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listing.factors to be considered in selecting a commercial evaluation
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clients®' potential;
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INTRODUCTION -

P

' R ! In December, 1971, Dr. Dennis Dunn published a "Comparison-of—theJ3f¥S;

_ S1nger/Graf1ex and TONER Work Evaluation Systems.” This paper, reprinted by - .
" the Materials Development Center as Reprint Serieg No. 5, has been disseminated !
to thousands of individuals. Since 1971,. new commercial vocational evaluation
. 'systems have been developed and older ones ‘revised, making this original com-
- parison out-of:date: In February, 1976, MDC published A Comparison: of Seven
. Vocational Evaluation Systems.. ' This pub11cat10n compared the JEVS, McCarron-
.. . Dial, Singer, TAP, TOWER, Valpar, and WREST using a standardized outllne based
- ... on the Reprint Series No. 5 and the MDC sound-slide presentations in the Ori--
entatioh to Work Evaluation Batteries Series. When this publicatton: proved
. to be very successful, the next logical step was to prepare’a new pub11cat1on
.. .-. . containing 1nformat1on on four systems that were developed after -the original

_ _comparison was, printed. -Thus, this publication uses the same format_to_com__-
- .. 7 pare the COATS Hester, M1cro~TONER and VIEWS. - S

_ The.purpose of thi$ publication and its predecessor is to présent a rea-
.sonably obJectlve comparison of votational evaluation systems. In preparing
this comparison, manuals, technical reports, and related publxcat1ons were.

~used to obtain information about each system. It is hoped that this publica-. -
tion and the original comparisons pub11cat1en will be used as a guide for po-.
. tential purchasers so that they can. examine each.system in 1ight of their own
/! needs. Facilities cons1der1ng the purchase of any system should not only talk
" with vocational evaluators in facilities who are using a system, but should
also see the system in act1on prior to making a fihal dec1s1on ' .

. This_publication contains four 3ections. The f1rst 1s an-ed1ted reprlnt
.of an article on how to select & commercial vocational evaluation system . _ -
(Botterbusch and Sax, 1977); this article is based on the introduction to the
earlier compar1son publication. The second. 1s.@n exp1anat10n ‘of the 14 major -~
points contained in- the outline. The third section is a:table which présents
a very brief camparison of the four systems on the first ten po1nts in the °
outline (Points 11 through .14 are not presented because of' redubdancy or. not
being appropriate to summarize). The fourth section conta1qs a more detailed

- descr1pt1on of each vocational evaluation system, 1nc1ud1ng*rev1ewer S Com=
menti address, cost and references : . : _@1-1-
Two final comments. are necessary First, because most systems are con- ¢

* ( stantly being revised, expanded, and updated, the potential user ‘Should contact
the manufacturers for the most recent information. Second, for those who de-

" sire additional information, the Materials Development: Center:has -a -spund-

. slide presentation on each of the vocational evaluation systems: descr1bed

. in this pub1icat1on and in the prev1ous comparisons pub11catnon .(Those 1in- r.
terested in the “sound-slide presentat1ons should write MDC, for axbrochure

»descr1b1ng th1s serxes ) : : I
o Yy S ' - _ Karl F. Bofterbusch Ph.D. : '
. - ' ~ ' August 1977 e e e
S - . CONOTE ‘ ék:
r * \ ————h— .
There are two separate MDC: pub11cat1ons compar1ng vocat1ona] eva]uat1on
. systems. ThHese are: _ - L 2
. A Comparison of Seven Vocat1ona1 Evaluation Systems - $1 50 '
) _ ; A Compar1son of Four Vocational Evaluation Systems . f $1.00 .
- - _If you order additional copies of one or both’of these pubﬂ1cat1ons,_f,
. : please spec1fy the exact title when ordering and note the dlfference in
-[ﬁiﬂj . |-Pprices. - - L | o

e — . - .
- . .-

N - . - : L . - .
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.. . —'SOME_CONSIDERATIONS FOR THE SELECTION OF A.COMMERCIAL _ . -
\__ |VOCATIONAL EVALUATION SYSTEM = - «

_ )
0ver the yedrs many people have contacted the MDC for advxce concernxng
the most appropriate vocational evaluation system.to purchase for their faciT-
7 jty.” This sectior was prepared in’response to ‘these requests and will outline - .
" some of the factors to be condidered prior to purchasing a commercial voca-
- tional. evaluation system. The evaluator has at his d15ﬁosa1 many tools-for-
.assessing client potential.(Task Force No. 2, 1975) These tools fagl within
one of the fo1loW1ng four categorxes o

W

B _e o 1. _On -the-Job Evalua%lpns - These are situations”in whxch the c]1ent is

/- assessed in one or more of a variety of real work situations inciud- =
1ng job site sifuations in industry, trial training evaluation in ‘Q',
‘a training program, and simulated Job sta¢1ons within the facility. '

2. ¢ Sheltered Employment - Thi's offers the .evaluator an opportun1ty for
assessing the client under working conditions that shoqld be s1m11ar e
"to those found in compet1t1ve enployment.

3. Work Samples - Tbere are four types of-work sampTes according .to iy ?
- their degree -of correspondence With-actual jobs: -actual job samples, -
simulated job samples,. cQuster tra1t samptes, and sing]e tra1t sam-_ °
p] ES - . - - . - .

4. Psychological Tests -rThese 1nc1ude an almost endless var1ety of
paper-and-pencil and apparatus: techniques for measuring tra1ts, s’
. ab111t1es,_and related characteristics of an 1nd1v1dual N

- Faced with the nebd to equip and admipister a vécational eva]uét1on unit, 0~
. many untrained and inexperienced .evdluators feel that the purchase of a R
commercial evaluation battery will solve therr‘problems The evaluator should

. analyze a number, of factors in deciding how to equip the evaluation unit and
"then carefully investigate-all the tools listed in the above categories to
determine the ones that will prov1de him with the best methods to adequate]y

e-.assess his cllents

* The first, area of cons'ideration -is the re?at10nsh1p between the conmunity —_
and the vocational evaluation.unit. The evaluator must carefully 1nves§pgate
‘the range and type of jobs that are available®in the local labor market: ..
«Thus, a small rural facility or a fac111ty in a one industry community will
most likely have a narrower range of job evaluation stations than a facility L
in &n urban area.  Labor market information can be obtained through vocational -
. surveys, local employment offices and agencies, and client placement records.
. - Once potential employment opportunities have been determined, intelligent - ,
. decisions can beinede 4n what type of eyaluetion tools can best assess. these S,
- . demands. . o . ¥ .
i Because the evaluation outcomes. may. not result in immediateé placement,
_jt is also necessary to investigate the training opporturities available for
clients and these should also be reflected-in the selection,of evaluation
tools. A client's range of occupations widens and his chances for upward

o




N

fmob111ty are frequent]y 1ncreased as a result of tra1n1ng The presence of
-an_area vocational-technical school, private ‘trade -and business schoolsi on- -

the-job training programs, apprent1cesh1p programss and even higher educdtion
should be refleqted in the evaluation unit. Vocational evaluation techni
covering a wide vartety of occupational areas and assessing the full _range
of client apt1tudes and interests are needed if the facility is in.an area A

where.many employment and ra1n1ng epportunities are avai]abge

“The second con51deﬁ‘fTUﬁFTs’%he client populatxon. Some eva]uation

‘units must be capable of serving clients with all types of-mental, ‘physical,

psychologicatl, and cul tural disabilities.  Other fac111ties restrict them-

_-selves to serving. either a single disability or a small number of dis- S
¥ abilities.. A facility %ealing with many types of handicaps would generally -~
~ need to have techniques coveﬁ‘ng the entire range of occupat10na1 areas and -

" signed for persons who can see and hear and contain no special instructions

. the final report format ‘to determine exactly Wat information ¥t contains;

skilT Tevels within these areas. A fac111ty providing services to a single

“disability group could safely limit its evaluation areas. For example, a ..

facility serving only mentally retarded. c11§pts could rea]xst1ca11y avoid .
evaluation for occupations that require a gieat d %al of fermalized training
or higher education. ‘Some systems claim to have been designed specifically

- for_a particular level of ¢lient functipning. When selecting evaluation . )
tools, keep in mind the type of <lients served since it would be a waste of

time to assess a client for a job he codﬁd not fi]l because of his "handicap.
At the present time, all commerc1a1 vocational evaluation systems are de

or modifications for the blind or deaf. The evaluator should be aware-that

he frequently.will have to make modifications in commercial work samples so - -
that they meet the special needs of his clients (Botterbusch, 1976(b); Dick-
son, 1976). In summary, if an evaluator is considering a commercial evalu-

“ation battery, he should check the battery against the needs of the client N v

population senrved and then decide: (1) whether the system is designed—for

" the target disability group(s), or (2) whether other eva]uat1on techn1ques -,

would be more appropr1ate

'\ ’ - . ¥

The th1rd area to be cons1dened is the purpose of eva]uat1on. Although

'_ all vocational evaluation techniques should provide career information, a
_ particular tecpnique -may either emphasize occupational information by pro-

viding a hands-on experience or it gy emphasize the assessment of present

skills and aptitudes without. relating” it to career information. Some systems

attempt to provide a thorough evalyat1on of the.client's apt1tudes and work . "

* behaviors; others provide occupational ififormation and experience, often at . - ;

the expense of a thorough ability assessment)\ The evaluator should check D I

this goes a Tong way in determjning the purpose of a part1cu1a( system. The

. evaluator must first decide what needs to be included in these areas and then

attempt to find or develop the evaluation tools that best fit the ¢lient’ 'S .

needs A system should never be purchesed to "fit ‘in somewhere " | e T
L 4 . .

The fourth area of concern 1sfperhaps the most ba51c--why<even purchase ' -

. @ commercial evaluation system at all? All of the systems are relatively

expensive; some are very expensivé. None will probably meet the ‘individual
needs of a facility in terms of community jobs and training, client popu-
lations, and purpose of evaluation.. A facility could develop its own eval-
uation unit based on job or work samples taken from local. industry.* This

. would make evaluation very.realistic for the c¢lient, staff, and even for a.

potential emp]oyer Additiondl work samples could be deve]oped €rom ex1st1hg
subcontracts. in the workshop. This method not only will. assess the areas in
wh1ch the clie?} has his max1mﬁm functwons and interests, but also the areas
Ll _ | _ ..
o o — : L2 o .

.8
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'~ of the shop that would best f: the'c11éht In add1t1on, the c]:ent would ;

p

receive training on the work pérformed in the workshop. Then, when the cli . f;"

ent is transferred from the evaluatien unit, he or she will be familiar with
¢the subcontract, which should alieviate -the need fbr the, superv1sqrfﬁo train

the c11ent from "scratch el o v
. : 4

In‘most fat/ilities, staff are hired to provide direct client service, and to
have a staff person doing developmental work reduces the time available for
working with clients. Few evaluation units can afford the Tuxury of develops'n
mental time for staff persons. Besides.the time element, development of

~ evaluation tools demands a working knowledge of the skills required to per-. ' .
form jobs and to-analyze tasks, of form and report. desxgn. of behavior

EREEE The dgzelopment of a work sample is expensxve in terms of staff- txme *
f

-~ . apalysis, of statistics for norms, .and of industrial engineering techn1ques.
' Although these skills are becoming Wore and more widespread among “evaluators; .
- there are still many facilities that lack persons with these competencies.
- The lack of developmental time coupled with the inexperience of some eval- .
" #&tors is partly responsible for the increased .use of commercial evaluation
systems. The purchase of these systems-as a matter of convenience does not
necessarily rmply that the systems are not useful to the evaluatnr

+

The‘f1rst ‘decision is whether the evaluatxon unit is méeting - clxent
~needs :in terms of accurate assessment for available jobs and/or training. If

" "needs are not being met, the second decision becomes a gqugstion of what areas
of*' job assessment are needed “for the evaluation unit. After these needs are.

. known, a thorough review of the different evaluation techn1ques, commercial
vocatibnal evaluation batter1es (or parts of. these batteries), and other
“available resources should be made to determind how to best meet these needs.
However, it is a common practige for many persons to want to buy a system
that 'will give all. the answers. Such a-system simply does not exist.” There
is also the possibility of carefully selecting individual work samples from
several systeis and combining these .into a unified system specific to.-the .~ *

needs of the Facility. To have approprlate evaluation stations, there has-
to be a .great deal of analysis of what is to be accump11sﬁed during evalua-.

" tion, the available jobs and training opportunities, the types of clients
‘with whom you are working, and the best way to aceomplish the goals of your
'facility. This anadysis 1s absoluter necessary before a workable systen .
.can be. developed . . _ ¢ _

|

{

The preced1ng points should only be used as general guidelines because
‘each facility is unique. A critical. factor in purchasing a system should be
based on the knowledge of what is needed &nd not on the cost or attractive-
- ness of the hardware. Usually, no one system will meet all the needs of a
facility and the purchased system should be integrated with facility con-
-structed devices, other evaluation systems, on-the-job evaluation, and VA
S chological tests. MDC suggests that a fac111ty obtain as much accurate in-"
/" formation as poss1b1e about ‘a system prior to purchase. Some sources of in-
_ . -formatlon are: ST
- -

] ! LT ¢ .

ot *The MDC Work SampI& Manual Clear1nghouse is attempting to reduce the -

-~ developmental time by mak1ng completed work samq]e manuals available to
' evaluators - d

.
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1. The informat1on contained in this present pub11cat1on and in -
A Comparison of Seven Vocatxona{ E

P
.

va1uat10n Systems

. (Botterbusch, 1976(a)- R

2. MDC's sound-s11de presentations on most evaluat:on systems

A brochure Tisting these programs is avaxfable from MDC.

_System g
4~ If poss
5. Write th

matton.

13._ Talk with evaluators in: other facilities wﬁo are using the
eing cons1dered and see what they th1nk of it.

ble, try out the system yoursel f w1th c11ents in
another aci]wty, M

system 'S manufacturer and obta1n current 1nfor~

gegngt_ngg__ end what commerc#g] system(s)'w111 be best for

a facility because selecting the appropriate sysfem is (or should‘be) based

.on an accut§te, rea11st1c assessment of the. un1que needs of each. fac111ty

=

.~ Botterbusch, K. F.
Menomonis, Wisconsin: Mater¥als Development Center, 1976(a Avail-
able from the MBC at $1.50 per copy) -

—

\'_

Botterbusch K F
severely d1sab1ed Menomonie, Wisconsin: Materials Development Center,
1976 (b) (Ava11ab1e from the MDC atv$2.00 per copy)

D1ckson, M. B.,
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1. 'Deyelopnent A

i
i1

| \ VOCATIONAL EYALUATION SYSTEM OUTLINE -

\ -

a,

Sponsor - The name of the organxzation who originally funded or

~ financed the development of the vocational eva]uat1on system. -
b. Target Groub - What specific populations, such as d1sadvantaged,
- ~mentally retarded, or phy51ca11y handwcepped was the system de-
signed ta serve? -
c. Basis of the §ystem - Nhat theoret1ca1 or org n1zat1ona1 pr1nc1-
"~ ple, such as the Dictionary- of Occupational T les was used as
a—basig—for-development?
2. 0r9an12at1on . ' B L ‘
"~ a. Namg and Number of Work Samp]es - What are the names of the work_ I (.
‘sanples and how many work. samples does the system contain? = \ -
b. "Grouping of -Work Samples = What is the arrangement of  the indi-. )
' vidual work samples within the system? Are several work samples
- grouped in-a hierarchy or'is each work samp]e 1ndependent?
c.

-7 3. Nork Eva]uat1on Process

Packag1ng of Nork Samples - What'is the physical fetup of. the
work samﬂ?es in the battery? - :

.. Manual - What is the physical descr1pt1on of the manual and

does it prov1de all the details that the evaluator needs to
know in order to use the system? .

A

? aq'

Prel1m1nary Sc eening - What 1nformat1on ws needed or what decx-

-sions must be made before a client can be administered the systgm?

Sequence of Hork Sample Administration - In what order are the . o

~

work' saniples adm1n1stered? _ : ‘.. _ L e

Client Involvement -~ To' what extent is the c11ent informed of
his/her progress during the course of administration? What

type of formal feedback is given to the client after the entirg
battery has been administered? What type of contact does the -
cltent have with the evaluator? .

.’ Evaluation Setting.- Does the-general env1ronment attempt to

simulate 1n6ustry,.produce a c]assroom atmosphere, or resemble -
a formal testing. s1tuat1on? . ;

e.- Time to Complete the Entire System - How long does it take the
] _ average client to complete all.the work samples in the system?
-~ 4. Administration . S T

A. Procedures - Is the purpose of each work sample, mater1 ?x (,
needed, layout, and general instructions clearly g1ven'so thao _
there is little chance oﬁ:nas1nterpretat1on? _ '

b. Method of Instruction Givin <" How does the client receive h1s/*\ : g

- her 1nstruct1ons fz - the wolk samples in. the system, for ex-
ample:- oral, s _atiﬁn,; itten, or audio-viswal? - .

, > ' - - :




M

" ¢. Repeating Work Samples = What prov1s10ns—are ‘made for -the

......

readministration of some work samples-and what is the purﬁose
" of readministration? : .

??ovxdtng Assistance %o the Client - What procedures are ‘there
for giving extra or additional instructions, demonstrations or
feedback after the p”riod of initial 1nstruct1ons? -

E

Scorlng “and Norms. _ . _
a. Timiﬁg'- What are the procedures for timing .the client?

b, Timing Inferval - When does the evaludtor start t1m1ng the’

client. and when doesihe stop? -

\E- Time Norms - What is the. procedure for report1ng the time
.« score for each work sample? .

; Ut111tz ' > _
" a. Vocat1ona1 Exp1orat1on - Does the system provide exper1ences

d. Error\Scorxng - What procedures, such as a random check of some -
parts -general rating of overall quality, or a compar1son to.
_‘standards, are used for determinipg errors?

e. Scoring Aids - What use is made of overlays,. temp]ates, models,
etc., to make\scor1ng more accurate and easier for the eva]uator?

f. Quahty Norms - What procedures arey used for reportmg the - _
.-nwnber of errors, quality rating, etc., for each work sample? :

g- Emphas1s in Sc0r1ng - Does the system-emphas12e t1me or errors
in the scoring process?

’\

'Observat1on of .Clients |
a. Work Performance - Are work performance factors (e.g. , fine
finger dexterity, color "percepfion) Jisted for the system and’
are specific work performance factors g1ven or each work
. samp]e? . :
b. Work Behaviors --Are work behav1ors (e g., abi ty to fo]]ow

instructions, communication with supervisors) defined for the
'system and are specific_u work behaviors to be observed for each
work sample? . .

c. Rating System - What procedures does the‘system have for the
recording, describing, and rating of observed work performance
and work behaviors? . &

d. Frequency of Observation - How often and to what extent is the
evaluator to observe and record c11ent behav1or? . -

- .

-

What forms are 1nc1uded with the syStem? .
yinal gepqrt.Format 2 "What information is ‘included in the final

t1on) is used to- present the informafion?

>

4

that the c11en¢ can readily relate to real Jobs7

-

report and what type of format (e.g., rating scales, free narra-
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_.bﬁ' Vocat1ona1‘Recommendat1ons - Are tra1n1ng and job recommenda-

"~ “tions. specific or general? How*are-they'related-to ‘the DOT or—5-~“
- other. job classification systems?

c. Counselor Utilization.- Can the sysStem provide the counselor oF
referring agency with useful information and to what extent is
the counselor invo]ved in the‘process? N . . 7

Train1ng in the System - L o .

'a. Ira1n1ng Required - Is forma] tra1n1ng requ1red before the sys- .

tem is sold?
Tra1n1ng Ava11ab1e - Is formal tra1n1ng ava11ab1e?

!'.T

13.

Technical Con51derat1ons ¢

. 11,

_ system,

12,
fﬁisﬁtng ‘9 obtain additional information.

: e. nurat1en—-—Hew~mueh4¢4me—4s—requ4red—£on~tnaln1ng? : -

o

.~ Follow-up -"Is technical ass1s¢ance ava1lab1e after purchase
and tra1n1ng? a

o+
~

a. Norm Base - What norms are available and are the norm groups
cledrly defined? ‘Are.industrial noims (1 e., employed worker)
available?. . -

b. Reliability - Nhaf emp1r1ca1 evidence~is there to demonstrate
.that the system gives relxab]e or consistent results?’

c. Val1d1ty - What empirical ev1dence is available to indicate

* -that the system really does what it claims, such as make.more
realistic ch?gces. job and tra1n1ng success, etc.?

Reviewer's Summary and Comments - This contains what the reviewer '_ s
considers to be the major advantages and d1sadvantages of the . —_ B

. , X
Address - The,address of the manufacturer is givem for those

'Cost ~ The:present cost of the system and what materials and serv-

iges ari mc]uded m the price.

\

eferences - All. genera]Iy available references are given; those .
not ayai able from the MDC LoanService are 1nd1cated by an T .

.aster1sk(*)

*

- ‘ .



Process ‘

a. Pre11m1nary o

. Screening - P

b. Sequence of
Adpinistration

c. Client Ipvolvement

- d.. Evaluatiop

Sett1ng he

'T1me to: Complete
Entire System

. . ]
-~ ' ‘

~

not required

components and. work swﬁﬁzeg
may be given in any order
extensive client involvement’
cla¥sroom atmosphere -

a .

qstimate«28 to 60 hours

~

not required

no specific order specified

1ittiirc1fenf involvément
formal testing atmosphere

estimate 5 hours

: - b ~
g i
) Oui.:fline[~ 'COATS % Hester
e P e o
| 1. bevelopment | » : R -
a. Sponsor Prep, Inc.. Goodwill Industries of- 
R ' _ _ | _ “Chicago
b. Target Group = . manpower, secondary educa- rehab111tation c]iénts
- - . . tion and rehabilitation - ST . .
s c. Basis of System research_studies of need D1ct10nary of Occupat1ona] )
: . . S I1tles e " T
e X “* ,
._*-. ‘ # " X
= ~ — A . 2 .
2. Organization o . .
~a. Number of Work - 4 components - job matching, |28.psychological tests -
. Samples . ~ _emp1oyab111ty attitudes, 1« - L
work samples, and 11v1ng T
_ 1sKills . : . -
b. . Groupmg of Nork 10 work samples;’ each is grouped into Z factors Q
~ Samples - - | independent '
~C. Packaging of work each’ separate1y packaged in séme 1nd1v1dua11y packaged
i Samp]es | pértable container ' o -
d.  Manual. . | separate manual for each offset, conta1ns most -,
' ‘ » | component, contains all- ¢ |system details . A
details : S . .
-~
Y o \\.\ .
3. Work Evaluation -




2 .

"several mamwals; each.
printed, contains all
~ system details. .

o .

|.of fset, contains all aysten )

detalls ' . T

g
N

‘ot required

at the dtscﬁetibn‘of the
evaluator | |

extensive cllentfxnvolvement

conblnatfon of formal test-
,iug and counseling :

15 to 20 ‘hours.

not required

progressive from léast.to

‘most complex
extensive client 1nvolvement

realistic work’ sett1ng
stressed

estimate from 20 to 35 hcurs

. b

f~tio
"),.'

e " L Y ) y
.!K": . . T ;_ N ]
,. . . P ) i . » \
. ? . * N * N . ". ’ .
o] - Micro-TOMER . - © 7t VIEWS
‘4 : H » ‘L J . g V . ~ .
) ~ ; \\-. SRR I - . B ' .
-| 1CD Rehabilitation and " | Philadelphid JEVS | :
.| Research Center . * - * Woigea’ . o
rehabilitation Q]jeﬁts*h'f*:' hentally_rgtarqed B | ) o
O A L . 3 B .
7 aptituges 0, 0| DJct1oaary of 0ccupat1ona1
i e .Tf Tltles S . -
-f,. ’- . oo ) o : * -
T T - o
. L < _L~ 1A - s
13 _:: R SR £ - . o
'} 5 groups of general” 1.4 areas of work K
| aptitudes . . - | B . ) ;
jeach individually . most individually
.-packaged : . . packaged ) ]

-
-
a,
~
-
- t
. .
-
>
.
~ -
7. 7
-
R P .
- -i
R
. "
.
. -
4 - -
. -
. v‘



..a. Procedures.
"'b, Method of Instruc-

',tidn Giving‘;,

;c..fRépeat1ng WOrk _
B Samples- o]

d. Providing As-

-, -

- s1stance to C11ent

. -'-1 . . : ] ’ .
not speécified. . °

- timing b

| specified in detail .

audioZvisual :

-

1stance after
1ns

little as

. iE
N >

. L oY » - L] i . K
. ¢ . \ < y o )'
- - -7. -
7 ‘ ‘ KA. L
- Quttine . COATS * ' v~ I« - Hester
... . .’ > . - . - "
1 4. Administration : - .

-not spetified in detail ,
“oral and demonstration =
e ..--‘ } ..

1f necessany, after
2 weeks _q«,”

no ass1stance after = .
tim1ng beg1ns

-

5«'

A Nork’Performance

b. Work Behaviors

c. Rating stten

no factors recorded

some factors gefined

»
none; the number of
.behavior's is. recorded

'S_corj ng and- Norms , _ _ o |
-as Timing. eva1uator times client'or | evaluator times client
o , client times self . - - : _ o _
bﬂw Timing Interval - not spec1f1ed - ’§ variés'with'type offtest S
EL _Time Norms. ' | computer generated'scdfés no separate time nonns
- - — -. - N - - : -g"r‘-‘eu ~— - ~
. d. . Error Scoring . compared. tq standards | no separate’ error norms
. n _ G - given . |
e. Scoring Aids not. used - not used E .
f. Quality Norms computer generated sk11] | '
S L. rating . | - . ,
- g. Emphasis:in quality - . | time to completion or
t.. Scoring - C, ’ nymber of‘ responses
6. .Observatnon of Clients - -

Because the Hestér uses
psychological and psycho-
physical tests, no be-

Vo ¢ _ L havioral observations”
- d. Frequency of not specified . . .are made.
- 0bservat1on . ‘ N - -
* : -~ .
S ) | v
€, ‘6 .
. |
. ) ] ‘Ii \ - © .
. — s R PR
4 . 1 4
- - - . i




Micro-TOWER -

- .
Al .

3specified in detail
aud1o~cassette, eva]uator o
demonstrat1ons o

1 not s'pecifie_-_d o

. ﬁo assistance after
.timing begins

\

. spec1f1ed in detail

oral and. mode11ng,.f1exfiF'

bxbnty to use a variety o
techniques stressed

. repeated 1f‘absoygfe1y
‘necessary

1ittle ass1stance after
t1m1ng beg1ns

. v,

| cassetteftépe.'

Spec1f1ed f@r each work
sample _

ne tJme,ngnmsuuseiwuhw__.,mq

- *

number comp] eted; pi eces
correct

_some use
S rated on 5 point sca]e ©

Emth§1s en_qua11ty

. . . n

eveTuat’or-' tfmeé (:1 ient'

after task #s learned to
complet1on

_natedeanMBPpolniwscaleT

also MODAPTS 1
compared to standards

<

| some use

rated on 3 po1nt sca]e

time and quality g1ven
equa] weight

noLSpecific work fagtor

_specified

_5 work behaviors listed
none * '
frequent observations are

|, expected

N

10 factors<specified ':”
c]ear]y'defiged

2 or 3 point scale
extensive gbseévatibﬁs'

. ¥-1’-

15-

»®
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. outline o COATS- T Hester
7. Repor.ting [ ‘ ».._ h . : .‘ '-.‘ - 3 . -- ' '_‘ . T "}o )
_ -Forms e : standard1zed forms for all i standardized. forms for al] ?,
- C . M.« - - | phases . phases _ b
., b. . F1na1 Report . separategcomputer‘printout.', computev generated gport
=1 . Format : *+ | for each component /=~ lists Worker Trait Groups ™
. Co : - R and spec1f1c jobs .5 o
° . €
[ P ) L] :. . |
T8 utility 1o | R .
" a. -Vocational -, - | extensive occupatiomal ' - {little'use to client
- Exploration, - information given to client | L T G
~b. . Vocational | specific jobs and groups | completely related to' DOT
Recommendations - of jobs - * - P
c. Counselor ' des1gned,fnr_clummtiuﬂiL___w__desighedeﬂme4§nﬂﬁxﬂarbuse%*r¥
—Utilization - intefpretation S TR R
“19. Training in the ., - k
v Systen : o o
a. Tra1ning Required : no : : yes -
b. Training - . vt yes . ' yes
« - Available _ T T ' :
" ¢. .Duration - |3 to 5days "~ '3 days
d. Follow-up . {yes o yes . S
10. Technical . . o o ,
Considerations .= =~ { . B I o e
“. a. Norm Base | student norms on work | little information’
) S samples Tt - v tavailable -
“b. - Reliability . ' adequate data in manuals ot test-retest re]1ab111t1es
; o - o : | high .
c."Va]ﬁdity : ; adqua;e.data in manua]s - | manual contains 11tt1e
L - L R . o data -
. e S - : e A
- .'- N i R ! K . .,
: | 12 16
: o . .



\ Micro-TOWER - . Lo VIEWS . '
. . . - : '_}.

-

) 'standard1zed fovms for all
- phases s

"three-separate forms used.
to report d1fferent results

e . .' - ,

f_ Groups .

-~
. .

standard1zed fbrms for a]]
phases _ -

standgrdized format con-. _ -|.

L taining behavior data.and -
| reconmended Wetker Tralt

N

| e
| some use fo client

related to DOT

designed for referral

| Tittle use’ to client .

e
PRI

/c¢ﬁ§,§£ély related to*DOT

. ‘e
[} . - -

orientated toward coun-

AYENCY USE OF TITSE Step
in longer eva]uat1on

selor o d

‘"o _" yes !
yes , yes .
2 to 3 days 1 week . :
. not specified . yes . . )
' séﬁeral'nﬁrm drodps menta]1y retarded adu]ts,
. - | MODAPTS . .
adequate data in manual - .| ho data availabte
high re]1ab111t1es : :
. construct validity is no data available
| more than adequate . |
. . -
'- By .
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. | oo
SR . o Comprehens1ve Occupat1ona1 Assessment’and Tra1n1ng System <
S ‘\L s oY a (COATS) ' ' N L
. N * - Lo . .\ . L . ) . » ",
| . ‘1, Development - -7 ' . - B .
’ : ' : ' ¢ . . : A %

a...Sponsor - Prep,oI

" b, Target: Group - Orig1na11y des1gned for use ih manpower programs
. - and secondary education guidance programs, the COATS has.been
<. s11ghtly mod1f1ed to serve a. rehab111tat1on popu]at1on._ T

“Cy Bas1s of the System + Various research studles by Prep, Inc.
¢ and Others éstablished the need ﬁorgénd the content of each of .
;'5;Q' the four components 11sted be}ow .
o ] .
2. 0rgan1zat1on S "

Name and Number of Work Samples - The COATS system cons1sts of
“four components which are intended to givé the evaluator a complete
p1cture of the client.. (Each component may be used jndependently.)
Each component contains three different: program ¥evels: (1) assess=

' ment and aralysis, (2) prescription and instruction, and (3) eva]- -
uat1on and placement. The- four Qomponents are as foIIows

) _ ?1) Job. Matching System - This component matches ‘the peern with
o job and training opportunities. The system is based on the =~ -
—degree to which workers approach or avoid 16 spee1f1c skill
- categories. The client uses thé program to identify his own
preferences, experiences, .and capabilities.

- (a) Assessment - Fifteen audio-visual cartridges present

" . photographs .and drawings from each of the skill categories.
Five cartridges deal with worker preferences, five with
exper1ence and five with capab111t1es

La . (bf Prescr1pt1on - The client uses the infof 411on gaTned '
: during the asséssment phase to plan and perform activities -

v

\5 © ' -designed "to help him learn about himself and job require- > -

. . - ments.. These. act1v1t1es are contained in a Student Hand-
o * book.

o, L ' . 5; ' ’
c) Evaluat1on - The c11ent carries out the prev1ous]y planned"
’ exerc1ses and. plots his progress -

| (2) Bnployability Attitudes System - In this component the c11ent
“ - - determines what his attitudes and behaviors are and compares
thém with the attitudes that employers see as being important
"for the hiring, promoting, or firing of an employee. Thirteen
L »~ - job seeking attitudes and 23 job keeping and job advanc1ng .
\ . categories are used.

(a) Assessment - Six a0d1o visual cartr1dges conta1n1ng what a
* . .- the developer calls 25 "real -1ife" adventures are used:

. 'f ‘ (b): Prescription.- Exercises in.the Student Handbook help the
_ client interpret the results: and compare his results with.
employér data. ' .

< (¢) Evaluatlon < Clients keep track of thejr att1tude deve]op-
Y : ment by* chartihg their activities on Learning Act1v1ty Maps.
) : ,Criteria for successful comp]etlon of the act1v1t1es are

;ri —_— g1ven

»
Y
Q.

'4
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& (3) Work Samp?es ﬁysten - Presently the COATS conta1ns ten work _
oy samples that were developed on the basis of content analysis’
) ’ .> ' of tasks common to job families: Prafting;. C]er1ca1 Office; -
. Metal Construction; Sales; Wood Comstruction;”Food Preparat1on, -'<§b
. . Medical Servites; Travel Serv1ces,‘8arber1ng Cosmhto]q?y, and )

| Sma]] Engine. . b

&,(a) Assessment J’Instruct1ons are. contatned on audio- v1sua1
D L cartridges. Each work semp?e contains occupational in- - S
. ‘ .. - . formation which is used te elicit the degree of client Lo Y
- ' 'Interest in. the work sample. _The inrstryctions are given :
. ina step by-step -manner and the oartr1dge stops when a :
- - task 5o be performed . o

. "f_ S (b) Prescr1ptzon -+ After computer scortng, the cItent uses a
e a .7 Student Handbook to interpret his results. S LR

,_'(c)'Eva]uat1on - The ¢lient further.1nvest1gates jobs related
to préferred work samples and performs additional gob =

-

related tasks that were not ‘included in the work sample. | . o

(4) L1v1ng Skille System The component—deh]s with what skills
are needed to be functionally literate in contemporary society.
The program classifies literacy into skills {reading, writing,
computation, problem solving, and speaking-listening) and knowl-
edge areas. (consumer economics, occupational knowledge, com~

. ,munity resources;'hea1th, anﬁ"governﬁéﬁt-Waw) <

< (a) Assessment - Six cartridges containing 18 "adventures"
e ~are used to evaluate 11teracy skills and knowledge areos._

(b) Prescription - The skills and know]edge areas are reported
. to- the client.ina 5x 5 matr1x. Neak areas are jdentified

us1hg a Student Handbook., | ng‘ . - .
(c) Evaluation - Isdividualized obsect1ves are§EStab11shed .
- and the client works toward raising his 11teracy 1eve1s .

where necessary. r | . ¥

bR
.

- 2
. - : - -

Yo ep. Group1ng of Work Samples - There are four components in the COATS ;
o 1system These are descr1bed above. Each work samp]e is 1ndependent

c.'-Packag1ng of Work Samples - Each of the ten'work samples is separately
packaged in a portable container no larger than 16 x 24 x 20. The
P work samples can be set up on a table top or in a 48 inch wide car-
. rel. The other three components are each packaged separately

S d. Manual - " The COATS uses a separate loose-1eaf manual for each, com-

~ ponent. These manuals contain all administration details, interpre-

. tation of results, hints. for working with clients on each _of the .

« Y _three levels, as.well as .a summary of the research studies and the

- ' development methodology used for each component A separate manual
s also used for each work samp]e . S

. - 3. work Eva]uatton Process | ' r-*”

a. \hgrelim1nary Screen1ng - No pre11m1nary screening 1s required.

. R - “
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. . -+ be given in any orfler. The ten work samp]es need not all be admin-

C e -7 istergd or administered in any particular ovrder. Because each coms -
. fponent is .mdre-or-less 1ndependent components smay be purchased and
+.  used 1ndependent1y of each.other.: '

o _ c.. Client Involvement - There is extensive clxent 1nvo]vement follow-
~ R ing the assessment phase of each component. The .client uses the
appropr1ate Student Handbook to interpret his results, then plans.
~and follows activities designed \to Change his attitudes and/or be-
e ““havior. .The evaluator monitors ¢lient progiress, helps when neces~
-, sary, and coordwnates‘the\act1v1t1ee of several cl¥ents. '

. d. Evaluation,Setting - Although the :manuals-do: ) ‘not spec1fy a partlc-

AR I ~ular setting, the use of addid-visualimaterials, answer sheets, hand- ¥
P o : books, .as well as the enphas1s on act1v1t1es g1ves the COATS a c]ass-

: “_room atmosphere. - R

S e, T1me -£0 Canplete the Entire System-- If all ten work samp]es are

o . given, the work samples take from 18 to 40 hdurs to administer.

el . .The other three components take an ‘estimated 10 to 20-hours.

e These estimates are for the assessment level only. All components
except work samp]es can be adm1nwstered to small groups

“ " b Sequence of wOrk Sample Adm1n15trat1on - The four components. may < T ").

S ~Administration D - - -
= ._-a._ Procedures - TheJnatenlals_nequlned_and,the lavout are“clear1v .
A . described. . - _

- b. Method.of Instruction G1v1ng - During the assessme £ phase, all .
- instructions are presented on a cartridge containing an €ight-track
‘audio tape synchronized with a 16mm filmstrip. The client re-
sponds by -using separate answer sheets for each component and for
_each work gsample.” Student handbooks, leagning cbntracts, and activ-
ity maps are used during the préscription and evaluation phases
- The reviewer estimates thdt an eighth grade reading level 1s re-
, quired for ‘adequate use of the printed: -paterials. -

é. Repeatlng Work' Samples - No 1nformat1on .is contained in the manua]s

N . concerning the- readm1n1strat1on of work samples or the cther three
- components - ) - . . .
'_'dl Prov1d1ng Assistance: to the Client - The evaluator is to make .
" - certain that the client understands all instructions prior to
beginning a task. Additional instructions can be. given once
* the task hds begun if the client is having trouble understand1ng
.. them, . . , ]
. . ‘ -. _.- . . l"‘ . ~ .
5. Scoring and“Norms - & : < - A
o a. T1m1ng - The only timed components are the work samp]es . Here,
: - either Ehe évaluator times the client or the client t1mes him-
N *oself. V oy A : ' S
¢ . b. T1m1ng Interval - This is not spec1f1ed in the work Samp1e manuals,

but includes. all the time the c11ent 1s under the d1rect1on of the
audio-visual. program,

t
‘: - c. 'Time Norms - The total time to complet1on is reported on the com-
//’ ' puter generated Work Samp]e—System Student Record Form... .

Q
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" task within th work sample ;
- four point. rati ng scale. '

.“_Scor1ng Ajds . - No ‘scoring aids are used. - :
. -QuaIIty Norms.: - The quality of each work sample.is presented % o

.

- : '4' T -
. —_— ' . ~‘:i' . i:'- * -

, all work sample results are checked
§§ criteria. _The results of each
e

> o)

Error Scoring - After Cﬂﬂlﬁ? .
against carefully defined *»

¥

\dged separately and rated ona -’

<.

thé form.of _a skill rating dnd data on the percentage &§f tasks
successfu11y completed on the computer: pr1ntout

Emphasis in Scor1ng - Time and“qua11ty scores are ngen for each work

sample, . w1th the emph351s on nua11ty

"

8. 0bservat1on of C11ents Ae _'.J’ . . R

Work Performance - No work performance factors are recorded dn the
evaluator's Behav1or Observatton Fbrm dur1ng work sample adm1n1s~

! trat1on . : r
.- Work Behaviors - Dur1ng the amenwstratton of each work sampie, the °

_evaluator observes the clidit on:  efficiency, relationship to
author1ty,_behav1or in work sett1ng, _peer relatTOnships and se]f—
appearance. .

. "Rating System - No rat1ng system is used; the eva1dator uses a

computer-scored form™ to record the number of types of specific
behav1ors '

d.

_7; Repgrt1ng L

a.

L]

-

'_b,

8{ Ut111tg

\\ b.

Frequency of Obseruat1on - The manual does not g1ve any spec1f1c :
schedule for behavioral observations; it merely states that the.
c11ent is to be observed on a\scheduled Ba51s

<

Forms - The COATS contains computer-scored answer sheets for the

Job Matching, Employability Attitudes, and Living Skills Systems.
Each work sample uses:a separate form which contains client self-
ratings of interest, quality, and speed. During.work sample admin-
istration, the Behavior Observation Form is used by the evaluator to
record behaviors. At present, turnaround t1me is about one week

far computer scoring.

Final Report Format - Each comporient of the COATS system produces
a computer-generated final report of the assessment phase. The
c¢lient uses a separate Student Handbook,for each component to

~ systematicdlly interpret these results and then to plan-and carry

out prescribed activities. For clients who lack the ability or
time to use the Student Handbook, the evaluator transfers the in-
formation from the prw%touts onto an Interpretation. Profile for

- each component. .These results are cqmb1ned into a single’ narratlve

. evaluation report.___ A
-Vocational Exp]oratlon - The Job Matching, Employabllity Att1tudes,

. and- the Work Sample Systems provide the c11ent with a wealth of
occupatlonal 1nformat10n

“Vocational Recommendat1ons - The COATS prQV}des vocationa] recén-
mendations for both individual jobs and groups of related jobs.

-

-,
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c. "Counselor Ut111zat10n - At present the COATS is baS1ca11y designed

" for client {or student) self—gnterpretat1on followed by activities
designed to chaqge;cl1ent behavior., The evaluator must be able to-
provide the counselor with a. useab]e report using the wea]th of data
generated by the COATS . _ o / . .

g Tra1n1ng in the System )

. a. Training Rengeq - No - o “ |

% b. .Training Available - Yey >, - . | i .
* c. Duration - Three to five days '
_d Fo]]ow«up - Yes o .

10. . Technical Conswderat10ns -

a> Norm Base - Adequate normlng procedures were used for all com-
ponents ‘except the Work Sample System. - Only student time norms
(are available for the work samples., No client, employed worker,
“or 1ndustr1a] norms ‘are ava11ab1e for the work samples.

" b, ReTrab111ty - Summaries of ‘the research availabie in the four in- i
< structor's manuals and in a separate research. pub11cat1on 1nd1cate
that the re11ab111ty of the components is adequate.

¢ Validity - The validity of the COATS was established by seveﬁal

\
. %

.

La %

~——w—————ﬁiw¢ﬁeveﬂt~metheds—aﬂd~v344éety~deta~aPe~eva1%eb+e~rn~the‘Tour
instructor's manuals.

-11. - Reviewer's Summary and Comments

4

The COATS is the most comprehens1ve eva]uat1on system presently
available for use in educational and rehabilitation settings. The
system is logically consistent, well designed, and based on a wide..
range of research studies. Two unique aspects are: (1) the-emphadis
upon the client using the results of the assessment phase to plan

-1 "and, hopefully, change his own behavior and (2) the fact that each
- - component can be used independently. This.means that a fac111ty could
use, for example, ‘the Work Samples and Job Matching Systems in an
evaluation unit, the EmplqQyability Att1tudes—5ystem in a work adjust-
ment program, and the Living Skills System in a literacy training p
. gram. The COATS was desifined for schoal populations and this results
~in .several, potential groblems for rehabil#tation facilities: (1) th
- client must be able.{d read at about the eighth grade level to use »
the Student Handbook effectively; (2) the use of audio-visual format’
- and separate answer sheets may present some problems for persons with
hearing, visual,and/dr learning handicaps; and (3) the turnaround time
of one week is a problem for facilities that typ1ca11y have a twp to
three week period of - aluat1o . ,

| 12?* Address
. Prep. Inc. -
* 1575 Parkway Avenue , : . :
~Trenton, New Jersey 08628 . = (. | Lo
. | : ’ »‘ ) . ) *
| - >

o
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. 13, Cost f
" The complete cost for each componen ane\\he e;zessary audio-visual "
equ1pment 15 as fo]]ows (tra1n1ng f%~ o; 1nc1uded in cost) .
Job Matching System R KR, siies0.00
Employability Attitudes System . -_f‘ 3 “1,242;50,
Work Samples System (10 work samp]es) . TRi87,321.00 '
Living Skills System . — $1,052.50 e .2
o Prep Courder Audio- V1sua1 Pro;ector PPAlOO _ f??s.oo _
S (for individual use) o R B o
e ) Prep Tutor Audio-Visual Projector PNOI - v$X375,00. .
et ' ~ (for small group use). N i
o . °. - ) \,".:. \~
- 14. Reference .', . o R ‘&-( '
. Pisauro, M.. L Comprehens1ve Occupat1ona1 Assessme t.and Tra1n1ng
System. In A: SaXx (Ed.) Innovations in Vocﬁtmonal “Evaluation and
" Work Adjustment. Vocational: Evaluation and Work AdJustment
Bul]et1n, 1976, 9(3), 39-45. . |
. - ,
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. . . e . ’ L ) )
. coe Hester Evaluation System - T
_. | ' - . _ . @ (Héster‘) _
1. Deve]opment : A : ' Y .
;a L -. a. Sponsor - Goodw111 Industr1es of Chycago . |

‘b. .Target Groug “Although des1gned for physically and menta11y handi- : \ ‘
© - capped rehabilitation populations (except persons who aregvisually ' ™
-disabled), the Hester .can be used with almost any educational and )

| _\\;\\\\\; ab111ty group, 1n&1ud1ng "norma1" high schoo] students and adults. S
. ’ c * s

Basis of the System - The Hester is based almost exclus1ve1y on .

the Dictignary of Occupational Titles (DOT)., especially the Data- .
' People~Things hierarchy, Worker Trait Groups,, physical lipitations, \€§;

working conditions, general vocational preparation (GED),[and Spec1f1c RN
' vocational preparation (SVP). The Hester is not a work sawple, but S

a battery of psycholog1ca] tests des1gned to relate client scores to S

the DOT. , o _ _ i

2. Organization . - o - SRR 7 B

a. NamenandﬁNumber_eﬁ_NorkJSamples - Twenty-elght éﬁre factar_perfnrmr : ,

ance and paper and pencil scores (1 e., tests) are grouped into . o
o .. seven categories on the computer printout for ease of reading. . ’
' ' These scores assess the client's abilities on the Data and Things
hierarchies. (The system requires the evaluator to determine
People levels based on interviews, case histories and evaluation
resul ts using various techniques. The system contains detailed
. instructions ore how to rate each level of the PeOpIe hwerarchy )
The 28 scores are as follows: s

o (1) Unilateral Motor Ability - F1nger Dexterity (Purdbe Pegboard),
' Wrist-Finger Speed (Tapping Board) and Arm-Hand Stead1ness . .
(Lafayette Motor Steadiness Kit). ¢ .

(2) Bitateral Motor Ability 2 Manual Dexterity (Minnesota Rate of
Manipulation), Two-Arm Coordination (Two-Arm Tracing Apparatus),
Two-Hand Coordination (Etch-A-Sketch with Maze Overlay), Hand-
Tool Dexterity (Hand-Tool Deéxterity Test), Multiple Limb Co- . -

o _ ordination (foot operated stap}er), and MaChine-Feeding_(fold-

oo .. ing machine).

(3) Perceptual - Perceptual Accuracy (progector With s11des), Per~
o ceptual Speed (Tachistoscope)s and Spat1a1 Perteption (Rev1sed
. . . Minnesota Paper Form Board Test). .

¢ '“‘(4) Perceptual - Motor Coord1nat1on-A1m1ng (Lafayette Motor Steadi-
-7 _ness Kit), Reaction Time (Multi-Stimulus Reaction Timer), Fine .
Perceptual Motor Coordination (Polar Pursuit Tracker), and o
 Visual Motor Reversa] (M1rror Tracing Apparatys). o . L N

' (5) Intelligence - Abstract Reason1ng (Raven Progressive Matr1ces), E :
Verbal Ability (SRA Verbal Test = L Scale), Numerical Ability ¢
(SRA Verbal Test - Q Scale), Decision Speed (same equipment as :
- Perceptual Accuracy), Response Orientation (same equipment as
. Reaction Time), and Oral Directions (Personnel Tests for In-,
-j;dustry - Oral D1rect1ons Test). N

\).‘ | ‘ _ _ A. 20 ‘ __)‘24 o | — .




. Work Evaluat1dp Prqcess '

(6) Ach1evement - Readlng (Gates-McG1n1t1e Comprehen51on Test) and
Arithmetic (Level ‘I of the NIde ngge Achievement Test)

.'(7) Physxcal Strength - Hand Strength (ngp dynamnmeter) and Lift~ |
ing.Ability (standtng platfo v

b. oup1ng of, Work §@mp1es - A]thoughﬁe,gﬁzzé/t is 1ndependent they
- e-grouped on thq DFT‘ ut” according
above. : e .

I .
/ v

‘;.'.Packagmng of Work Sam”es - The testﬁ and apparatus are 1nd1v1dua11y

" . packaged. .-Because somehcomponents Are needed for «two or more
‘psychophys ical tasks; the™egup mist bé changéd . for, some tasks.
.- Yhe st nqﬁrd1zed psycholog1ca\»tests can be: ordered d1rect1y Trom
their FeSpect1ve pub11shers. S A

d. " Manua\\ The 1oose-1eaf manua] ton 1ins most systan deta1ls, iR~
-cludtn administration 1nstructre
- eions, . §Dme mterpretatwn mater 1s, and%n orgamzed list of aH .

- the JObS 1n the sys tem.

N a

a. Pre11m1nary Screen1ng No- preli”i{, y.screening i$ required. In

" b. Sequence of werk Sample A

Chicago Goodwill, the Hester i§ admifistered at the beginnlng of
the program to determ1ne-ba51c abmlttwes. :

\» Y '

1strat10n - The tests do not havé to

f"

- be giver in any spec1f1c org_r

\.

_process and- the emphas s .upon accu easuremegtuqﬁhere is
Tittle client involvement during h testing ever, the
evaluator is urged tb exp1a1n he entire system to c11ents pr1or
to test adm1n1strat1on.'

€. Client. Involvement - Bg;iuse of the f g al nature of the test1ng

/ T
R . . 4
. Eva}uat1on Sett1ng - The psychometr1clba51$ of the Hes'ter creates :
*a formal testing atmosphere. The’ emﬂ asis on-accurate measurement .
‘\ using psychophysical devices to. d& rmine reaction time, dexter1ty,
etc .» could eas11y create, a laboratgry-1ike env1ronment -
e. -Tvme to Comp]ete the Ent1_ Syste& . The dﬁveioper estvmates that
the entire battery can bea 1n1steﬁed in gbout five hours. The
1n¢1V1dua11y admgn1steﬁed tasts tak > about/one’ hour to administer.
.The remaining fodr hours are; a8ts that can be admin-

1stered to small groups j\ L

. )

[

Adm1n1strat1on

)

a. _Procedures - Currently available informaffion does not contain de-
tails on the 1ayout, mater1als neened fw each task, and how to
coyntAng devices: The Hester
rained evaluator. < The |

developer states that a c]er1ca1 p.e gh or evaluator aide ‘could

to-the seven categor1es 11sted )

; data entry codes and instric- - .

the thréé waek Vegas evhTuatio progran designed by and used at ~= "

g eas11y admin1stér the systen R ) \ga ‘ o

cto a7 R
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f ' '*4- suggests retesting after: one OF two. weeks e

6. Dbservat1on.of Clients =

~ » ~

b. Method of Instrdtt1on G1v1ng --AI] 1nstruct1ons are read aloud to .
* clients and many are accumpan1ed,b5 short demonstrat1ons The™ -
. manner of commun1tat1on of the “instructions may be, varied’to
- accommodate. any spec1a1 clwent.prob?ens (e. 9. heartng dtob1ems.

\ Tew 1nte1119ence) S _

c.” Ré‘eagnng WOrk Samples ?Immedxate readm1nistrat1on of the tests
t usually. recofimen because of the' possihle influence of .=-
prac ice effects.. - regdm1p1strat1on s required, the deve1oper -

. . :
- ' - ¢ ‘~'

- - ,‘.. : e

*

dx. Prov1daeg Assistance to the‘Cltent - The evaluator is to make
~certain” that .the cljent fully undepstands the instructions to

| each test. No ass1stance is‘given dur1ng the actua1 adm1n1strat10n

- of the tests. : ) :

5. __grxng andtﬂbrms >

;8 T1m1ng - The eva]uator t1mes the clrent The t1m1ng df the psych0~
' ‘-_phys;ca1 tests 15 carefu11y control]ed by electr1ca1 t1m1ng deV1ces

b. _T1m1ng Interval - For many tests, t1m1ng is. the speed W1th which
" the client responds to a specific.stimulus by performing highly
unique responses, A few tests are timed from either start to
completion or for a def1n1te per1od of . time, . - _v_ T T

e _Twme Norms - No separate ‘time’ norms are presented The'raw test
- scores are sent tof the deve1opeu for computer scoring. o

"d. Error Seor1ng - No separate error scores are computed The psycho-
- physical tests -use mostly. time: to complétian or number of
responseS«performed within a defgp:te ttme 1nnit -

- >

u-.._,d

3 '""t B I
a3 reported ’

e, Scor1ng A1ds - No scor1ng alds a:

iﬂff- Qua11ty Norms - There are no quaT

g. Enphas1s on. Scor1ng - The emﬁhas1s is on, time to comp1et1on or
*- - pumber of responses: performed within a definlte t]pe Timit.

I

fm—

.a, Work Performance - .
" Because the Hester Evaluat1on System is a

b. Work Behaviors -
| . . group of psycholegical and psychophysical

'C. nRating'Systen - ' | ‘tests, no behaviora1 observat1ons are made.
_ d. Frequehey-of'Observation - 'd ‘ o . S
7. ﬁébcrtiﬁg' s | o I

‘Forms - Standard1zed forms are used to. record responses on most of
the psychophys1ca1 tests.*\A11 data, together with demographeca1

. l N : . —' ._ v.?.. ‘ b .

e

o
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information, are transferred to-two final forms prior to computer -

scoring by' Chicago Goodwill Industries. , The raw scores.can be -

o - given to the computer in one of three ways: V(1) by mailing the - .

. . . forms, (2) by using a computer terminal service available in larger T
© . cities, or (3) by calling the results in by telephone. If the '

~ computer terminal service is~used, the printout containing the -

- results is available within 15 minutes after data entry. Maiil and -

.~ telephone entries are returned .by mail. . A ¢ » T

L b. Final Report Form - The following information is contained on the & .
. computer printout: (1) demographic and identification supplied by L
Sl _ the evaluator, (2)- the scores for each'test listed under their . '

A respective category, (3) the Data-People-Things hieparchies showing
- client level of functioning, {4) the feasible Worker Trait Groups
- for the client, and (5) a -selected list of job titles taken from the
feasible Worker Trait Groups togethér with their physical-limitations,
working conditions, GED and SVP. . L & - )

8. Utility. S o L ~

.7 . .a. Vocational Exploration - The formal testing atmosphere and the'lack ..
: ' ‘of “introductory explanations relating the tests to jobs offers the * S
- ¢lient almost,no chance for vocational exploration. ‘Howevep; the = '
- jobs listed ‘on the computer -p wt are-intended to provide the ..
client with information that can be used as a basis of vocational .,

exploratign.

~b. Vocational Récommendations - The Hesterr printout contains. both
. general groups of jobs (i.e., Worker Trait Groups and) specific jobs. -. °
. that are considered to be within the client’s*ability. The sys- o
tem is completely related to the DQT, even to the extent of giv-
ing page.-numbers. "- | L ' e BRI
_ o _ P , e i
c. Counselor Utilization - The system is designed to report jobs and
. job areas- that are within the client's abilities. This information, .
. . $0Tmunicatedlto the referring counselor effectively, is very .°
. . useful. : a L . R

9. Training in the System - - S -~
~ . N v, I. '~ A .- h : . .
© a. Training Required -.Yes . R . .
'b. Training Available - s ) o L L L

, cﬂr’Qurafion - Three days )
d. Follow-up - Technical assistance is available after purchase.

*

10. *Techhical Considerations

~ “a. Norm Base - The'manual states that "norms were developed over the
~ years from test scores of staff members and clients at the Goodwill
Rehabilitation Center program." However; the manual does not cgn-

tain these norms. ~ -

. 23
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.. ] . k L@
, b. Reliability - Test-retest reliabilities for dndividual tests on 45
o . 7, clients retested after four weeks range from .72 to .95. These are
- : high, The second type of reliability is the reproductibility of the
JOb list. In a test-retest situation, 78% of the job families listed
. ‘on the first pr1ntout wegre the same as those listed on the second

- +.C. Validity - The manua] contalns ardiscussion of five types of valid-
. ity, but presents very 1ittle data. The construct validity of the
. - Hester is based on severa)l factor analyses; howevers none of .these
are given in the manual. A concurrent validation study of 156 den- -
tists demonstrated that 80% of the dentists “would have been rec-
ommended to enter dentistry "o .

., 11. Reviewer's Summary and Comments - The Hester uses the trait-and-factor

' approach that has been used &s a test'development model for «over 40
years. This approach has proven successful for many psychological .

| ‘tests. ' The Hester attempts to present a picture of the client's
‘ o ab111t1es and to match these abilities with the structure of - the DOT.

”

The Jogical structure has a definite appeal to. persons who stress
ability testing as' part,of the vocational evaluation process.. It
- must.be emphasized that the lack of detailed information on the .
o B} development and the validity bf the system are a major source of
oo~ _ concern.  The Hester does.not ¢l aim to_be’ % complete vocatiomal . = _ -
ST : -evaluation system--the developer realizes the need for occupat1ona1
information, interest determinatign, accurate behavioral observations,
- and evaluator interaction with the client. The Hester could be best
described as a very ‘Togical series of tests designed to relate client

v - - abilities to the Data-People-Things hierarchies of: the DOT.” The =~
_ < system. is probably best used for initial screening at the beginning * \
.® . of the vocational evaluation process. . _ ,
2. Address S IR S L q

. ; ;
" Hester Eva]uat1on System
* Goodwill Industries of Chicago
120 South Ashland Boulevard

- Chicago, INMinois - 60607

_13. Cost - Total cost is approxImately $4000.00. “This includes hardware, '; X
.traiping, and expendable supp11es for 100 persons.

14.'_Eeferences_ LT ' Y

Botterbusch, K., Hester Evaluation. System. In A. Sax(Ed. )
Innovat1ons in Vocational Evaluation and Work Adjustment.
- : . Vocational Evaluation and Work Adgustment Bu]letIn, 1975,
: : - 8(4), '62-65. ’

*Hester, E. J., The d1fferent1a1 effects of dlsab1]1ty -and sex on
Job'sample task performance. Unpublished doctoral dISSer—

) ' tatlon, Loyola University, 1969.- g .
Hester, E J., Hester Evaluat1on System. Unpub]ished paper,'Good- .
3 - owill Industr1es of Chicago, n.d. . T .
. “ -
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‘Mitro-TOWER -

",f v L fDeveloﬁment'- o N
T a. Sponscr - ICD Rehab111tat10n and Research Center -

b. Target Group - The system is prlmar11y aimed. at a general rehab111 a-

: tion population, but it can also be used with special education stu-
dents, the disadvantaged, and. adult of fenders. Although not specially .
designed for mentally retarded persons, 1t can’ aiso be used w1th edu- ot
-cable mental]y retarded persons. - . .

: e.‘-Ba51s of ‘the System ~ The system ‘is bas:cally a group apt1tude test
) - that uses work sample techniques to measure seven aptitudes as def1ned
- _ # - ~ and used in the Dictionary of Occupational Titles (DOT). The. résults
G L are related to the aptitude requ1rements for entry level jobs in -
' - spec1f1c Norker Trait Graups. : .

‘\‘_.
iy

. 2. Organizatlon y - S

>~ a. Name and Nunber of Nork Samples - The system con{a1ns 13 work sampJes,
. . divided into five groups of what can be called general aptitudes. . . .

; ___Four of the.work samples (Want_Ads.Comprehension, Zip Coding, Blue- .. .-
I T Lprint Readxng, and Payroll Computat1on§ have alfernate forms to pre- :
. . vent-copying during administration and for possible use dur1ng retest-

- - ing. The primary aptitude(s)‘and their DOT abbrev1at10n for: each work.
sample are ngen in_the parentheses '

B ' 1. Motor - Electronic Connector Assémb1y (F-f1nger dexterlty). Bottle
£ - : - Capping and- Packin (M-manual dexter1ty), aﬂd Lamp Assemb1y (K- ; T
: - motor coard1nat1ong B " '

2. jSpatlal - Blueprint. Readlng (S-spatia] reasonlng), and Graphlcs
: ITlustration (S-spat1a1 reasoning; K-motor COGvdlnat1on)

3. Clerical Perception - Filing

qi-clerical perception; K-motor coor-

dination); Mail Sorting (Q«QM@&cal perception; M-manual dexter-

- ity); Zip Coding (Q-clerica f«:hceﬁtlon), and Record Checking  «
(Q-clerical perception). ¢ ' - .

4. Numerical - Making Change (ﬂ-numer1ca1 reaspnlng). and Payroll
,Computatinn (N-numer1ca1 reasoning).

. & Verbal - Want Ads Comprehension (V-verba1 comprehen51on) and_'
Message Tak1ng (V-verbal comprehension). : L

b. 'Group1ng of Woisk Samp]es - The work samples are’ grouped according to
the five apt1tude areas listed above.
Cc. Packag1ng of Work Samples « ‘A1l ‘work samples are 1nd1V1dua11y packaged
- Because the system is-designed for group administration, a separate set
of work samples is needed for each c11ent, p]us a demonstrat1on set for
_the evaluator “ .

A3

. d. Manua] - The system contains several manuals A Qeneral adm1nlstral
e ! . tion and scoring manual, a manual for the group discussion program,
‘ ~a separate manual for each work sample, a techn1ca1 manual, and an- - -

> . . * . -

. '_.'ZS-P o ta
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1nventory manual. Al] manuals ere wéll-organized and'contaih complete

4

“and detailed 1nstruct1ons on setup,.adhinistration, scor1ng, use of re- .

e sul ts, etc.' A1l manuals are prmted | -

e - * - i

Nork Evaluat1on Brocess o ¥ : S -

\

a. Pre11m1nary Screen1ng - No pre11m1nary screen1ng is requ1red prior to

© the administration of Micro-TOWER. The manual states, however, that
 a period of general orientation to the system should be g1ven prior
..to work sample qdm1n1stration . )

- suggested schedules for administration of the work samples and for
.. group discussion.. These schedules are only suggestions andithe work .
samples do not have to be given in any set seguence. N1th1o each’ work
sample a carefully defined sequence, is followed. Al1 ins{ructiors t
~ the clients are recorded on a cassette tape. The first step is the
: presentatidn of a.series of Qccupational photos which illustrate JObS
. requiring ‘the skills assessed by the work sample. . Each work samplie”

provides an untimed learning/practice period which includes ‘taped in- -

- structions, visual- illustrations, evaluator demonstrations, and, an
opportunity for clients to practice. During this_ period, the cassette

- ..lape. automat1ca11y stops at- preselected pJaees—so that the evaluator

tan give additional instructions’ eég The evaluator is also free to
stop the tape at any time if additidnal help is needed. After this
Tearnjng/practice period comes the evaluation per1od Here clients

~ work entirely on their.own without any help. * The purpose in clearly

- separating the practice and evaluation periods is to make certain that
the client has learnéd. the task before being.required to perform it
The system ‘places a great deal of emphasis on separation of learning
from performance. After completion .of the task, the clients fill out
.a self—report form ratlng thevr .interest and perce1ved ab111ty.

cfh'C11ent Involvenent - M1cro4T0NERﬂemphas1zes client- 1nvolvement This

'is accomplished in several ways. Prior to -admiristration of the work
sample, occupational information is provided; during the instruction
period, the evaluator stops at several points to answer questions and
provide additional .instructions. The practice period also permits *

~ feedback. The gredtest client involvement: is during the, group dis-

. cussion program. Here client values, 1nterests, needs, etc., are

- discussed. Suggested activities are provided in a 'separate manual.

g Clients also reéceive forma1.feedback of .their performance on the-work

samp1es

d. Evaluation Sett1ng - The eévaluation setting could best be described -

as a combination.of a forma] test1ng situation and a group counsel-
- ing env1ronnent : . ¢ _

- -~

e Time to Comp]ete the Ent1re System - ‘Total testing time is about 15 -

hours; if group discussions are included, the total evaluation takes
from 19 to 20 hours.' Depending op what schedule is used, the battery
can,be administered in between three and five days. The manﬁa] con-.
tains several suggested schedules which vary in the number of hours
_-per day. that the work samples are administered and in the presence
and duration of the group discussion periods. .
T - %

26
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b, -Sequence of Work Sample Adm1n1strat1on - The ménua1'cohtains several’ * .-
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AQmintstrat1on

. '_a;* Procedures -~ General adm?nxstratton procedures are descr1bed in-the -

- - .. . overall manual.. The specific manual on each work sample contains de-
. tailed instructions.on materials, 1ayout, adm1n1strat1on, scor1ng cri- -
- teria, etc. A]l procedures are thoroughly defined. :

. b. Method of Instruct1on Giving - <Instructions are given by several meth-
A L _‘ods Each work sample begins with a series of large photographs show-

. e ing jobs requ1r1ng skills related to the work,sample. " The major in- - -
o, . structional method, however, is a separate -audio- cassette tape for .
' ~ - each. work samp]e wh1ch is coordinated with the evaluator's demonstra- _

_ : tions. This tape is programmed to stop at certain critical points so . S
e . ~that the evaluator can provide help, give additional explanations, or '

- check the results of the practice exercises. The system emphasizes
-+ . . standardized instrucfions and timing; it uses the audid-tape as the . _
-~ - “major means of insuring standardization. No written instructional ot
_ : materials are used. However, to complete some of the verbal and - g
. .- . clerical tasks, a third to fourth grade read1ng level §s required

s C. Repeat1ng Work Samp]es - The- manua] contains. no ‘instruction or.gu1de*_—.___.____
oo o Tines for reneat1ng work samples. The only reference to readministra-

T tion is made’ in regard to the use of aliernate forms for four work s
-smnples. . : _ * '

B Y
-~

'_'n' - d. Providing Ass1stance to the Client - Exten51ve ass1stance is provided
-~ - .during the 1earn1ng/pract1ce period. Nope is given during. the actual
. _evaluat1on period: . o .

€ ) ¥

5. Scortng and Norms

a; T1m1ng - The evaluat1on per1od on each work samp1e ds timed through
_the use of ‘the cassette tape. The: tape tells'the clients to "b

; : . “then runs through a number: of minutes of hlank tape and then tel s

R ' the clients-to “stop."" Th1s procedure is to insure accurate timing.

'_b. Tim1?g Interval - T1ming is for a. spec1f1ed per1od w1th1n each work L
o Samp e. ' N -

c. 'T1me Norms - No time norms are used in this system 'The score for
each work sampie ig, the number of correct resgonses, report forms
also provide Space for recording the number a tempted . .

. d.- Error Scoring - A. separate form is used for- each work sample to score  *
: ‘ the nqnber of correct responses, pieces- completed etc. The entire
SR .~ product is scored for each work sample; there are no random checks. -
S, ‘ The raw scorés for each work sample are recorded on the “Summary of -
- ‘¥or§d5amp1e Performance" sheet Qua11ty standards are carefully de- o
~ . in . ) o : ‘

" - e. Scoring A1ds - Some use 1s made of scoring a1ds.

f. Quality. Norms - The raw scores for each work -sample are compared o
the desired norm group. A scale is used to convert the scores into
one of five possible ratings. These ratings are based on percentile

| S a7 3% S




norms, one rat1ng for each 20 percentile points Thﬁs, a .very high
rating means -that the client scored above the 8lst percent11e NormSFVH

e_ are. ava11ab1e for 19 dlfferent groups .. N (9
. - Emphasis in Scoring - The empha31s~1s on the qua11ty of work produced‘*

within a spec1f1ed time per1od

6. .Observatlon of C11ents : . R L . S

e

. &' ao

. 7. Reporting . . S
' ‘a.

- -~

d.

8. Utility o - g

WOrk Performance - No specific work performqnée factors are defined 1h

~ the"manual or llisted on the "Behav1oral Observations" form. For each

work sample:thevre is. a space for the evaluator to re?ord general com-

- ments; there are ho suggestlons 1n the manual as to what these should

covers

..Nbrk.%ehav1ors - Five wOrk behaviors are llsted on the "Behav1or Ob-

servations” form. These are not defined in behavioral terms (e. g.s

‘attention span.and efficiency). - This form also includes a categery: o

called "General Behav1or"‘wh1ch includes items such as appearance,
self-image, and reaction to pressure. . The evaluator is to make short -
_ " -the “behav1ors" lwsted on this form. '

\

Rat1ng &ystem'--No rat1ng system is used for any of the items on the -

- “Behavioral Observations”-form. .However, a six-point scale is used

for general -and work behav1ors on the Summary Report- Form

Frequency of.Observation - 0bservat1ons are to be made-durlng the L
training.phase, during the-.performance.of the work sample, and dur-
ing group discussion. While no schedule for frequency is specif1ed. )

- it would appear that frequent observations are expected.

ed

Forms - THe M1cro TONER uses a variety of. forms. ' This includes a ran

score form for each work sample, the “Behavioral Observat1ons" form //

mentioned above, a "Summary of .Work Sample Performance" form, an
attendance form; as well as reporting forms. The-client completes a

"Client Interest and Perceived Performance" form after the completion' | .3.
-of each work sample; there is 7450 a summary sheet for thls form. -

. * Final Report Format - There are three forms used for rep%rtlng  The:
first is a profile sheet based on percentiles that gives the client's |

results on each work sample on a scale from much below average to <
much above average. The second is a narrative summary report format
which may or may not include the forms mentioned under 7.a. Finally,,
there is a “Recommendations" form which uses a checklist format to

cover topics such as special training, 1nd1v1dua1 attention, and
vocational recommendat1ons . N ._ - _

L : ) § -
Vocational Exploration -.The information given at the beginning of .
each work sample is designed to make clients-aware of wiat jjobs are -
related to the aptitude(s) being measured by the work sample.- This
information, plus the group discussion, provide the client W1th some
occupational information. ~ .

. . . . j

(>N
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Traun1ng in ﬁhe‘&ystem

- Vocat1ona1 Recomdendat1ons - The systeu relates apt1tudes to Worker
~ Trait Groups that require aptitude patterns similar to those of the

client. Thus, in making recommendations, the evaluator would match
clients' aptitudes with those required by the Worker Trait Groups.

This process would be further broken down according to interests,
interpretations from behavior observations, and. the resulxs of group .
discussions. These recommendations would be written in narrative form
in. the narrat1ve sumnary report \ . : :
Counselor Ut1112atron - The system can- be used to (1) roduce a final
report that is designed, for the referral agency, or (2) as the first
step in an extended ev&]uat1on “ . .

-

'strong]y reoommended

Training RLqu1red - A]though forma] tra1n1ng is not requ1red, it 1s

Ve oo

ks Tra1n1ng Ava11ab1e - 0ptioha1 treihing ﬁrograms are avafiable . .

A

. -Durateen~-‘TwororAthree~days—aepend4ngfepen~theﬂ%ra%n+ng—opt}en~n : S

d.. Fo]low-up -“Ihis anformat1on is not spec1f1ed
Technical Cons1derat1ons ‘ } '\
w»‘ 5 . * '
Norm Base - Norms are ava11ab1e on many groups*‘ a nat1ona1 samp]e of

ca.

ks

- sistency estimates.

1,500 rehabi11tat1on clients, males, females, Spanish-speaking, left.
handed persons, physically’ dikabled psych1a€r1ca11y disturbed, brain
damaged, cerebral palsied, students in special education, the disad-

.vantaged, ex-drug abusers, ex3alcoholics,. and adu]t offenders. In
) add1t1on, help is available from ICD to asswst faci11t1es in deve]op-.

ing 1oca1 norms ) _ \

Rel1ab111ty - The Techn1ca1 Manual prov1des dat& on’ the re11ab111ty of .~
‘the Micro-TOWER work samples. The coefficients range from .74 to .97.

The data was based on test-retest, alternate forMs, and 1nterna1 con-

'\ .

Va11d1ty - Although a factor ana1ysxs revea1ed al rge genera1 faeton?.
there was also evidence for grouping the work samples into the five

*aptitude areas. .The construct validity of the work\sample battery is .

supported by examination of the intercorrelations of\ the Micro-TOWER
work safples. Correlations are also availdble with ¥he factors- from.
the General Aptitude Test Battery (GATB). A1l data are reported-in
the Technical Manual. One study providing .positive evidence of Micro-

TOWER's use in decision-making compared the recormendations made after

a one week evaluation with Micro-TOWER to the.recommendations made af-"

 ter four additional weeks in TOWER. There wad-a 74% agreement on voca- -
~ tional recommendations, _suggesting that dec1sﬁons can be reached in

a much shorter time for many 1nd1v1dua1s

' t
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11. Reviewer's Summary and Comments -“Micro-TOWER may best be described as'a
. ‘grotp'aptitude‘battery that uses work sampling techniques as the assess-
ment method. The system claims to”measure seven of. the nine aptitudes
that are used in the Worker Trait Groups arrangement of the DOT. The .
system. has ‘the advantage of being group administered in a fairly short.
_ period of time, thus making maximum use of evaluator time. The system
3 attempts to .go beyond the mdfe assessment of aptitudes by providing occu-
' pational information-and group discussion. Adequate norms are available,
* except for employed workers.- The system generally takes a standardized,
psychological test approach.with emphasis on carefully controlled adminis-
" tration conditions, thé separation of learning from performance, and the
.- reporting of results in terms of ‘percentiles.  One¢ major problem with the
o system s the lack of thorough behavioral observational: materials. Anoth-
o er possible problem is the convérse of the advantages of & group adminis-
- tered test - the evaluator may not be gble to provide the client with the -
one-to-one relationship that is needed for some.severely disabled persont.

.
~

12. " Address - Micro-TOWER - ST

o ICD Rehabilitation and Research Center

N\ : : - 340 East 24th Street o S S
T T -'-*';—_-"--'--~-New*¥ork;_;b!e\{~York----1--0010- S LG

13, Cost - The cost of the Micro-TOWER depends primarily upon the number of

..t cVients being tested in“the group. Each client requires a complete set
.*/z*‘A of equipment. An additional set of equipment is needed for the-evaluator.

" Prices are dvailable for group sizes from 4 to 30, for example: '

S ~ Number- of Persons Tested Per Group - - Price

T Co o4 _ "~ $4,753.00
L . 7. . $ 6,015.00
R : : .- 10 o - - $7,207.00
o : ) 20 o | $10,120.00
S ‘ e - 30 | ¢ $12,647.00

The above prices include all equipment, forms to test 100 clients per work
sample, oné set of evaluator's equipment for each work sample, a cassette _
playback and a cue-stop system, table easels and photo books, all shipping -

and insurance charges, and training in the use of the system. . g
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1.

2.

Development .

Vocat1onal Infbrmat1on and Evaluation Norngamples |
oo (VIENS) - B

a.

._: 5

b.

v

4Sponsor - Ph11ade1ph1a Jew1§h Employment and Vocat1ona1 Serv1ce

Target Group - The systen is. especially des1gned for m1]d, moderate |

ﬁand severe mentally retarded persons. .

'y
Ba51s of the System - The VIEWS is based on four Areas of work anq
six Worker Trait Groups (WTG) in the D}ct1onary of 0cc_pat1one1
Titles (DOT). o . | _

-

~

VOrganTzatien

N

‘¢ .

X3

. R | - .o~ N
Name and Number ‘of Work SamplesA- The 16 work samp]es are organ1zed
accord1ng to the DOT, - .

1. Eledental Area of Work - Handhngmr—lﬂ&Sart'mg Nats; ,{
Bolts and Washers Sort1ng, Paper Count and Paper Cutting; '
- Collating and Stapling; Stamping; Nuts, Bolts and Washers
Assembly; and Screen Assemb]y Feed1ng-0ffbear1ng,NTG
Machine Feeding

2. Clerical Area of Work - Routine Checking and Record1ng WTG:
© Mail Sort and Mail Count. Sorting, Inspecting, Measuring and .
Related WIG: Nut Weighing; and Valve Disassembly.

3. _Mach1ne Area of Work - Tending WTG: ,Dr111 Press

: 4§ Crafts Area of Work - Manipulating WTG: Budgetxe Assembly,

d.

.

3.

NorE‘Eva]uat1onnProcess -

K Valve Assembly; and Circuit Board Assembly e

Grouping of Work Samples - The work samples are grouped accord1ng ' ;

to the four areas 11sted above.

packaged in portable plastic cabinets. he Drill Press and Machine

Packaging of Work Samples - Fourteen W samples are 1nd1vidua11y
Feeding Work Samples are permanently mourjted on a sturdy work table.

‘Manual - An d#%set manual.contains -all adminastrative'details such

as setup, evaluator and.client 1nstructions and scor1ng proéedures;
!,

Pre11m1nary Screenlng - No pre11m1nary SCreen1ng is requ1red

Sequence of Work Samp]e Administration - The work samp]és are given
from least .complex to most complex. .Each work sample has three-phases:

- (1) Demonstration - the .evaluator’ fol]ows the manual to provide an oral”

L g :'___32

description and a physical demonstration for the client; (2) Training - .

the client is trained to a predetermined criterion of mastery on each
work sample--dur1ng this phase the evaluator is free to use a wide
variety of techniques to make certain that the client Tearns the -
task, and (3) Prodaction - after the criterion have been achieved,

(" R
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4.

5.

N

the client is ass1gned a set. nunber of cycles of the work sample to
*perform 1ndependently The purpose in separating”the training and
production phases is to make'sure that the clignt has learned each’
task before he performs it. o _ o ~

Client Involvement - There is extensxve c11ent involvement. In the
training phase for each work sample, the evaluator and the client

has. a s1gnificant amount of interaction during the learning process.
The Evaluator's Handbook calls for an informal client feedbackases-

. sion after the first day as well .as on subsequent days when needed.

There is 1ittle client involvement during the production phase.

Ereiuat1en Setting - A realistic work'atmosphere'ard setting are

~ stressed in the Handbook and during. eva]uator training. “

Time to Comp]ete the Entire System - The develgper est1mates that

. the VIEWS can be given 1n from four to seven, five-hour days; i.e.,

-20 to 35 hours _— 2

- . it
. -

Adm1n1strat1on

' a.

A

Procedures - The Handbook conta1ns all details necessary for admwn-

- istration. A photegraph of each work sample is used to insure proper

' layout. The instructions for the demonstration phase are given in

Foap

detail and include both oral and dhys1ca1 d1rectﬁons The. training
phﬁse criterion are clearly given. o .

ple. The demonstration phase uses oril instructions plus modeling.
During the training.phase the evaluatoris free to use a variety
of verbal'and nonverbal techniques; flexibility is stressed here.
Because each work sample is individually-administered, the clien
can receive instructions using the methods which bestlneet hys
needs - . X _ -

A -®’
Repeat1ng Nork Samples - The VIEWS does not place much emphasis on
repeating work samples; it is designed so that the client ghould™
have learned the task before the performance phase. However,
work samp]es may be repeated if considered necessary by the
evaluator. ¢ . . :

-

Prov1dﬁng Ass1stance to the Client - Extens1ve ass1stance is pro- .

. ‘Method of Instructiecn aiving - No- reéd1ng is required for any work sam- )

vided during the training phase; little is given during the production |

phase. If help is needed during the production phases, the evaluator

is to record this on the appropriate behavior observation form. '

" Scoring and Norms

Timing - The evaluator uses a'time'stamp machine to time the client.
Timing Interval - T1m1ng on each work‘samp]e l#gins when the client
enters the product1on phase and ends w1th the complet1on of the task.

Time Norms - Raw t1me scores are converted to a three point rating
scale. Predetermined time standards using the MODAPTS approach ate
also ava1]ab1e .
. . . 07
-3 9
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“d.  Error Scoring - Each work sample is checked against carefully defined
-~ quality standards. . t e -
e e Scbring A%ds'-.Some use is made'of_scoripgnaids.'

- ~h

Quality Norms - The tbtalgnumber of errors {gr each work sample'are' .
converted. to a three point rating scale. Th system also contains
:ratezpfsféarning norms for use during the training phase.

g. Bnphasis:%n Scoring - Time and quality are both giéen.eQUa] weight
- -in .the VIEWS. g IR -

6. Qgservafion o?-C]ients

. a..-NQrk'Performance < Ten work factors (e.g., motor coordipation, finger .
dexterity, and work rhythm) are carefully specified (e.g., Finger
Dexterity - turning nuts; handling small pieces). Each work sample

. has several factors listed that are to be observed. . ... - = .

: . __ response to training, and communication are clearly defined and ob-:
e ‘served during the course of the day. g S

4a~;§~rw . b.. Work Behaviors - Work behaviors such-as attendance and punctuality, - -

c. -Rating System - No rating system is used for work behaviors and per-
formance factors. ol S 3
P ‘ d. Frequency of Observation - The VIEWS uses extensive observations.
‘ Observation of defined work ‘factors is requir each work =
R sample. Work behavior observatior made daily. However, no
o . . established time-or sample-procedures are used for the work be-
: . haviors. - A e -

) [

7. Reporting -

a. Forms - The system uses three standardized forms: (1) a client re-
cord form for recording work sample behavioral observations, scores,
_ and work performance (there is a separate page of this form for each
work sample); (2) a.daily observation form for summarizing work be-
haviors and performance; and (3) a final report form. ’ T
b. Final Report Format - The VIEWS final report uses: a’standardized
" format to present information on the following: general observations,
interpersonal relations, training, worker characteristics, recommen-
‘dations, and a-profile sheet containing work sample results including
the industrial time standards for’ the work samples. Recommendations
are given for training techniques, Worker Trait Groups, and for other
services that may be required. ' >

© 8. utility o | e

| a. Vocatioﬁal Exp]oration - Bécause.some of the tasks are not actual jobs
because almost no occupational information is provided, the VIEWS is
of Tittle use in occupational exploration. PO

.
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o -.'Traiﬁlng Required - Yes _" - '(-i\ -
i . . 3 ) ".‘ . :
e o b. Training Avavlab]e - Yes
5-' _" c. Duration - One week in Ph11ade1ph1a for,new users A two'déy on-site
\ training is required for fac111t1es that already have the JEVS Work
L. . - .Sample ?attery A o IR _ ‘
B \ d. Follow-up - One on-site visit for those who come to Phtladelphxa for -
U ., VIEWS t§a1n1ng | |
10. Technical Con51derat1ons R . B ’ - N

' . . Lot
o i \ - ' ' ' )

a. Norm Bas The VIEWS was normed on 104 menta]ly retarded persons ’
. between he ages of 16 and 61 with a median IQ of 50.. MODAPT pre-
) .detennTneg t1me standard norms are also ava11a§1e S :

‘\

.-‘“ T b. Re]1abi1nty - No data presently ava1lab]e. _ |
o »Cy Va]idltyuj&No data presently available. _"«\ o “ 3 : R
‘ - . _

11, Rev:ewer s Summary and Comments

\ . ) I .
L The VIENS\attempts to eva]uate the vocat1oné1 potent1a1 of mentally -
S , retarded adult for JObS in six Norker Trait Groups ~Job . areas that are

e e

‘ance. Here the' deve]opers believe that the client-shou]d first be thor-. _ -
oughly taught the task.prior to performing it under _imed conditions. The
.VIEWS also uses!standardized behavior observations which are combined with'
_ time and quality scores to produce a well: orga%1zed
. ~ major problem wzth using tqp IEWS by 1tse1f,
Jnformation. g i

s cwt A sty =

12. . Address - ' -

Vocat1ona1 Research Iﬁst1tute - .

Jewish Employment and Vocat1ona1 Serv1c& o i
1624 Locust Street . ;
Ph11ade1ph1a, Pennsylvan1a 19103

o 3
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T & Cost | [--i . f/fﬂ~f\f\\b_- I N |
. ® .- . . - . :_ . . . o L .{ ) .‘ N ‘
R work Sample (hardware, manuals. and forms)' - - $4,895.00 .
- NN o (including. shipping) e SR e
- Tuition for one week training o -~ .350.00 -
s . One on-site training visit . S 630.00
R - _ (p]us travel expenses) : - _ )
. o , : <. - $5,875.00
. s - Mo R ) : . . .
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