘J _
ien

based on ten of the DOT Werker Trait Groups. The system empha-
gizes the accurate observetion and recording of work behaviors and
performance factors. . The major problegs with the system appeer to
be the shstract naturerof many of the dork semples, which hinders
vocatio.ial exploration, limited evaluation feedback to the client,
and the lack of job information presented to the client. The '

E?andardized and well 1ntegratedtprncedure for client evaluat
T

. syateq 1s perhaps best used when @ therough evaluation of the

client's potentisl is desired.

Adgresa

Vocational Research Institute

Jewish Employment end Vocational Service _

1913 lalnut Street '
Philadelphia, Pennsylvania 19103 '

!

Cost -~ $6,140.00 includes ell work samples and forms, shipping,
tuition for training one persen im Philadelphia and two site visits
(trsnqurtatiqg of JCUS Staff persen not included).
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/ ' SINGER VOCATIONAL EVALUATION SYSTEM

- 4 ‘ (Singer)

4. Development

a. Sponsor - Singer Education Division
b. Target Group - Not Specified
c. Basis nf‘éysteﬁ - Not specified

2. 0Organization

a. Name and Wumber of Work Samples - At present the following 18
work semple$ are contained in the system:

(1) Semple Making; (2) Bench Assembly; (3) Drafting; (&) llec-

_trical Wiring; (5) Plumbing and Pipe Fitting; (6) Carpentry;
(7) Refrigerstion, Heating end Air Crinditioning; (8) Soldering
and Welding; (3) Office and Sales Clerk; (10) Needle Trades;

A (11) Masonry: (12) Sheet Metal; (13) Cooking and Baking; '
e (14) Engine Service; (15) Medical Service; (16) Cosmetology; :
(17) Data Calculation and Recording; (18) Soil Testlng;
. (19) Photo Lab Technician; and (20) Production Mechine Operating.

St —b;-~Ernup1ﬁg~ﬂ£-Samplesmnnsacn_wurkmaample”is.1nﬂen§ﬂggn§;__mm

c. Packasging of Work Samples - Eech work sample is self-contained
in a cerrel. '

e d. Menusl - The printed manual is bound in a looseleaf folder;
gome system deteils (e.g., report preparation and interpre-
tation) are not provided.

3. lWork Eveluation Process

a. Prelimipary Screening - Not required

b. Seguence of Work Sample Administration -~ The order of adminis-
tration 1is Left to the discretion of the evaluator.

c. Client Involvement - The client is extensively involved in the
evelustion process through @ system of self-ratings of interest
ang performance. Due to the frequent number of checkpoirts in

" each work sample, client contact with evaluator is high; little
provision for accurate .feedback exists.

d. Evsluation Setting - Not specified

e. Time to Complete the Entire System - Not specified (reviewer
estimates over three weeks if all 20 work semples are given)

4. Administration

‘a. Procedures - The general administration procedures are described
for the entire battery; the tools and supplies reeded for each
work sample are cleerly listed.

27
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3.

6.

7.

be

Ce

da

b.

Coe

‘do

Be

feo
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Method of Instruction Giving - All instructions are given using
an audio-cassette tape and film strip formst, with.the client
cantrolling the rate of sdvencement. This programmed material
is occasionslly supplemented with written material.

Repeating Work Semples - Work samples may be repeated if desired
by the evaluator.

Providing Assistance to the Client - The evaluator is encouraged
to make sure that the client knows how to do the task before he
begins to work; checkpoints sre provided in the sudio-visual -
material so that the client cen ask the evaluatnr to review his
progress before continuing.

Scoring anc Norms

Timing - Evaluator times client.

Timing Interval - The interval varies with each work sample and
is specified for ench wbrk sample in the manusl.

Time Norms - The results are rated on 8 five-point scale, based
on the number of minutes to completion.

Error Scnring - All items are checked against a carefully defingd
scoring criteria.

Scoring Aids - Some use is made of scoring sids.
Quality Norms - Quality norms are rated on a five-pnint scale,

~based or the actual number of errorsgs - - —————- - —~ —— -

Emphasis in Scoring - Emphasis is an the guality of the Finished
product.

Obgervation of Clients

b.

Ce

de

Work Performance - Twenty-nine work factors (teken mostly from.
thae DOT interest and temperament factors) sre defined and each
work sample has certali. factors listed that are to be observed.

work Behaviors - The work hehaviors to be obderved sre defined.

Rating System - Client end evaluator beth rate client's perform-
ance on a five-point scals for each work sample; the rating is
general and does not include separate ratings of specific work
factors or work behaviors.

Frequency of Observetion - Frequent observation is required due

to checkpointa in the system.

-

Regnrting

b.

Forms - Stendardized forms are included for interest ratings,
performance:rating, a picture interest test, and a summary sheet.

Final Report Format - A narrative report with attached forms.is
recommended. .
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10.

1.

12.

13.

-Utility

a. Vuéatiunal Exploration - An extensive amount of occupational
information is provided to the client; each work sample contains
an irtroduction to some jobs related to the work sample.

b. Vocationel Recommendations - The system is roughl¥y related to
the DOT through Occupational Group Arrangements; the major
emphasis is on orientation to job training.

c. Counselur Ut;lizétiun‘- The final report is aimed for the
ounselor. v

LS

Training in the System

a. Treining Reguired - No

b. -Training Aveilable - Yes -~
c. Duration - Twqueeks‘ |

d. Follow-up - None

Technical Considerations

a. Norm Base - Some work samples were normed on "more than 100
individusls"; insdequite information given on norm group. No
industrial norms are 8veilable. ' .

h. Reliasbility - No data available

“c. Validity - No data avellable - -

Reviewer's Summary and Comments - The Singer system presently con- -
sists of 20 work samples that provide the opportunity to evaluate
a client for mr-, job areas - mostly in the gkilled trades. The use
of interest me suces and udcupational information makes the client

. guware of a wide variety of jobs. These career exploration and

pccupation information’ functions are the strong points of the system;
often at the expense of the evaluation of client potential. Many
procedures for using the system are not clarified in the manual end
the system is not as integrated into a functional whole.

Address , !

Singer Education Division
Career Systems

80 Commerce Drive
Rochester, New Yofk 14623

Cost - $22,935 for 20 work samples, evaluation package, ingtalla-
Tion and orientation; Singer ususlly will not sell less than ten
work samplas initimlly, estimated cost for ten ls $13,000. Treining
not included. .
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- | . TALENT ASSESSMENT PROGRAMS
" | (TAP)

1. Development

- .

a. Sponsor - Talent Assessment Programs .
b. Terget Group - Not specified ‘ . ‘ .
c. Basis of System - Dccupational clusters of related jobs

2. Organization

a. Name end Number of Work Samples - Eléven tests are included in B
the gystem: -~ . o ‘

(1) Structural and Mechanical Visualizetion; (2) Piscrimination '
by Size and Shape; (3) Discrimination by Cplox 4) Tactile
Discriminstion; (5) Fine Discrimination without Topls; (6) Gross

. Dexterity without Tools; (7) Fine Dexterity with Tools; (8)
Gross Dexterdty with Tools; (9) Circuital Visuslization;
(10) Retention of Structural snd Mechanicel Deteil; and Gy
Structural and Mechanicsl Visualization in Greater Depth.

'b. Grouning of Work Samples - Each work sample is' independent.

Ce Peckeging of Work .Samples - All work samples are packaged
individua}%yf .

d. Manual - A spiral-bound offset manusl with illustrations containg
gome system details (e.g., manual does not specify materials for
each task and client administration instructions are presented
only in outline form). :

it

3. lork Evaluation Process

8. Prelim;nary Screening - Not specified

be. Sequenéé of Work Semple Administration - Work sample no. 1 must
‘be given\ﬁérat and work samples nos. 10 and 11 last; the other
tasks may be .given in any order. o

——

c. Client Involvement - The type and degree of client involivement
during administration is not specified. Because of the short-
ness and formal nature of the tests, there is probably little
client irvolvement. The client is given 8 copy of his scoring

- profile upon completion. ' ‘ : \

d. Evaluation Setting - Not specified

e. Time to Complete the Entire Battery - The tests can be admin-
jstered in from two to two end one-hslf hours. '

! -




L.

5.

6.

P’ * (
Administration *

. ~Procedures - The materials, tools, layout, as well as the
exact client instructions and demnnstratiuns are not specified
in detail. The last work sample is-.administered only to
cliente who have performed extremely well on work semples nos.
1 and 10; the developer estimates that only 10% of all clients

- should take the final work sample.

be « Method af Instructinn Giving - All instructions are given orally
with appropriate demonstrations; no reading is required.

Ce Répeating Work Samples - Not specified

de Providinq Assistance to the Client -~ The évaluator is to make
" gure that the client fullv understands,the task before timing

begins. 1

Sccring and Norms ’

8. Timirng - The evaluatur times the client using a digitsl, decimal
m;nute timer.

b. ‘Timing Interval - Timing begins when'the client fully understands

-+ the.instructions and stops when the task is completed.

c. Time Norms - The actual completion time to the nearest tenth of
a minute is recorded. After any "penalty" aabree bhave been
added to the completion time, the total raw time score is com-
pared tn-percentile NOrmse.

de Error Scnring - Errors are not glearly defined 1n the manual.
Apparently the entire task is checked for errors. Four work

_ .. gamnples ere not scored for: errors. i -

e. Scoring Aids - No scoring aids ‘are used.

f. Quaslity Norms - There sre no separate gquality norms. In those
work samples which are scored for errors, the number of errors
is multiplied by a constant number and the résulting “penalty“
is added to the raw time score.

g. Emphasis in Scoring - Emphasis is on time scores. )

Observation of Clients B o f

8. lWork Performance - A few work performance factnrs are mentioned
but none are defined, no information is given for their obser-
vation.

b. UWork Behaviors - A few work beheﬁiura'a éntinned but none
are defined; no information is given for their observation.

-Ce Rating System - No method of rating behav.ure is uaed.

d. Freguency of Observation - Not speci fied
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7.

|}

8.

9.

10.

b.-

Ce

\ e

Reporting

g. - Forms - A raw score form, a form for recording job possibilities

_ by Occupational Clusters, and a praofile gheet are used.

b. Final Report Formet - The profile sheet contains a profile of -
the percentile scores for each work sample, except no. 11, a
Talent Quotient (based on the total results) and a space for
a narrative report that interprets the profile and gives
vocational recommendations. ° . :

Utility ‘

Vocational Exploration - Because the work samples are really
standardized perceptual end dexterity tests, they are too
abgtract to provide much direct voceational informetion to the
client, without interpretation by the evaluator.

Vocational Recommendations - Using occupational.clusters the
manual lists specific’job titles with DOT codes within each
cluster together with the work samples that relate to specific
job requirements.. . , )

Counselor Utilization ~ The profile sheet with its occcupational
recommendations is designed for the counselor, teacher, or |

employere.

Training in the Syatem

a. Training Reguired - Yes Lo s

b. Treining Aveilable - VYes ,

c. Duration - About a day and a half

d. Follow-up - Not specified ' _’//\

Technical Considerstions

a. Norm Base - Norms are available for: (1) msle senior high-échool
students; (2) female senior high srhool students; (3) male junier
high school students; (4) female junior high school students;
(5) a mixed sex group of mentally retarded adults; (6) unselected
employed young adults; snd (7) male alcoholics. All groups are
of -adequate 8ize, but some deteils of group charecteristics are
not given. ‘ — | gf

b. Reliability - The developers report a coefficient o stability

Ce

of over .85 in preliminary test-retest studies over a six month
period; however, not encugh of the procedures are given to fully
judge the meaning of these results.

Velidity - No datas available.
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1.

12.

13.

14,

Reviewer's Summary and Comments - As opposed to other work eval-
uation systems which a®bempt to present @ complete picture of the
client; the TAP can be characterized ag a battery of perceptusl and

dexterity tests designed to measure gross and fine finger and -
manual dexterity; visusl and tactile discriminstion; and retention

of details. Thus, it is limited to the assessment oF these fairly
gpecific factors. The developer does not claim that this system

 will assess all vocationslly signifigant capacities and” behaviors;

in .fact the manusl states that other assessment devices should be
used in additien tp the TAP to obwain a cnmplete evaluation af the
client. .

Address ¥\ ' : o

Telent Assessment Programs
7015 Colby Avenue
Pes Moines, Iowa 50311

Cost - $2,400 to $2, 900 depending upon distance from Des Moines;
price 1ncludes un~site staff training. : .
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- . THE “TOWER “SYSTEM
-t : ' (TOWER)
1. Develapment

a. Sponsor - Vocational Rehabilitation Administration

b. Target Grn%;/h’Désigned for the physically and emotionally
disabled. ' -

. C. Basis of System - Job Analysis

. 2. Organizaetion : . .

. . a. Name and Number,nf'murk Samples - The system conteins 93;wark

saimples arranged into 14 job training srees:

(1) Clericel. - Business Arithmetic; Filing; Typing; Gne-Hand
Typing; Peyroll Computstion; Use of Sales Book; Record
 keeping; and Correct Use of English. :
(2) Drafting - T Square; Triangle; Compase; Working Drawing;
Drawing to Scale; end Geometric Shapes. : :
(3) Drawing - Perspective; Forms, Shapes snd Objects; Shading,
* Tone and Texture; Color; .end Free Hand Sketching. |
(4) Electronice Assembly - Color Perception and Sorting; .
Running 8 Ten Wire Cable; Inspecting a Ten Wire Cable;
\ ‘Lacing & Cable; and Socldering Wires. .
et NS - (5)-Jewelry-Manufacturing « Use of Saw; Use of Needle Files; .

~ Electric Drill Press; Piercing and Filing Metsls; Use of
v Pliers; Use of Torch in Soldering; and Making Eerring and
Broach Pin. - ) .

{6) Lesthergoods - Use of Rulers; Use of Knife; Use of. Dividers;

Use of Paste and Brush; Use of Scissors and Bond Folder in
. Pasting; Constructing Picture Frame; and Production Task.

(7) Machine Shop - Reading snd Transcribing Messurements;
Blueprint Reading; Measuring with a Rule; Drawing to
Measurement:; Metal Layout é@nd Use of Basic Tools; Drill
Press Operation; Fractions and Decimals; Messuring with
the Micrometer Caliper; and Mechanical Understanding.

(8) Lettering - Lettering Aptitude; Alphabet and Use of
T Sguere; Use of Pen and Ink; Use of Lettering Brush; and
8rush Lettering. -

(9) Maill Clerk - Opening Mail; Date-Stamping Mail; Sorting
Mail; Delivering Mail; Collecting Mail; Folding and -
Inserting; Sesling Mail; Mail Calssification; Use of Scale;

. and Poatage Calculation. ' :

(10) Optical Mechanics -fUse of Metric Ruler; Use of Calipers;
Lens Recognition; Lens Centering and Marking; Use of Lens
Protractor; snd Hand Beveling and Edging. .

(11) Pantograph Engraving - Introduction to the Engravograph;

- Setting-Up, Centering Copy end Determining Specified
Ratios; Use of Workholder and Adjustment of Cutter; and
Setting-Up and Running Off a Simple Job.
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3.

He———_“*"—“‘“ér"Séﬁﬁénce ‘oF Work Semple Administration ZRaminiatration is pro—

2

(12) Sewing Machine Opereting - Sewing Machine Control; uUse of

Knee Lift and Needle Pivoting; Tacking and Sewing Curved
* Lines; ‘Upper Threading; Winding and Inserting Bobbin;

Seming gnd Cutting; and Top Stitching. '

{13) Welding - Measuring; Mesking a Working Drawing; Identifying
Welding Rods; Use of Acetylene Torch; Use of Rods and
Electrodes; Use of Tarch and Rod; Measuring and Cutting
Metal; and Soldering. .

(14) Workshop Agsembly - Counting; Number-and Color Collation;
Folding.and Banding; Weighing and Sorting; Counting and
Packing; Washer Assembly; Inserting, Lacing and Typing;
and Art Psper Banding.

‘be Grouping of Work Semples - The work samples are grouped into 1&

major areas of training.

~ ce -Packaging of Work Samples - The work aamplee are nct 1nd1vidually

packaged.

’ {
d. Manual - The printed manugl is hound in a looseleaf folder. ' :
) Some system detesils are not provided, but are cevered in s ' -
separate book TOWER. :

Work Evaluation Process.

9,. Adminiatratian_. | " .

8. Preliminary Screening - This ie.emphasized for planning purposes;
but the specific information needed prior to adminietratiun of
the system is not gpecified.

F S s Dt

gressive within the-major areas; the choice of aress dependa
upon client interest and/or the evaluation plan.

c. Client Involvement - No client invulvement procedures are spec-
ified in theamanual.

~

'd. Evaluation Setting - A realistic work atmnephere and setting are

stressed.

€. Time 4o Complete the Entire System - The average client com 1etea
the entire system in three weeks; however, clienta seldom take
all work samples in the ayatem. :

a. Procedures - The purpose and procedures are cleerly described.
All tools and materisls regquired ere listed; bhowever, some lay-
out details are not given. -

b. Method of Instruction Giving - Tne ayetem uses mainly written !
instructions which are supplemented by evaluator explanation *
and demonstration when needed.

Ce Repeating Work Samples - The readminiBtration DF work samples
is encouraged For the purpoae of upgrading client performance.



d. Providing Assistamce to the Client - The evalustor is encour-
aged to engure”the client knows how to perform the® task before
he begins to work; procedures for assisting the client after
he has started the task are not specified. ’

-

. | .

S. Scoring and Norms

" a. Timing - The evaluator times the client, but no procedure for
timing is establ}shed. ‘

b. Timing Inteérval - Timing begins following instruction end
. stops upon completion of the: task.

d. Time Norms - Time results are rated on a five-point scale,
based upon the number of minutes tp campletion.

* \"‘ d. Error Scoring - All items ere checked against carefully defined
{ . scoring criteris. : -

- @o Scoring Aids - Extensive use is made of transparent overlays
and other scoring aids. -

f. Quality Norms - All work sampléa are rated on 8 five-point
scale, besed upon the number of errors.

g. Emphasis in Scoring - Time and the guality of the finished
product are given equal welght.

6. Dbsé:yg}ipn‘uf Clients

a. Wwork Performance - Few work factors are specified and nnne‘are
specified for individusl work eamples.

b. Work Behaviors - Work behaviors are not specifieca

defined.

c. Rating System - A five-point system is used to rété'"uork and
- personal characteristics®; the points on the scale are not
clearly defined.

d. Frequency of Observation - Frequent observations are not empha-
. ' sized, but are taken for granted.:

7e Regoqginé'

a. Forms - Standardized forms are used for attendsnce and punc-
tuaslity; for a summary of time and guality results for each
work sample; ang for s "vocational eveluation report.®

b. Final Report Format - The final report conteins a narrative
summary using a standardized outline and a section conteining
. mainly global ratings of the client. Personal contact with
the counselor is recommended. .

8. Utility

- s. Vocational Exploration - The client i8 exposed to many different
- training areas which gre &epreaentative of a variety of Jjobs:
‘ The manual contains specific occupetional information that 1s
o | given during the administration of the work samples.

l . o
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i ) - . .
b. 'UocatiunalnReénmmendétioné -'Vucational recummehdatinns are
limited to Jobs which are directly related to the work samples.

The recommendstions are not highly relsted to the DOV and ars™
- : primarily treining orientated.

Co Counselor Utiifzation --Counselor involvement in the evaluation
process is recommended; the final report is aimed at the
coungelor.

9. Training in the System

a8, Trgining Required - Yes
b. Training Available -~ Yes
Ce Duration - Three weeks
d. Follow-up - No - | &

10. Technical Consideratibns

d. Norm Base - The system was normed on clients at the Institute
for the Crippled and Disabled (ICD); sample sizes or character-
istics sre nmot given. Industrisl norms are not svailasble.

‘b. Reliabijity - No data avesilable.

c. Validity --A: seven city research study produced equivocal
Tesults. - - , - s

11» Reviewer's Summary and Comments - The TOWER System is the oldest

complete work evaluastion gystem and over the years has served as a
- model for the development of many work samples. The TOWER uses a

realistic job setting -to thoroughly evaluate clients for a rather
narrow group ¢f jobs. The facts that the TOWER was based on job
analysis and that the syetem has been used for meny years to plece
and train handicapped people are indications that the system is
very useful in evaluating clients for a small group of jobs. The
lack of precise definitions for work performance factors and client
behaviors and the lack of -adequate norms are the major weaknesses
of the syatem. The high use of* written instructions and the high
level of the ereas evaluated restricts its use with low literdte
and mentally retarded clients.

12. Address

ICD Rehabilitation and Research Center o
340 East 2Lth Street:
Netw Vork New York 10010

13. ELost - SSDD 00 for three copies of 8ll work samples and Forms,
training tuition is $150.00, which includes manual. Note: No

. . - hardware 18 sold by ICD, each facility constructs the work.

o samples. ICD estimastes cost to set up unit at about $5,000.00..
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1.

2.

3.

UALPAR COMPONENT WURK SAMPLE SERIES

(UALPAR)

[

Deve

lopment

8.
h.

Coe

Sponsor - Valpar Corporation
Target Group - Industrially Tnjured Workers

Basis of System -~ Trait-and-factor appruach based on task
analysise. :

Organization

Se

be

Work

Number of Work Ssmples - At present the following 12 work
samples are contained in the system:

(1) Small Tools (Mechanical); (2) Size Discrimination;

(3) Numerical Sorting; (&) Upper Extremity Range of Motion;
(5) Clerical Comprehension and Aptitude; (6) Independent -
Problem Solving; (7) Multi-Level Serting; (8) Simulated
Assembly; (9) Whole Body Range of Motion; (10) Tri-Level
Measurement; (11) Eye-Hand-Foot Coordination: and (12)
Soldering.

Grouping - The work samples were developed and are intended

for use as individusl components and are not grouped as an

evaluation system.

Packaging of Work Semples ~ Each work sample is self-contained.
Most are packsged in lockable cases.

Manual - Separate spiral bound, offset manuasls are provided
for each work sample. Each manusl contains all details
necessary for that particular component.

Evaluation Process -

8.
b.

Ce

.de

2.

Preliminéry Screening - Not reduired

Sequence of Work Sample Administration - The order and number
of work semples administered is left up to the discretion of
the evaluatore.

Client Involvement - Because work sample administration re-
sembles 8 formal testing situation, client involvement is
minimal; feedback on performaence is left up to the discretion
of the facility and individual evaluator.

Evaluation Setting + Not gpecified

Time to Complete Entire System - Not specified; note that this
is @ group of components not a system. (Reviewer estimates
12-15 hours for sll 12 units.)

-~
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b. Adminiatratiun

N\

Procedures - The materisl required, instructions to evaluatnf,
and layout are‘clearly described in the manual; detailed
drawings are used to insure understanding.

‘b. Method of Instruction Giving - All instructiuns are oral and
demonstration; reading is not required except when necessary
‘to.perform the given task.

c. Repeating Work Samples - Readministration is encouraged for
upgrading, if desired by the eyaluatur.

d. Providing Assistance to Client - The evaluator is encouraged to
insure the client has a thorough understanding of the task
before beginning. Practice trisls ere given as part of the v
“ instructions on every work sample, and @ clear understending .
should exist before starting on the task. The manuals do not
specify assistance to the client after timing has started.

5. Scoring and Norms

‘ a. Timing - Eveluator times client.

b. - Timing Interval - From the end of instrhctions to completion of .
the task. ' -

Ce Tiﬁe.Nurms - Completion time in seconds is recorded for each
portion of all tasks and for disassembly. The total time iE/
converted to percentile norms.

d. Error Scoring - Errors are well defined; the number of errors
is recorded for each part of the sample end totsled. Totel
errors are converted to a2 percentile score.

e. Scoring Aids - Some use is made of scoring aids.

f. Quality Norms - No separate quality norms sre used. Time‘and
error scores are combiped to obtain a total performance score.

4. Emphasis in Scoring - Emphasis is dividéd equally betygen quality
: ~ and quantity. '

6. Observation of Clients

a. Work Performance - No work factors are specified in detall for
individual work samples. :

b. UWork Behaviors - The same 17 defired worker characteristics are
used for all the work samples. Many of these seem to require
subjective judgment on the part of the evaluator. Evaluators

_are encouraged to use only those characteristics which apply.

c. Rating System - The evaluatpr uses a S5-point scale to rate
clients on each of the 17 worker characteristics.

d. Frequency of Observation - Frequency of obaervation is not apec-v
ified;  however, frequent evaluator contact is required on many
work samples due to the administration and scoring procedure.

- . &D .
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9.

10.
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Reporting

8. Forms - Standard forms gre used for scoring and rating of worker
characteristics. Body position charts are included with the
Upper Body Range of Motion and Whole Body Range of. Motion work
samples for recording pain and fatigue areas.

b. Final Report Format - Because thils is not an evaluation system,
but a group of independent work sampl:s no final report form is
used.

Ptility . .

8. Vocational Exploration - There is limited opportunity for veca-
tional exploration due to the abstract nature of the work samples.

b. Vocational Recommendations - Becasuse these are individual compo-
nents and not a system evaluation, vocational recommendations
cannot be made on the basis of one work sample. The manual
indicates areas for further vocational exploration.

c. Counselor Utilizatinn - Because the system uses the purchasing
facility's report format, counselor utilizetion cennot be
specified.

Training in the System

a. Training Required. -~ No
b. Training Available - Yes

c. Duration - Consultation and training up to 10 days depending on
* the needs of the evaluator.,

Technical Considerationg _

a. Norm Base - Norms are awailsble on: (1) clients, (2) sheltered
workshop employees, and (3) employed,workers. Some sample
characterié%ics are not clearly described.

be Reliabilitv ~ Test-retest rellability coefficients were .obtained
for most work samples; most rellisbility estimates are fairly
' higho " )

c. Validity - No data available.

Reviewers Jummary and Comments - The Valpar Component Work Semple
eries currently consists of 12 individusl work samples which are
physically well designed end constructed. They sre appealing to

clients and lend themselves to easy administration and scoring.

- Individusl work samples can be easily ncnrporated into an existing
“evaluation program. However, because individual work semples

can be purchased ss needed by facilitiea, here are no unified final
report forms, and other aspects of an integrated system are lacking.

44



LB o

12.

Address

Valpsr Corporation

655 N. Alvernaon

Suite 108

Tucson, Arizona 85716

13, Cost - $5,060 for the current 12 work gamples. Individual samples

14,

range from $260 to $600. #

Reference

~

Brendon, T. L., Button, 4. L., Rastatter, C. J., 3 Ross, D. Re,
In A, Sax (Ed.), Innovations

Valpar Component Work Sample System.
in vocational evaluation and work adjustment.

\Vnocational Eval- -

uation and Work Adjustment Bullet¢in, 1975, 8 (2), 59-63.
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3.

NIDE,Rﬂﬁag-;MPLDYMENT~SAMPLE TEST
(WREST)

Development

8.

be

Ce

Sponsor - Guidance Associastes of Delsware, Inc.

Target Group - Not specified; howé&er, the original work
samples were developed in a sheltered workshop dealing with
the mentally retarded and physically handicapped.

Basig of System - Not specified

Organization

b.
C.

d.

Name and Number of Work Samples - The ten work samples are as’
follows: :

(1) Single, Double Folding, Pasting and Stuffing, (2) Stapling;
(3) Bottle Packaging; (4) Rice Measuring; (5) Screw Assembly;
(6) Tag Stringing; (7) Scratch Pasting; (8) Collating; (9) Color
and Shade Matching; and (10) Pattern Making. \

"Grouping of Work Samples - Each work sample is independent.

Packaging of Work Samples.- The uurk samples are not individ-
ually packaged. -

Manual - A spiral©bound printed manual with photographs contains

- all system detalls.

Work Evaluation Process

2.
be

Co

de
S

Preliminary Screening - Not specified

Sequence of Work Sample Administretion - Work samples are ad-
mirmistered in order starting with number one and ending with
number ter. | -

Client Involvement - The menusl does not contain informatior on
client involvement. Because the WREST resembles a formal testing
gituation, it is assumed that there is little client involvement.

Evaluation Setting - Not apecified

Time to Complete the Entire System - Administration time for
individual clients.is shout one erd a half hours; small groups

of three to six persons take about two hours.

Administration

Procedures - For each work sample, the manual deacribee the pur-
pose, and gives the materials, scaring information and instruc-

.tions. A photograph is used to ensure proper layout. .The WREST

can be sdministered to small groups of three to six persons.
Duplicate sets of.the WREST are necessary for group admninis-.
tration,

.
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6.

7.

b. -Method of Inestruction Giving - All §nstructions are'oral and
demonstration; no reading is required. N

c. .Repeating Work Samples ~ Rg@ inistration of work samples is
emphasized for upgrading. - Between gix and ten retests are
recommended for training. Menual does not specify what
‘training is to be used for when compléted.

d. . Providing Assistance to Client - The evaluator is encouraged
_ to ensure the client knows how to perform the task before he
begins to work; procedures for assisting the client after he

" has started the task are not specified. '

Scoring snd Norms .

a. Timing - The evaluator times the client with a stopwatch.

b. Timing Interval - Timing -is begun after‘the client understands |
the task and ususlly stops when the work -sample is completed.
However, when the client reaches the time period corresponting

to 8 scsled score of zero for @ particuler work sample, the
task may be discontinued. ) :

c. Time Norms - The number of minutes and seconds to cuﬁplete the

'work_sample are recorded; these are compared to .scale scores
" ranging fram 0 through.19. ) .

d. Error Scoring - All completed parts are\BQgcked against the

clearly defined scoring criteria given in the manual.
e. Scoring Aids - No use is made of scoriig aids,

fo Quality Norms - The errors for all ter wurk!samples-are added

together and the total compared to a norms table.
g. Emphasis in Scoring - The time results are emphasized.

Uﬁsarvatinn of .Clients '

a. UWork Performance - Neither specific work performance factors
nor their observation are mentioned in the manual. :

b. - Work Behaviors -~ No gspecific work behaviors are defined and no

information is given for their observation.

Ce Ratin§ System - No method of rating behaviors -is used..
d. Freguency of Observation - Not specified

Reporting
a. Forms - A "Summary of Results Form" is used to record perform-
ance and general rembrks. . _ - :
b. Final Report Format - Not specified; manual makes no reference
to a final report. : v :
Lb




8.

9.

10.

) 12.

13,
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Utility

2. Vucatinnal Exploration - The very simple nature of most of the
work samples makes the WREST of. litﬁée use in job exploration.

" b. Vocational Recommendations - Not specified

c¢. Counsdlor Utilization - Not specified

Training in the System

a. Training Required - No
b. Training Available - No
c. Duration - Not applicahle

- de Follow-up - No

Technical Considerations

,

8. Norm Base - Male and femsle norms are available for a number of
different =ge groups. The manual does not give the source of
these groups and it is not known if they ere clients, workers,
or fram the general population. Norms are also availsble on a
small sample of employed workers.

b. Reliability - Some reliasbility estifﬁfes are presented. Test-
« retest reliasbilities are very high. /Also given are estimates
of internal. consistency; the methodology used to nbtain these
estimates is véry much open to queatian.

.Ce Validity - No dats available

Reviewer's Summary and Comments - The WREST consists of ten, short,
low-level tasks apparently designed to assess mainly the manipulaticn
and dexterity abllities of the client. Although it is not stated in
the manual, the WREST seems most useful in sssessing new clients for
assignment to suitable work projects within a8 sheltered workshop.

- The emphasis upon repeating the work samples many times should pro- p

vide an evaluation of the client's ability to improve his performance
under repeated prictice conditions. The major problems of the

system center around the lack of systemstic behsvior observations,
failure to relate results to the competitive job market, and the

: apperent lack of 8 useable final report for the referring counselor

or agency.

Address

Guidance Associates of Delaware, Inc.
1526 Gilpin A. - nue

-

Ailmington, De- auare 19806

-

Cost - $595.00 for work samples and 25 record forms; manusl is
;1“ GU.
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