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Purpose. ThiS‘monograph was‘aeveloped'as'péiﬁlof a’resgaxch'
project designed to discover and document vocational educationistuf ;
dent .recruitment and selection practices in Indiana. It has been -
brepared to massist 'secondary vocational school-administratcrs,
counselors, mnd other-professional'staff'in~the'developmept'and/or
improvement of .the activities and Processes . of recrditing and se-
lecting studentg for secondary-level vocational education pPrograms. -

Procedures. The monograph was producedfas a»result of both™
exploratory and descriptive research conducted in Indiana and - )
other states as described in the -final report -of this project. The
schema presented is larygely theoretical and should be viewed as a
heuristic device. It is an attempt to delineate the key:elements
necessary to the effective cperation of a vocational educatiou: stu-

dent recruitment and selection system.

Products. The monograph is composed of two major sections. The
first section presents a five-phase schema for recruitment and se-
lection of secondary-level vocational education- students. The second
section describes several techniques and methods of recruitment and
selection. An additional final report document was prepared to
convey information regarding the results of the surveys dealing with
vocational education recruitment and selection practices.
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'SECTION |

“Introduction

The momograph presents é Echema;fbr recruitigg;and,sglgqting
students for secondary roational education programs.. "It also describes
noteworthy recruitment and éelection strateéiesiand techniques suitable
for adaptation in loqal schools. The monograph was: deweloped as part
of a research’ané development project fha? was. funted by the Indiana
State Board of Vocational and Iechniéal Educ;tion {Project No. 71-78-—
III-4). The project was initiated as a response to an expressed concern
on the part'of local vocational‘education~program\admiq@strators and
counselors regarding the lack of information on recruiting and selecting
students for vocational education programs.

The monograpit is designed to serve. as a guide for state and
loc1l level vocational education program administrators as well as
other professional personnel as they seek means to develop and/or
improve strategies and techniques for recruiting and selecting students
for secondary vocational education programs. The objectives of the
monograpﬁiéte; | |

1. To' increase awareness of’the role of recruitment

and selection in a comprehensive program of
vocational or career guidanqe.

2. To provide a framework and rationale for

articulating recruitment and selection with other
components of the vocational educationx program.




3. To assist prE===jonal staff in identifying
problems m==m—3zied with the design, development,
‘and operation.@f @ recruitment and selection system.

4. To provide information on potentially useful
recruitmen and selection strategies and techniques.

Information g=thered from several sources formed the basis for
the development of the;monogfaph. A review of the literature was
undertaken on a numbexr of topics. 1In addition to seérching for previous
work specifically ref=zted to recruitment and selection models and
practices, inquirie=-were conducted into thecoretical and emnirical woik
in nareer developmernt theory, career .guidance systens, and the impact
of the labor market on vocafional education. An experience survey'of
selected vocational counselors and administrators in Indiana's.secondary
schools was undertaken through semi-structured interviews to establish
parameters for the schema, define.terms used in practice, and generate
questions for a mail survey instrument. This experiénce survey included
collecting and analyzing relevant school documents on admissiqns and
selection policies and gathering recruitment literature. A survey
and analysis of ekemplary yqdational education student recruitment and
selention practices in other states, as well ns Indiané, was conducted
tn obtain a more precise picture of the state of the art and to generate
ideas for the design and development of the schema. Finally,_the
results of a mail surveylthat was designed to ascertain prevailing
p;actices and opinions concerninj vocational education student |
recruitment and selection in Indiana's area vocational schools were

analyzed and used as input for the development of the schema;

3



The monograph consists of two maﬁbi parts. In the first section
a schema for recruiting and selecting students for seéondaryfvoéétional _
education progréms is preséntea. In this section, a rationale for the
proposed practices is developed and a framewbrk‘for articulating the...—
practices within the vocational education guidance and instructional
system is offered. The second section describes recruitment and

selection strategies and techniques which may be adapted to local school

conditions.
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SECTION Il

A Schema for Repruitment and Selection :

A schema outlining the processes of recrﬁitment and selectibn of
secondary;levei vocational edﬁcafion'students'is présented‘in this
section. Becauée it‘isvaséumed that these_processés‘afe sﬁbéystems
within the larger.vocational education systém, an attéﬁpt {b made to

. { .
articulate recruitmént and selection with other major subsystemsf

Accordingly, the schema unfolds through the following five phases:

Phase I-Planning, Phase II-Recruitment, Phase III-Selection, Phase
t.

1“IVFInstruction, and Phase V-Evaluation. The description of eachvphase

is accompanied’by a list of Qorking assumptions that are built into
modeling of that phase.;

The schema presented is largely theoretical. It shouia be
viewed as a heuristic device. It is an attehpt to delineate the key
elements nécessary to establishiné a vocational education st;dent
recruitment and seiection system. 1In déveloping fhe séhema, efforts
have been made towards operationai specificity so as to pexmit futufe

manipulations and triadls.

Phase I--Planning

Planning is the activity that yields a ccurse of action. It is

deciding in advance what to do, how to do it, when to do it, and who

1j
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is to do it. Planning bridges the gap“fiqm where we are to where we

3 } I

1
want to go. o

As displayed in Figure 1, the complex process of vocational
education planning cén be dépicted as three distinét, yeﬁ‘interrelated,
activities. The first activity, strategic planning and policy
determination, is the process of developingvplans and guidelines fhat

deal with those broad matters which affect the direction of the

vocaticnal education system.2 This process leads to a mission
statement and broadly stated goals for the vocational education system.
These formal declarations set the boundaries within‘which decisions are

o Hu made and provide the vocational education organization with

diyeiiriast, purpose, and intent.

TARGET

\ POPULATION

VOCATICHAL EDUCATiH NEEDS

MISSION STATEMENT .
AND GOALS

PROGRAMS
AND
SUPPORT SERVICES

LABOR
MARKET-
NEEDS

m v » I

> e e

-+ -+ -+ o+ o feedhaCk « o+ + « + - ¢ - - ¢ « «

Figure 1: Planning Phase of the Schema
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. Historical precedents as well as numerous legislatiVe.actsfandil

accompanying regulations have‘resulted in a set ofjspecific‘standards_:
for planning Vocational education programs. These lead to the second"

actiVity of . the planning process. Federal and state gu1delines require

that Vocational education programs be planned to meet the vocational '. -
needs of the local‘population being served and the emplopment‘needs.of
the.10cal labor market.3 Such a needs study should result in an
assessment of not only those groups that can. benefit from Vocational
education serVices, but.also the types of education and training that
are best suited to meet'their'needs? This information can then be
interfaced with~current and potential,employment opportunities in the
local labor market to ensure thatvv0cational_education programs are
realistic initerms of their meeting employment needs and employment
opportunities, | | l’ |

. With mission-statement, goals; andkneeds,assessment in hand, the
vocational education planner proceeds with{administrative or management-
control Planning, the third activity in the planning process.
Administrative mlanning involves the development of operational plans
that guide the vocational education system in the use of _resources so.
that the yoals and needs of the system are accomplished.4 By~ ut11121ng
a variety of information sources and management sc1ence techniques, the
vocational education planner determines that mix of programs andﬂsupport.
services that maximizes the achievement of goals forithe Vocational
education system given certain constraints. If the planning process has

been systematic and. well organized, a logical progressinn of decisions

b
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and informationfshouldjbe attributable to each vocational education

4progran offering and support service.
: those charged Wlth 1mplementing programs and support;serVices,can RN

criteria that in essence cefine thesr responSibilities In thlS'

By analyz1ng the planning process and the information 1t yields,:
ascertain the direction, priorities, parameters, and effectiveness

context, it becomes critical for those charged w1th recruiting and’
selecting vocational education students to familiarize_themse}ves‘with-'
the intricacies of the.vocational education planning process.

' As marketers of and gatekeepers for vocational education pregrams,
individuals responsible for recruiting and selecting‘students,have two
inportant roles. First, they are in the businessbo%éexplaining the
purposes and services of vocational education. .Second,:they are
responsible for identifying the specifio vocational needs of prospective
students; Like. all organizational_entities,-vocational eduoationiseeks
legitimacy through its output and-methods of operation. Given the
organiéational.impact of recruitment and selection activities, it‘
becomes critical that they be compatible with, as wellias a logical . N

extension of, the organization's expressed mission, goals, programs,

and support services.

Assumptions for Phase I-Planning

1. ‘The vocational education planning process is
systematic and organized, and the activities
and outcomes are rational and well documented.

2. Accurate data regarding the employment related
needs of the populaticn and the labor market are
available and the expertise to accurately transform
these data to usable information exists.

14



. A substantlal Gegree of agreement ex1sts
among pollcy makers, . admlnlstrators, ‘and-
,professional personnel regardlng the, goals
and objectlves of vocational educatlon,,

4, If, as’ most alwag is the case, the need for
_vocatjonal educatlon exceeds avallable resources,
a substantial degree of agreement ‘then. ex1sts
among policy makers, admlnlstrators, and v
‘professional” personneI‘regardlng ‘the. prlorltlzlng
and . resource. allocatlons for programs and support

erv1ces
Phase li—Recruitment
e
% The recruiting of students for‘yocational education programs, as

presented in Figure 2 of the schema, consists of two related sub~phasesm

e .

Q—!rd-d-d-d-recyc]e#-d-e-d-a-_d-i-d-d-d-d-
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4 ) . *
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Figure 2: Recruitment Phase of the Schema
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‘10

.Acceptance of thlS premlse 1mp11es that vocatlonal educatlon student”

‘»recrultment is v1ewed as a Crltlcal component in a school's guldance }

vocatlonnl educatlon programs. In.Short;”recruitmentfintthiszcontex'”'J~ B

’becomes a s1gn1f1cant factor in the developmental process of choos1ng

e e

Both sub-phases_are.predicated‘on the‘premiseltnatfEheieducational;systsmﬂff*

should assist students'in,thé:process:offmakingﬁcareér?orientedﬂchoicés.

0

system and not as.a mechanlsm to attracr students to vacant slots 1n

and learning an occupation. If:ch0051ng and learn}ng'an occupatlon are
inseparable parts of the same developmental‘procéss, then recruitment.. ... ......
activities must be designed to facilitate informed and intelligent ‘ b
vocational education choices. Th}s point cannot beﬁoveremphasized, for
as Leighbody states:

For a young. person to enter into any speclallzed

program of training for a partlcular occupatlon’

with inadequate knowledge of. its nature or of its

suitability for him is a waste of human rssources
and is educationally and economically,unsound.5

Broadly conceived; the picture of vocational education student
recruitment that emerges in the two steps:of«th;"recruitmént phase of
the schema is that of career counseling, or even more broadly, career
education for human development. Under the developmental umbrella,
both tr.atment and stimulus approaches to career counseling* co-exist.®

The more traditional treatment or remedialvtasks of career

counseling are designed to offer the student assistance at critical

*, or present purposes, the terms career counseling and vocational
guidance are being used interchangeably.

e
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career-oriented'choice points:(e;g.,-the*choice among collegew‘
preparatory, voc:tional education, ollgeneral education options at

grade 9 or 0) or at other times when the diagnos1s of a problem‘or -
difficulty is made. Two examples of such diagnoses include 1nability

to make a deCis1on and uncertainty about a decL51on already made.

Typical act vities for this approach‘include 1nterV1eW1ng, aptitude and
interest measurement, and the assignment tozinvestigate referenceimaterials.if}
abont occupations and edncational;programs. |
The stimulus approachuto career counseling.is more proactive.
While;ﬂlihe themtreatment apprecach, it holds that certain pOlntS 1n the
student's dew elopmental continuum are crucial in the deCiSion-making A. g,ff

process, it also maintains that the counseling process shOuld continually

enhance personal development Accordingly, typical procedures of thlS

approach include those already menticned as well as‘interViews at- specified’

intervals about the ch01ce of school subjects or spec1fic training pathA
;;dec1s1ons. Other techniques include introduction to spec1f1c training

programs and the use of career days, field trips, and printed or4audi07A

visual materials dealing with occupational and educational opportunities.7

It should be noted timt the use cF tests w1th the~st1muluskapproach is not

limited to the tasks of description, . prediction, and problem-solv1ng that

is associated With the use of tests:uinra treatment mode. From the

point of View of career guidance:as.a: stimulus, testing is seen as a

means to enhgnce, broaden,  and prov1de focus to.the career exploration

process. Testing is used to explore one's self in relation to career

and to provide "what if" information with respect to various career

i e




"behav1ors deemed necessary‘t ope.w1th deClSlon
. p01nts, acqulre vocatlonal'ldentlty, or develop;i
vocatlonal maturlty.v;; AR

“fhié view o£.oareer,coqnsolihgiogféoidénooffofib?m¢5fdéééiéémeﬁﬁﬂ
suggests‘that such acﬁivities be.sgquohéial}fblaohed;?ond'ih#oéféfod'iﬁé
a dévelopmental support ojoﬁem.‘ JoAhQ Horris—Bowleey hansynéhoSizodb'
eleﬁents of both Super's and Tiedemah's#cafeer development‘ﬁhéofies.to.»
draft the follow1ng list-of components of such a‘aystem |

. act1v1t1es for the formulatlon and clarlflcatlon .
of self—concept, -

. ac91v1t1es whlch promote broad exploratlon of
educatlonal and occupatlonal alternatlves,“

“.~

- activities which a551st 1nd1v1duals to relate-
self-information to occupatlonal and educatlonal
information; :

\ -
A

- deliberate teaching of dec151on—mak3ng and career-
planning skills;

. opportunities for reality testing; and ”
. assistance with implementation of choiceé;lo

Considevation of career counseliog as a stimulus Qa#iable
naturally feods}into the concepf of .career education. In a oareor
education framework, the process of recruiting étudents for Qooational
oducation programs‘is logicélly extended backwards from traditional

career-oriented choice points to earlier phases of the educational

process. Information regarding the viability of wvocational education

18



as a’ legltlmate‘Educatloaal option. cnn be lntroduced 1n varlous ways
throughout the” elementary ‘and' mlddTe school years. .Voéational;education.
™~ can . thus be viewed as an optlon to be learned about 1n the avareness,

crientation, and exploratlon phases of: career educatlon. Pre—VOcatlonal

experrences in a variety of areas“can be used as- educatlonal act1v1t1es
. that assist students as they matureuyocatlonally and btqln to narrow
the range of career—orlented chomces they will ultlmately face. . |
In addltlon to the:ratlonale for vocatlonal:education student
recruitnentwthat has already bé;nséketChed' two other-considerations
are relevant. First, froﬁ.the,point of view of organizational behavior,
vocational“education‘organizations, 1ike aiiwother organizations,-seek
both consumer satisfaction and“institutiOnal iegitimacy. .Consumer
satisfaction with the organization's.product’in'the case of.vocational
edubation‘takes the"form of student,:parent, and employer satlsfactlon;-
a satlsfactlon with the vocatlonal educatlon the stLdent recelves and
employer satlsfactlon with the student emerglng from the yocatlonal
education program. The identification and satlsfaction'of.consumer need,
known as the marketing ooncept, has 1ong been recognized as a
philosophical base for planning and operating an oroanization's activ.ities.ll
Only recently, in view of a;éiiﬁiﬁg enroilments and rising costs, hds
the notlon of marketlng education begun to capture the attentlon of
educators.lg Recruitment is the business of marketlng eduoatlon, in this
case vocational educatlon; It is a service in support of the major goals of

the organization. 1In a vocational - educat.ion context, it is- carrled out

by (a) explalnlng the purposes and services of the educatlonal program,

i
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(b) identifying the vocational-;elated7needs“6f'brquGCtive”s:nc:m‘”

‘‘consumers), and (c) hunestly and effecti&éiyﬁcommunicating»Ka) )

and vice-versa.

peﬁahds for satisfactioﬁ_on.the pait‘bfi§é£ént§g studénts, and ;
employers feéresent but one facet $£-Ehe'ﬁ%ﬁyiepéifphm;hﬁéifforéésffhat
an eduéational,insgitution ﬁu;tfdéﬁténa With;}:wifﬁin”tﬁé‘;aQCational
marketing envirénment,xsever;lféub§§§féﬁsliﬁéipge*&h‘;ﬁé,iﬁstitﬁtioﬁ.
For example, the services offered by a voc#fiénalfeduéafioh ihsfitution
are shaped to some extent by iocal-lébor market or economic forces. The.
cemarnic: hor skilled labor and the acceptability in the labor market of the
programw graduate partially dictates tne.typé of training that must be
offered.. Similarly,tthe’socio-cu}turai“and tedgnolééical.fbrces
expressed as consumernneedeimpa¢£ the institutioﬁ;s choice of.programs.
’Political and goverhmental;influences‘sﬁéﬁ as.accoﬁntébility':uquirements
or legislative regulations as wéll as‘conditions imposea by resource
suppliers (e.g., curriculum materials, quipment innoyations) also . '
force the organiza#ion to adapt its services and methods of'operafioﬁ.
This scenario ofAsubsystehs' impact.on organizétional.perforﬁéﬁ¢e reveals
that in addition fo heeding’thé;marketing concept, an orgahization must’ .
seek legitimacy.: ﬁégitimacy%fof any social organization is conferred
and confirmed. by dther-organizations or systems within the social

13

system that demands.its output. The fundamental task of.-an organization

is to establish the legitimacy of its output_(in this case, the vocational

program graduate) as well as its‘methodé of operation. As a marketing

e

functiorn which serves as an interface between the educational institution

20
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and its cnviromment, recruitment is a critimal means for facilitating

the esi:abli;slhment“ of institutional legitimacy.

:In-suﬁ, frem'the’poipt ef vieQ of Qrganizetionalfsgrvival,
recruitment is grouﬁded in both the marketing coneept‘and'tﬁe bid
:for‘legitimaey. ‘Evidencequ consumerbeetisfection‘(the_marketing
concept) with vocational educatiee eervices is sought.by the
educetional‘institution. Hence, recrultment act1v1t1es are aimed at
1ncred51ng enrollment, retentlon “and ultlmately 'student satisfaction
with the training program. second, the organlzation through
adaptation to shifting environmental forces' and constxaihts seeks to
establish the legitimacy of its output;and'of its methods of operatien.
Hence, recruitment aetivities based on evidence' of program.completion

4 = R _
rates, graduates' postﬁtraihing vocatidnal success,. and,sgitabirity df f
training to market deméndeenhgnce tﬁe establishment'of'the'yocational'

education institution's: legitimacy.

. Assumptions for Phase IY-Recruitment

1. Vocational.education student recruitment .is
. , viewed as a:component of the career development
process and. és such is part of an educatlonal
program through which students are prov1ded
with the smnoropriate knowledge attitudes, and
skills necessary to make -informed career-oriented
ch01ces.

2. Accurate information regarding such factors as
vocational education program areas, occupational
requirements, program placement rates, and
employment opportunities are available and
accessible to counselors and students in
discernible formats for a variety of ages and
comprehension levels.

RN o
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3. Instrumvntw, inventories, and counsol:ng stratnqlos
w are avallahle -and ut1117ed to assist: students An
'~ obtaining am accurate self-understandlng of  their -
career-or1ented aptltudes, ab111t1es, and 1nterests.

4, Opportunltles are prov1ded for students to learn,
practice, and reflne dec1s1on—mak1ng SklllS in. a
career context ' ' Lot

Ty

5. Educational adm1n1strators, planners, and profess1onal
personnel create and. malntaln an env1ronment in- wh1ch
career-oriented act1v1t1es are well-articulated between
the elementary and . seconnary levels and vocatlonal
education is viewed as a viable and leg1t1mate career-
oriented optlon for secandary age- youth

6. Some students are. ready t0 narrow their: career-
oriented choice range to at least a cluster of
_occupatlons by grades 9 to 11 and such choices

are not treated as final or 1rrevers1ble from an
educatlonal perspectlve. :

Phase Ill<Selection

The vocational education student selection process, as:presented’
in Figure 3 of the schema, is based upon the: assumptlon that“the
legltlmate selectlon of students for vocational education prograns
should be based upon an assurance ‘that"the career-oriented choices: of
studer:its are mature choices. According ‘to Crites, a mature career-
oriented shoice must meet'several_criteria. ‘Among these are tnat the

choice:

* 1is based upon correct information and education
akout occupations and educational opportunities;

* fits in the;oVeralligoal:aspirations of the'student;
. rglates to expressed or inventoriéd,interests;'
- is-freely'madei-. |
* is systematic and notlogance behayior;
22
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‘stable at-the same time.

- is baeed on knowledge of. self as 1nd1cated by -

the student's personallty, 1nte111gence,.apt1tude, fﬁ'_

and maturlty.

B

. is the result of careful short-and long—rangev

planﬂlng, and

- is future oriented.lq_

Super describes a mature career-orlented ch01ce as be1ng goal d1rected,,’ N

15

In seeking assurances regarding the maturity of a cafeer—

oriented choice, the individual responsible for vocational;educationf

Lt

student selection can employ a number of strategies.
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" recruitment process as prev1ously d1scussed Grlbbons and Lohnes have'”

- s N VT R e S S NN T s
can be clinical in nature, or statlstlcal, or-a comblnatlon of-both.» :

The traccgy cmplcycd will be grcatly 1nflucnccd by thc naturo of tho-?;'

1dent1f1ed elght var1ables whlch correlate hlghly w1th readlness for
career-orlented plannlng. They are:

.+ 'awareness of relevant factors}‘inciuding"bne's"
abilities, 1nterests, and values and .their .
relation to currlculum and occupatlonal ch01ce,'

- awareness of.relevant factors'relatlng to the
requirements-and description of an occupation;

. ability to verbalize appropriately the relation
of personal strengths and weaknesses to educational
and vocational ch01ces, .
~ « comparison of the student's estimate of his/her
scholastic ability with actual attalnments on
scholastic aptltude tests; : o

. ’quall Lty of ev1dence c;ted by the student ine—o
defense of his/her appraisal of'his'own»abilities;

- awareness of 1nteresLs and' their relat10n to
occupational choice;
. i
- awareness of values and their relation to.
" occupational choice; and

- extent of the student's willingness to take
personal responsibility for his/her choices.

Such criteria or combinations of criteria”can be used to assess the
maturity of a student's career-oriented choice and can thus'be viewed
as initial selection criteria. |

Once the maturity of a Career-oriented choice is assured, three
avenues leading to admission to vocational nrograms are possible. The
first avenue presents no apparent problem) for here the number of open

slots for a particular vocational education progrxam equals or exceeds

24



student demand for that program. In such instances, all interested
students are admitted to the program.'

The second avenue . nvolves those'vocational;education programs

that may have aamiss10n standards and/or program prerequisites. The-

consideration of such requirements should be a part of the student'

career-oriented <choice process. ﬁevertheless, some form of validating
the attainment of such requirements may be necessary.- This,could"vary’“
from actual testing, to checking_school records, or to asking‘for
evaluative information from previous instructors. Examples of such -
admission standards might include_alspeciﬁic reading achievement lemel,
or a course in advanced mathematics or science, or a specific manual |
.dexterity level.

The third avenue is the possibility that, f e number of students

3
) %

irterested in a particular vocational. education program may exceed the
number of available training slots. In such cases, two#bptions are‘f{
available. The first option is to assign.slots on a first come and :
first serve basis or by means of a lottery. In either case, it is
assumed ‘that 3udgments regarding the ranking of students on some
admission standard is either not feasible or not desirable. The
second option is based upon the idea that some standard(s) can\he
agreed upon and defended as viable selection‘criteria for a

vocational education program. Such standards can be based upon a
variety of tactors and can be used singularly or in combinations.
Examples include scores on aptitude tests, performance in previous
coursework related to the progvam, past attendance records, past

behaVior records, age, economic status, social or cultural statuz, and

25



f}éﬁ,‘

: grade level. .Some method is usually required for ratihg,ahd\rankingf

criteria may be derived from professional judgments, scores on.tests,

all intercsted students. If multiple criteria are employeajxe‘Weigb;ingf‘fef'

system for the criteria may be used. The rates or values assigned to . . . -

or ofhe:“quantitafiVe:indicatore.f ?hemegsf be staeaé:dized.iﬁieemeir;:"”*.J
fashipﬁ if a composite scoreeor.fank isfte ﬁe'aeri§%d;: sgeﬁ.syeféﬁéfffe:‘
can'be_simple and etraight fofwafdeer eoﬁpiex and'difficultlﬁe:eeieuiete'?‘
and interpret. Rega;dless ofltﬁe‘system(uSéa,‘ehe cfitieelre;ite#ia

that should be met iﬁvolve’faifness as»ﬁeli es the degree to which(the
selection system accurately discriminates among poteqtial student }H
performance and/or student neea criteria. It‘shoﬁla.ﬁejrecegnized that

it is not. feasible from a bradtical’persﬁective to ascertain if‘tﬁese‘
studeﬁts who are not admitied tota pgpgram weeld heve-sueceeaed.end;iff

those who are admitted and.ao not succeed do not do so because of

faeulty selection criteria. .

Assumptions for Phase III-Selection _ -

1. Those administrators, counselors, and instructors - T
that are charged with establishing and applying
selection criteria-are fair individuals that have
carefully thought through the selection standards
and processes that are employed.

2. The prerequisites and/or standards that are used

- to rate and rank students are based upon cxiteria

" that are discriminatory in nature and defeé.isible
as vocational education selection criteria.

3. The vocational counselor, if so called upon, can
effectively deal with the dual problem of Leing
perceived by students as the "gatekeeper" in terms
of student access to vocaticnal programs and
individual guidance counselor with regards to
helping students choose among options.




4. Prior to the vocational educatlon selection . e . o
process, students are given opportunlties to '
learn. about occupations, thenmselves, ‘and
educational opportunlties from a career
perspective: - :

5. Tests, inventories, and batteries of obJectlve
- information that are used for selection purposes
are used in a responslble and professlonal manner.,

6. The "gatekeeper(s)" respon51ble for selecting
vocational education students are not forced into
the position of meeting. ‘Juotas for partlcular '
programs or courses.

Phase IV—instruction

Once students are admitted to a vocational education program

and coursework beglns, the flnal phase (see Flgure 4) of the selection

P &
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Figure 4: Instruction Phase of the Schema
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process unfolds. Typically, during the first few weeks of instruction,»

a critical evaluation of the career-oriented chOice lS made by the

student During this time, program requirements areiclarified.and”the
personalities and expectations of the 1nstructor and’fellom classmates
become clear. Problems relating to: scheduiing conflicts‘and mork load
can also surface. In s1tuationsvwhere negative factors arise, the f
student may feel that his chOice was at best uncertain'and.at\worse'z
unwise. At this decision point, career counseling islimportant. In‘
some instances, problems can be resolved via individual counseling. 1In
other instances, the student may choose to drop from the program and be
recycled to choose another program option. It is critical for the
counselor to try to ascertain the nature and extent of“the problem.i
Was the career development, recruitment, or selection process faulty or
mas the problem more student-centered? In any event,:the information |
should be treated as potential feedback to the pianning, recruitment,
and selection phases of the schema;

Throughout the duration of the instructional process, another
possible event that can trigger the recycling of a .student to the
career choice option is that of termination. Factors such as
inacceptable performance, poor attendance, and behavior-related
problems cangresult in an‘instructor terminating a student from a
program. Tnis form of imposed career-oriented selection also needs to
be—anai;;edqto ascertain the nature of the problem. Were there
deficiencies in the planning, recruiting, and selection phase of the

schema or were the events primarily student-centered? Such information

becomes feedback to planners, policy makers, and program personnel.

28
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It is critical in dealing with programr"drépoﬁts; alnd‘ términato’rs
to make professionél jﬁdgments regafding7Qhethe;.ﬁrebléﬁs thapnoccur
require career~orien€§d or bghavio;forieqted cou#seling. If,;in a
substantial number of cases, the problems teQuiré cafeér—oriented.
counseling, then the problems maf.not‘iie with Studehts,ibut.withvthe

system. In such cases, the vocationalveducatidnfstudent recruitment,

and selection process needs scrutinization- and ‘probably some alterations.

v

Assumptions for Phase IV-Instruction

1. Instructor ineffectiveness as a cause for
program dropouts and terminations is
~difficult to ascertain.

2. Students that are successful in v0cat10nal
education programs were provided with accurate
and realistic information regarding:the program.

3. There are a certain number of'studenﬁé that will
'slip through the vocational education recruitment
-and selection phases of the schema regardless of
its quality and extensiveness due to the inherent
uncertainties in the process.

-4. Retention and successful performance in vocational
education programs are related to the career
. counseling process.

—— . _ Ph'ase V—Evaluation

~ The final phase of the échema (see_Figure.5),deals'with the
gathering and analysis of data regardiqq.the post—schqol’activities of
students that were recruited and selectedlfor roqtional education
proér;ms. Though the_diséussibn offfhe_evaluation;phase»has;beén
reserved for last t§ fa§i1itate a.gleaf display. of'the schema,‘th%s.py

no means is meant to imply that evaluation is simply an activity that
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Figura 5: Evaluation vP"héée of th‘e Schema -

‘comes at the end of a program. Evaluation and.planningvarefhighly
interrelated activities.l® A brief illustration of the’roies that
evaluation can play in planning and assessing vbcational education
student recruitment and selection practices should:demonst:ate this
notion. ’ | -

Evaluation can serve two major roles: it can provide information
for use in decision-making, and it can provide information for purposes
of accountability. In a discussion linking the CIPP (Context-Impact-~
Pxécess—Product) model of the Ohio State éroupzo with Scriven's

formative-summative‘distinction,21 Stufflebeam presents a typology Of

evaluation by cross-matching evaluation roles (decision-making,
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’ gatherlng and prov1d1ng information on varlables to serve de0151on-

T, . i

accountability) with evaluation varlables (contextual or goal—related,

input or de51gn—related, process-related, product—related) 22 When
L

making, evaluatlon is termed proactive (formatlve). When accountablllty

is to be served by obta1n1ng 1nformatlon on these varlables, evaluatlon

i
B

~is considered to be retroactive (summative).

Information generated in Phase V.of the schema is largely
product-related and can be used in both retroactivefahd proactive

evaluation. Potent1a1 data sources include the following: job

performance data, former students’ perception of training, employers'

perception of trainihg, placement rates. For‘purposeslef accduntability,
this information can be usea fo document and defendveutcomes of the-'
recruitment and selection processes. Examples of questlone to be
anawered in thlS retroact:ve evaluatlon 1nclude. Should the

recruitment and seleetiqn,program as designed and implementea'be'.
eontinued or modified? Are sfated objectives and goals met by the
program? What are the unexpected outcomes? The importance of -
extending this type of product evaluation beyond the immediate post-
trainiﬁg period to iaclude follow-up data on graduates, at six months,
one year, and five years after graduation must hot be overlooked. Use

of product-related information to serve decision-making requires that

this information beufed back into relevant points in the planning and

1mplementat10n of the recruitment and selection program For example,

i

data gathered on. product—related varlables such as students' perception

of training,andmplacement rates should be used for,implementation

-

4

decisions regarding the content of recruitment and the methods of selection.
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Assumptions of Phidse V-Evaluation

1.

Evaluation is an activity that involves both
description of program operation and judgwent
of the worth or merit of tne .program.

Evaluation provides critical information needed -
in the planning, structurlng, and - 1mplement1ng

' ‘of recruitment and selection designs and -
. techniques.

Consumexr satisfaction with the "product" of the
vocational education system is a primary factor
in establishing organlzatlonal accountablllty
and legitimacy.

Evaluatlon methodologies suitable for applicetion

,to evaluating recruitment and selectlon strategles

and outcomes are avallable.

Methodologies needed to gather information on
post~training success of vocational education

program graduates are available.

Epﬂdgue

The fdregoing has been an atgempﬁ to portray and describe ihe

contents of five major components-~planning, recruitment, selection,

instruction, evaluation--of a recruitment and selection schema for’

secdndary level vocational education programs (sez Figure 6). It

should be apparent that the schema ean’be adapted for use within the

context of a comprehensive career guidance system. Though aimed

primarily &t activities conducted by the area vocational school, the’

schema has elements which extend backwards to impact career development

activities at earlier grade levels.

The list of assumptionslaéebmpanying each phase not only serve

as foundations for the development of the schema but ‘also function, in

some cases, as guidelines in the considergfépn_of,implementation variables.
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- Conclusions
It must be emphasized that the schéma presented hefé«is léféeiy
conceptual’andbtheoretidal. While itlisﬂgnoﬁndéddihiééﬁeerfdéVeloéméht;:

theory and incorporates elements giedned:from'étécﬁideé observed in area -

vocational sbhools, it has yet to be iﬁplehéﬁfed in,its;éhti;ety;:'ib a
greater or lesser degree, each of the area voéationalfschools in Indiana

are operating with parts of this five-phase scltema.
.The schema assumes several conditions. Firsf, iméiicitAin its

design is the notion that vocational edudafion.mdét.bé p;ééehted ag.
one of séveral educatiohal.alternatives frdﬁ‘which ihdividﬁalé cad
choose. if vocational education does not ex;stvaﬁdé.real chdice;for"'
N the mgjorit? of students at thebsecondary ié;dl;'tégqbtheré'iS'little

point in expending efforts to recruit and'sélectwstudehts.‘ Second,

~ successful operation of the schema ié predicated on the flow of

accuréte and reliable information of severai‘tyﬁes, including local
labor market information,.informdtion-on sﬁudent élacement:rates'and
success in training, data on student characteristics, trainiﬁg program
requirements, etc. There can be little debate thdt the means for
gathering this information are available. The schema aésumes that this
informatidn is being gathered and that it can be organized for dse in
the recruitment dnd-selection'pgdcess. Third, dévelopméﬁt of the schema
assumes that iocal scﬁodl éeféonnel are dedicated.to-the task of-helping
students'make an informed and an accurate qareerioriedted Ehoideﬁ A

blend 6f both trait-and-factor thinking and career development nentality

e

is required. Persistence of "a square—peg—in—arsquarefhole" and a
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point-in-time conception of occupational choice wili noh facilitate
the implementation:of this schema. Finally; ihra Siﬁilar way, the
schema holds to thevnotion that career-oriented choices are not
immutable. Individuals can and do change their minds about careers;
therefore, teaching and learning decision=making skillé and foétering
the .acquisition of knowledge and attitudes necesséry to cope with
careef—relahed decisions is og paramount importance.

The implementability of the schema is obviously conditioned by
. constraints in terms of avallable personnel, resources, and tlme.
However, in those school settings wherce phases of the schema are
already in opération, successful adoption‘of the entire schema aphears
to center on réorganization of available staff ‘time, restructuring the
use of available information, and developing 1nst1tut10na1 conmltment
to 1nsta111ng a successfullmeans of recruiting and selecting students
for vocational education pfograms. Though knowledge of the resistance
to change cautions that these changes will not be forthcoming without
the support of vocational administrators and the activefparticipation
of teaching and supportive staff, the survey of area véchtional schools
in Indiana indicated a perceived need for.improvemeht in the proéesses

of recruitment and selection.



Recruitment and Seléggigjﬁ Practices

PR i

This section takes:a}cioser;iook et‘fecruitmentiend”seiection.f,
strateqies and tecnniques. It extends the discuss10n of tnx £A£1§na1e'
for these two actiVities that was begun in the preVious section and.
describes several exemplary practices that, in the opinion of the if-“'
research team, may merit further examination and adoption by localb

education agenciesy-- -

Recruitment

Recruitment:of students for VOcetional'education'programs is
here defined as that Process of communication betweenrrepresentatives
of the vocational school and the potential vocational educution student
relative to the" procedure of applying for and admiss10n to a specific
type of vocational preparation. It includes the tasks of determining
a student's needs relative to the vocational education that is offered,
informing him/her of the program and services offered, educating him/her
to the naéune.of the occupétion for which the vocational training isk
considered preparation (e.g., worker activities, work settinos,
oreparation required, levels of occupational opportunities, personal
and financial rewards,.growth factors, etc. ), and facilitating the
application procedureLv In addition, these actiVities nust be

conducted in an unbiased manner so as not to restrict the process of

application on the grounds of racial or sex—stereotypes.
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Recruitment is the process of marketihg either individual

vocational programs or vocational education in general or both. - The
. &> vt s -~

task of recruiting for vocational education opportunities in general !

involves the use of community education and public relations. Thus,: a

vocational education institution might distribute information;orvadvertise
throughout the community it serves‘defailiﬁé'bhrriculqm cpntent,
availability of classes, fees, advantgges of acquiring- skill training,
etc. in an effort to encoﬁrage citizens to consider vécational education
opportunities in geﬁeral and the advantages of the individual institutioﬁ
in particular. The use of advertising media and school,iepresentatives
as salesmen to create a general receptivity to and familiarity with
vocational eduéation iq the comﬁunity is, in a broad sense, a recruitment
fﬁnc;ion. Here, recruitment aims at providing a continual "sugpiy“ qf
students for vocational training, a neces;ary-éondition forborganizatiopal
survival. | |
In a narrower sense, recruitment is the proéess 6f markgfing
individual vocational education pfograms. »It shares with the recruitment

2 . .
as community education/public relations approach the goal of promoting

fﬂém;d§antages of vocatiohal education. However, it refines or
particularizes that goél in several ways. first, it assﬁmes_thatlsfudént
retention and success in trainihg, as well as'pdstepraining success, 'is
intimately related to informéd and intelligen; training choices. Thﬁs,
this type of recruitmént inciﬁdes_careful assessment of student aptitude,

interest, and ability with the intent of identifying a pool of potential

vocational program enrollees. Second, because intelligent choices
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require information, this type of.recruitment suppliesiépéCifié g
infarmation on training.érogram ;equiréments andl£e1atea oécupatiqnal
opportunltles, requirements, worklng condltlons, and the llke Third,
- this type of recrultment fac111tates the appllcatlon process by‘
supplying potentlal enxollees W1th 1nformat10n and materlals.necessary
; L]
for the1r~ult1mate matrlculatlon. ‘Both of these_app;oaches to
recruitment are long-term and dynamic éctiﬁities.. They reéuire fhe
use of timely and a;cﬁraté_inférmgtion cohcérning'the.institufioh?s
services (curriculus >fferings anafguppdrt;services), ptéduct.(post—.
training success ofrgladuates), and the marketlng env1ronment. Tﬁe
. following 51mpllst1c but perhaps useful analogy 1llustrates the
relationship betwgen these two approaches:b recruitment as community
education/puinC’rélations aims at filling aIl.thé seats in a given
school (helping *he institutidn to{run.at’full:cépacity); rec:uitmeqt
for a specific program attémpts to guafantee both the student{and the
institution that the student made the right choice of seats.

The vocational program adminiétr&to; seekiﬁg to learn more about
effective recrﬁitment strategies and techniques will find little help
in fhe professional literature. Little h#s been written agout methods
of recruitment for vocational education programs, and even less is
written about judging the effectiveness of particular recruitment
strategies for-incréésingivocationa} program enrollment and retention.
The material presentéd below has been abstracted from sources uncoveréd

e .

in a document search on recruitment in vocational education. Some useful

e e

hints and tips appear in this material, and those administrators or
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other professional staff members interested in 6btaining moza . information

should refer to the reference notes that appear ‘later in this handbook.*

Handbooks and Manuals

Few handbooks or manuals directly addressing recruitmént of

stlients for vdcatiqnal ewucation programs are available. The following

sources are exemplary.

* The Professional Admissions-Recruiter Manual?3
This manual is concerned with the application of
professional selling techniques tc college
admissions. Though not directed to vocational
Frogram recruitment it contains useful
information on constructing an effective
recru*tment campaign that can be adapted to a

- Recruitment Resource Manual??
This 25 page brochure focuses on the role of the
teacher in vocaticnal proo‘am recruitment efforts.
— " It briefly discusses the nsed to recruit and : T
outlines seversl rerruttment techniques. ) )

. Developihg a Program of Student Personnel
Services for Area Vocational-Technical Schools : ;
(2 Vols.)23
This two volume repcrt presents the results of a = -
developmental project conducted during 1966 and
1967 to plan and implement a program of student
personnel services in Georgia's postsecondary
state and area wvocational-technical schools.
Student personnel services are divided irio the
following seven major areas: Preadmissions
(recruitment); Admissions, Records, Counseling,
Informaticn Service, Job Placement, and Evaluation.
A rationale for each area is developed, objectives
are outlined, and methods of implementation

*Some of these materials can be obtained through the state of Indiana's
Vocational Education Services, See Appendix A. '
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fexplained -In add1tlon to serv1ng as a "how-to"
guide for area vocational school student personnel
specialists, the handbook contains numcrous forms,
sample letters, news releases, etc., for- use 1n
each phase. of studenc personnel - serv1ces

Strategies and.Techniques

The ch01ce of recrultment strategles and technlques 1s constralnedfff
orly by the 1mag1nat10n of the recrulter ‘and the llmltatlonu of hls/her
budget. Examples of documented recruitment strategies and methods are

nighlighted below.

* A "Vocations Week" Program
Here teachers, counselors, and. community- resource
people-coordinated their activities to- prov1de a:
: comprehensive view to high school students- about

- ' various job opportunltles. An interesting feature’
of this multi-method approach .is that it:was. planned,
initiated, and executed without the expendlture of
addltlonal school funds.26 :

*  An_"Education Expo"
Graduates of vocational high schools partlclpate
in a comprehens1ve program designed to provide -
exposure to postsecondary educational opportunities
appropriate to their specific needs.Z27

'*  Oregon IPAR28
Though not conceived as a recruitment technique
for attracting potential students to vocational
programs, Oregon's IPAR program (or1g1nally The
Institute for Publlc Affalrs Research, now stands
for "IPARticipate") serves as a strong public
relations tool and career educatlon experlence.

IPAR is a non-proflt organization operating in
Portland, Oregon, funded by volunteer contributions
from foundations, businesses, individuals, and
limited support from public education. 1It's
objective is to bring students and teachers into
closer contact with the working world through
-three major activities:
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. Operat1ng a. central schedullng center

-. Recru1t1ng communlty resources as speakers}_'

in classrooms for 0ccupatlonal exploratlon_,t,:-*" a
and’ to offer work experlences. o B

through wh1ch teachers can tap these
resources.’ SR

. 'Providing'tralning”and“orientation”for“
community members to. upgrade the- quallty )
of the1r 1nvolvement 1n career educatlon. o

IPAR functlons as a source of communlty resources to

both back—up and enrlch 1n—school career educatlon._

The Role of Teachers in. Recru:Ltment29 . :
Every vocatlonal—technlcal educatlon program has a

publlc 1mage.; Teachers can play a key role 1n creatlng

‘ -a favordble. 1mage. In order to be’ an: 1nformed ‘and’
functlonlng member of the publlc relatlons team,'

teachers need

*+ To be made aware of the1r respons1b111ty-
if teachers are proud of their program-and-
the students in the program, they should not -
‘hesitate to tell the world

* To know:what: the med1a needs Teachers
must. be’ 1nformed ‘of ‘what ' newspapers, radlo
and telev1slon statlons are llkely to use,
e.g., news storles, feature storler, publlc
service: announcements, etc.’ They must seek
out the proper med1a person to contact

oo To rece1ve tra1n1ng on: work1ng wlth the med1a

Teachers . ‘should attend a tra1n1ng sess1on e
conducted by state or local publlc 1nformat10n
personnel They must be taught how ‘to! recogn1ze'
news and relay the" word to local: publlc
1nformat10n persons or the media. ' If no one

-~ is respons1ble for news- releases: at the local
level “then teachers should ‘be' taught how to

. write news releases. .Each teacher should
receive a written gulde on news recognltlon
and preparatlon and a list of suggested news
releases.vv . ‘ :

* To be aware of other promotlonal technlques.
‘Banquets for employers or local decision
makers,- speakers for: local civic groups,
window d1splays in downtown bus1nesses,

: »bullet1n boards at local schools, etc.’
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'include-'f?,'

;-pAddress ‘trade and c1v1c groups concernlng
" the" relatlonshlp between industry needs
-and vocatlonal tralnlng.v‘k,-

. -Prov1de news. storles concern1ng school
programs to trade maga21nes and local
news medla. S :
" -
Attend meetings in support of vocatlonal-.
technical education which may be called
by local and sta:e school officials, boards,
and leg1slat1ve groups.

P Adv1se employers and the1r famllies
concernlng school. programs by post1ng
information on bullttln boards, providing
news stories.for. company publlcatlons, and
plac1ng enclosu“es in pay envelopes.

. Prcv1de success stor1es“ of former
'vocatlonal educatlon students to news
med1a.

- Provide recognltlon/awards to outstand1ng
students.

- The Role of Present and Former Students in Recruitment

'~ The impoxtance of .peer influence on .decision making .
has been well documented. Hoyt reports that, "there
is no doubt that youth place a great deal of credence
in reports and opinions they receive from persons. of
about - their own age who have experienced.a particular
situation under consideration. They tend to trust in
and believe their peers more than they do adults --
including their teachers, their counselors, and their
parents."31
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At issue here are questions" of credibility and
validity assoc1ated with reports from: former VoL
.vocational students. Reports received from one, o

or two former students may be highly credible ; :
for the prospective student but their validity;-ﬁf"'
is guestionable. .

It is: clear that prospective vocational education
students need reports from present and former L
students of the’ vocational training programs they
are cons1dering and this- data must be valid as well
as credible.  Professional staff must’ routinely
collect, analyze, and report ‘these ‘data to '

prospective vocational education students,vtheir
parents, and the general public

Selection

If recruitment refers to'finding, educating, and persuading
prospective students to enioll in vocational education programs, then -
admiss10ns and selection refer to qualifying students for and
counseling them into the proper choice among vocational education
~program options. There are several methods for accomplishing these
processes of qualifying and counseling. The purpose of this section
is not to present a foolproof selection method but rather to examine

several critical issues in the design of a selection strategy.

Three Roles for Vocational Appraisal

The use of vocationalwtgsting‘in recruitment and selection
must be guided by a clearly articulated rationale. In planning
recruitment and selection activities, counselors, administrators, and
other profess10nal staff must give careful consideration to spelling
out the reasons for vocational appruisal and to documenting the status

or role ofﬂappraisal in the overgl; program.
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"longitudinal fashlons, personal descr1pt10ns can b 'generated These

- used in these ways to enhance a: student s self—understandlng and as

with career exploration. Proponents of this view argue that

As. noted " 1n the dlscuss10n of selectlon 1n Sectlon II of thlS

monograph, Vccatlonal testlng can serve three complementary roles.

Vocatlonal appra1sal for descr1pt10n and d1agnos1s f'cuses on person'

and ‘problem appra1sal 32 Through the use of 1ntelllgence, apt‘tude, ;;'

and personallty tests adm1n1stered in both cross-sectlonal and

same tests can be used to 1dent1fy or dlagnose proglems or dlfflcultles

in career dec1s1on maklng and development Test 1nformat10n can

a foundatlon for future coplng w1th career development tasks;f.'
Vocatlonal appralsal for declslon-maklng‘ls’a relatluely recent
development. The appearance of . several 1nstruments whlch provlde data
on the process of career choice have helped to focus career counsellng
on decisional and.developmental principles.:?3 This form of appra1sal
is concerned w1th determ1n1ng a student s read1ness for career. ch01ce.
and plannlng.as-well as.w1th.assessing his/her levelvof>VOCational
maturity. Whereas traditional testeoriented career'counseling focuses
almost exclusively on choice content.(i;e., which occupatlon would:thls
student be most suited for?) Vocatlonal appralsal for dec1s1onemak1ng
is concerned with how career ch01ces are made.34. |
A third role for vocational appraisal links vocational testing

v

information on personal characteristics (e.g., intelligence, age,

aptitude, interest, etc.) as they relate to various career choice

options is a necessary but not sufficient condition for optimizing.

5 ' . ' .
career development.3 Thus, tests should be used in career guidance to
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‘. stimulate broaccn and prOVide focus to career exploration, stimulate

-exploration of self Ain relation to career; and prOVide "what if" ‘nformation

w1thrrespect to various career chOice options.36 -This approach emphasizes::J B
. an exploratory versus a descriptive, predictive,’or problem;s01Ving

application of testing.

3 Any or all of these approaches‘need‘carefui.examihatioh{hyvthose

who would choose one.or~more’as a basis fcr a.recruitment and’ selectioh o

program. As a recent study of the status of guidahce, counseling,

placement, and.follow-up services in ~selected IllinOis,schcols“has;shcwapr“'

a systematic approach should be used forvoccupatiénal.assessﬁeht.37' The

appraisal of a student's interest, experience; aspiratioh, achievement

and goal identification should take the form of an organized system;

Preferably, a system which involves the student in the decision-making

process rather than a counselor-controlled and dictated sYstem;F Such a

system sheuld be available as early as junior high S°h6°1>t° facilitate

course planning while allowing for reassessment at subsequent stages. :

Choosing Appropriate Selection instrumehtS'
| The ﬁse of standardizedltests'as tools in the selection of
~ students for vocational education programs demahds of these tests the‘
.ability to predict success and/or faiiure with mihimum risks to the
institution.and to the individuals involved. 1In this section several
critical issues in test selection will be examihed.
Underlying the:use of selection instruments'is the principle

that predictor variables are related to criterion measures or outcomes.
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program (grades earned), program completlon, or varlous st dent Q,
characterlstlcs._

However, two factors cautlon aga1nst the unexamlned use of
selectlon 1nstruments. Flrst the nature of pred1ctlon 1sn't pre01se,ld
for, as Goldman has stated,

. ,..con51der1ng the possible changes in the
client and in the occupatlonal and educatlonal
. avenues open to: hlm, it is clear that vocatlonal
appraisal, useful ‘as it~ may be, will for most
clients produce only approximate statements of
"the probable outcomes of the1r work and school
' act1v1t1es 39 :
As Crltes has argued, most tests have little or. no predlctlve va11d1ty
in forecastlng vocat10nal adjustment (success and sat1sfact10n on the
jOb after entry) 40 For, ‘the most part tests - ‘used for vocatlonal
appralsal were developed within the conceptual framework of a trait-
and-factor approach which is based on three assumptions: (1) each
worker is best fitted'for a:particular type of work,. (2) groups of
workers in different occupations have different psychological

characteristics, and (3) vocational adjustment var1es d1rectly with

the extent of agreement between worker characterlstlcs and work
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demands. This framework overlooks the developmental nAtuge:bf*chbésiﬁgi;,.’,

entering, and progressing in an‘occupation;4;:1Thds}jsome‘deveiopmental‘ ST

theorists argue that traditionalrtestS'are‘todbe used'to7providef'”'

descriptive rather than predictive information ahout,students}

Second the bases for prediction are often not grounded in systematic‘f
and confirmed knowledge, In general abilities and traits which are
himportant predictors of success.inftraining,arehnot very'similar to
those which predict success in performance on.theiiob.4? rurthermore;f;
the vaiue of a given test as a predictor mav change‘over time.» Testsb
which are effective predictors of success.in the initial stages of
training may be of little value in later stages ofptraining;43‘

Clearly, the lesson to he gained from'this briefrexamination of
factors involved in the use of tests to predict successvin'vocationai
training.is that the choice of tests must involve'careful_consideration.
of the predictor—criterion‘relationship. Predictive and concurrent
_vaiidity coefficients reported forktests must‘beteramined for~the
strength of relationship. One must also;consider,the group‘of
individuais'on which  the test_mas_standardized‘because the‘vaiidityt:
coefficients reported are oObtained under:a specific setiof circumstances o
with‘a'specific group of.individnals. Furthermore, one should realize
that the literaturefindicates that |

the best predictors of future performance-in
training programs . . . have typically been
intellective measures of cognitive ability
(e.g., I. Q., reading, arithematic) and/or
measures of past academic achievement in

"solid subjects" {e.g., English mathematics,
etc.). :
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'- What reliability coeffic1ents a E

"‘What validity coeffic1ents (predJct ve,‘_ i
, jconcurrent) are reported’> K o

*  Are’ norms prov1ded? If so, on what type of
' ,population? S T

. What is the reading level of the test?

{ i How much time does it take to complete ‘the
-:test? e : T

. How is the test to be- administered (to
lnleldualS or groups)’> R e

*’ wWhat kind of data. does the test yield--'
descriptive, predictive°

Choosing a Selection Method

Selection methods can be classified asjeither_clinicaI;
nonmechanical or‘statisticai, mechanical interoretations‘offseiection
data, or some combination ofrhoth.' As Goldman descfibe$iit;dthe
clinical method involves an inductivefbuilding—ub_offah"modei",of'
the indiyidual from which deductions are later made>as,to?his/her
probable*behavio;'in a giuen situation.45' ClinicaI "bridges" are
built between selection data such as test scores; biographicai‘facts,
school grades, teacher recommendations, and outcomes such as.entering
a given vocational education program. The counselor, ortother
qualified individual, utilizing this method draws inferences from the
selection data and makes:comparisons.of the individuaifs'characteristics

with the characteristics and demands of the trainingﬂprogram for which

\i P | . - o ‘ -<153




. the student has.expressed a preference.' Such comparisons result in a o
e 4 y , S
decision ahout the probability of the student's success in and satisfaction
with the vocational education program. : | | |
Several problems are inherent in the clinicalimethod of selection.

¥

The counselor must judge how much weiqht to give each selection datum..
This is oftena very subjective and nonsystematic decision-making process.

. It is subject to the criticism that it is not uniform and relies ‘oo
vheavily on the counselor 's personal judgment and is unsupported by
"hard data®, . In the process of making comparisons, the counselor must

.reJ“ on his/her knowledge of occupations, the occupational literature,

: and program characteristics. mo the extent that this knowledge is
incomplete or- biased the method of selection suffers.. It bears
repeating that a major shortcoming of the clinical method is thatdin
practice it is often poorly documented and incapable of being
substantiated by’ references to multiple selection data. often, a.

. clinicalwtype selection is employed using a. student's expressed interest .vj'
‘as the primary selection criterion. Assessing the genuineness" of that .
expressed interest becomes the crux of the clinical interpretation. It
is unlikely that a.single selection criterion provides sufficient
information on which’to_base a clinicalrinterpretation.'

To overcome these shortcomings, counselors and;others employingi
this method'would do well;to,consider the rollowing suggestionsufor.

'-.effective use of the clinical.method-

. Build an indiv1dual model of comparisons for
each student, .letting the model develop from
. facts about that student rather than forcing

facts to fit a preconception of the type of
person suited for a particular program.
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* 'Be thoroughly familiar With tests used

ﬂeducational programs.f.?*

: ,Have a thorough knowledge of occupations and
-,their requirements; or: which the vocational
‘programs are conSidered to be preparation‘ o

"-Study one 8% self as ‘an: interpreter. Check
the rate’ of successes and failures and
determine biases o S

Statistical or mechanicai selection methods involv:'

' quantified empirical daLa to tie together a test score‘or set

- with ‘an expected outcome or set of behaViors.g whereas-in clinical .

interpretations bridges are built ‘by the counselor who "sub]ectively;

links data together w1th-inferences, infstatisticalﬁinterpretations"

bridges are "objectively" formed by using normative, discriminant,‘oruvﬁ"

‘regression data. Briefly, normative bridges involve an examination of '

how an individual's scores on-a battery of tests compare w1th those of

people in that field; discriminant bridges. involve a determination of

which group (distifiguished by vocational~érogram) an”individuai
resembles most in overall‘makeup‘of‘abilities; intereSts,:anddother
characteristics; and, a regression bridge is used to form‘an.estimateiiAv
of the extentvtO'which a student is likely to experience success"and/or“""k
satisfaction within a given program.*

| Each of these particnlar statistical bridges has nnique broblems.

For example, construction of normative bridges are often hampered by the

*A discussion of. the use of statistical bridges is far too lengthy and

complex to include in this brief treatment. The reader should refer- to

the references to Sax, Goldman, and Prediger for a more indepth look

-at these methods. »
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“other than VocationalieducationAstudents‘andtfof»purbosesVOthefﬁthan

to yield a prediction which is 25% better than a: random guess, and at ;f?‘ﬁ

'least 86 to y1eld a prediction that 1s 50% better than chance.és; Thus,~iw‘

fact that tests used,in selectionAWerevnormed;andxyalidatedgon’b’Euva ;egs

vocational education program'selection; The use of regres

is limited by low:cOrrelation coefficients._ An r must be at least 66

R

B

the statistical method of selection,'thoughjoften he;aldedras anmore .

sound approach is also beset by difficulties.

In sum, ne1ther clinical“nor statistical methods of 1nterpretation.“1fw

‘are infallible?for uce in the selection of:students.ﬁorivocational_;hﬂ

edncation programs. Each is an attempt to translatefdatafinto_
information that is useful in making a selection,decision. fBoth are

+

capable of failure due to errors in, judgment in the'selection'of‘tests
and -the translation of data. - What is critical is that the method chosen.

be documentable, free_from,conscious~bias, uniform in application,_andf’

demonstrable in effectiveness.




thought" for those indiViduals involved in developing and/or improv1ng

£

recruitment and selection strategies.- The schema and extended~':ng '

discussions of recruitment and selection are meant to be suggestive' -

and to serve as a stimulus to further exploration and investigation.‘
In the best of allvpossible worlds, v0cational'1nstitutions

would be expected to recruit, select, and place applicants in programs-';”*~‘

that would s1multaneously meet the abilities, interests and needs of
the applicant and society s need for t’ained and educated Workers,

of course, in the real world, this/optimum strategy for recruitment
and selection isn't poss1ble.k Every recruitment and selection program
must therefore be a blend of student motivated selection and
institutionally provided guidance. Balancing the needs of the labor
market mith the capahilities of the vocational education institutioni
is both art and science. It is anticiéated that the information
prOVided here will lend furtherbins1ght into developing a successful

blend
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Appendix A: Vocational Educationservﬁces o

- Professional st:aff in Indiana. xnterested gn obtalnlng further

-~ information on recruitment and selectlon strategles may went to

utilize the capab111t1es of. Vocatlonal Educatlon Serv1ces.¢'

Thls organization offers" the follow1ng types of a551stance."

Information Searchlng

The service spec1allzes in finding 1nformat10n.
Using its own resources and those of the Indiana
University Libraries, the staff can help you
answer questions such as who, what, why, when,

~how, or how many. _They can look for educat;onal

statistics, .refer you to a single book, or.

" prepare a specialized blbllography for you from
_more than 120 computerized data bases.

Free Loan Service and State Project Library

The service collects, 1ndexes, and loans prlnt
and nonprint instructional materials, research
documents developed around the country, and
many publications from the National Center for
Research in Vbcat10na1 Education. It also

maintains a loan- collectlon of proposals, final

—~——Treports, and products of State Board of

Vocational and Technical Education funded projects.
In addition to its own collection, the service

.loans ERIC microfiche and other documents from the

Indlana University Libraries.

. Consulting Services

fStaff members consult on the development of
instructional materlals. They also assist in

adapting existing materials for spe01a1 needs
students.- .

Vocational Education Services
840 state Road 46 Bypass, Room 111
Indiana University '
Bloomington, IN. 47405
(812) 337-6711
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Appendix B: Test InSt‘ru'rnenfs: L

Listed below are test 1nstruments appronrlate for group or
individual admlnlstratlon and 1nterpretat10n. Thls is a.representatlve
sample. of the more than 1,600 measures avallable‘to assess attrlnutes
of human bebhavior, vocational 1nterest and maturlty,.educaflonal
1nterest achlevement and values. Six categories of 1nsrruments'are

provided: Achlevement Batteries, Aptltude Measures, Measures of Career

Mlscellaneous. Each test entry is accompanled by its author(s) name ﬂ..
and/or publlsher and a summary of 1ts contenf/usablllty. Rellablllty

and validity information should be ubtalned from the publlsher.

seurces of Infermation:

Andrulis, Richard s. adult assessment: AfSource boek of tests
and measures of human behavior. Springfield, IL: Charles C.
Thomas, 1977. ' o ’

Buros, Oscar K. (Ed.). Personality tests and reviews.
Highland Park, NJ: The Gryphon Press, 1970.

- Tcsts in print II. Highland Eark, NJ:
The Gryphon Press, 1974. S

. The fifth mental measurements yearbook
1959; The sixth mental measurements gearbook 1965; The
seventh mental measurements yearbook, 1972. Highland Park,
NJ: - The Gryphon Press.

’Cottlé, William C.  Interest and personallty ‘inventories.
' Boston:* Houghton Mifflin Co.; 1968. -

-Mehrens, h 111am a,, & Lehman, Irv1n J. Standardlzed tests 1n,
educatlon. New York Holt Rlnehart and Wlnston 1975




Selected tests for asseSsing cafee: devélopment. -SouthnBend; IN:
Indiana Career Resource Center, February 1977.

Super, Donald E., & Crites, John 0. Appraising Vocatibnal
fitness. New York: Harper and Bros., 1962.

ACHIEVEMENT BATTERIES

Adult Basic Learning Examination (ABLE)—?Level I11
Bhorn Karlsen, Richard.Madden, Erlc F. Gardner;- Harcourt Brace
Jovanov1ch Inc.

Designed for adults with achievement levels‘grades 9-12. Six

scores: vocabulary, reading, spelling, arlthmetlc (computation,

problem solving, total).

This battery is designed to assess the general educational level

‘of adults who do not have a formal eighth grade education. It can

serve as a device with which to plan educational programs for
adults, measure progress in such a program, and diagnose
individual strengths and weaknesses.

California Achievement Tests (CAT), 1970 Edition
Ernest W. Tiegs, Willis W. Clark; CTB/McGraw-Hill.

Level 4/Form A--grades 6-9; Level 5/Form A--grades 9-12. A
battery of nine tests which assesses three basic skill. areas:
reading (language, comprehen51on), mathematics (computation,-
concepts, problems); language (mechanlcs, puncfuatlon, usage and
structure, spelling). :

skills measured include the ability to understand the meaning of
content material, application of rules, facts, concepts, .
conventions, and principles in problem solving situations. The
CAT also aims to assess the student's capabilities in using the
tools of reading, mathematics, and language in progressively
difficult situations. ' :

Comprehensive Tests of Basic Skllls (CTBS)--Level Iv
CTB/McGraw—Hlll

Forms Q, R, S for grades 8-12. Four major tests: reading,
language, arithmetic, study skills each divided into two or
three subtests.

This test is designed to measure the extent to which students have

acquired skills required for effective use of language and numbers
in everyday 11v1ng and for further academic study.



4. Iowa Test of Educational Development--Forms X-5, Y-5 .
Prepared under the direction of E.F. Lindquist and Lecnard S. ..
Feldt; Science Research Associates, Inc.

‘Grades 9-12, A battery of e1ght tests: read1ng (comprehens1on,
vocabulary), language arts (usage, spelllng), social stud1es,"
natural sciences, use of sources.

This battery attempts to determine the degree to which the
student is able to understand and cr1t1cally‘analyze materials-
found in adult and "real" world situations by drawing upon
accumulated knowledge. It is an assessment of skills presumably
possessed by the student in llght of how he/she w1ll apply them
as a productive adult.

5. Metropolitan Achievement Tests: High School Battery
Walter N. Durost (Ed.); Harcourt Brace Jovanovich, Inc.
(Listed as out-of-print in Tests in Print II, 1974)

Grades 9-13, Four basic skill areas 1n 11 subtests language
arts (reading, language, language: study skllls, spelling);
mathematics (computation and concepts, analysis and problem
solving); science (information, concepts and’ understand1ngs),
social studies (1nformat10n vocabulary, skills).

This measure assesses an individual's learn1ng progress and it
has proved useful in vocational evaluation and gu1dance.

6. Stanford Achievement Test: High School Basic Battery
E.F. Gardner, Jack C. Merwin, Robert Callis, .Richard. -Madden;.
Harcourt Brace Jovanovich, Inc.

Grades 9-12. Student achievement is measured in read1ng, spelllng,
English, numerical competence, mathematics, social stud1es, and
science. This instrument can also test achievement in specialized
courses relating to college preparatory, business, and technical -
curricula. Arts/Humanities, Business/Economics, and Techhical
Comprehension subtests are available in separate booklets.

Results obtained by this instrument may serve as an evaluator of
potential student performance as either working adults or college
students in that it measures knowledge expected to have been
accumulated by the student




7. Test of Adult Basic Education -
CTB/McGraw—Hill._

Except for very minor changes, these tests are 1dent1cal w1th the
1957 Callfornla Achlevement Tests of correspondlng grade levels.r

It is designed to test achlevement in three’areas. readlng,”
arithmetic,. language (levels M and D only)--at reading:levels of
children in grades 2-4 (Level E), grades 4~6 (Level M), and grades ’
7-9 (Level D). ’

8. The Wide Range Achievement.Test (WRAT)--Level II, Revised Edition ‘
Joseph F. Jastak, Sarah R. Jastax, Gu1dance Associates of Delaware,
Inc.

Ages 12 and over. Three scores: spelling, arithmetic,'reading.

'This measure is intended to be used with intelligence tests and
behavior adjustment inventories as a.supplemental device. It is
suitable for assessment of capabllltles for jOb placement 1n
business and industry. ST

MEASURES OF CAREER PLANNING

1. ACT Assessment of Career Development (ACD)
"Dale Prediger, Bert Westbrook John Roth; The American College
Test1ng Program. ' .

Grades 8-11. A criterion referenced achievement test with 11

scores: occupational knowledge (occupatlonal character1st1cs,
occupational preparation requlrements), exploratory occupational
experlences (social-health-personal services, business sales and ' ——-—
management, business operations, technologies and trades, natural-
social-medical sciences, creative: and applied arts, total); career
planning (knowledge, inVOIVement}. '

Intended to provide information needed by counselors in designing

career guidance experiences for individual students. May also'be

used to assess the career development status of student groups and
to evaluate career guidance programs at the secondary-level. *

2. ACT Career ¥lanning Program (CPP)
The American College Testing Program

Entrants to post -secondary educational. 1nst1tutlons. A, battery of
w'lnterest ablllty, and background measuxes wh1ch may be admlnlstered
by participating. 1nst1tut10ns. ‘ v




T e

The Student Report- lists ratihgs of interests, competencies, .
abilities, and expectancies of educational success in each of
eight vocational areas: trades, technigal,fsciencé,‘health,
arts, social service, business contact, business’detail.  In
addition to this Vocational Interest Profile; the CPP provides
the following scores on an Ability Measures section: -mechanical -
rzasoning, numerical computation, mathematics usage, space )
relations, reading skills, language usage, clerical skills,
nonverbal reasoning. The Student Information Section provides
data on background, educational;plans, student concerns;, work

orientation, and career-related competencies. :

ACT Guidance Profile, Two-\ :ar College Edition
Research and Development Division, American College Testing Program.

Students at the junior college level. A self-administered
inventory in five areas: Ambitions and Plans; Self-Estimates;
Occupational Interests (technical—realistic, scientific-
intellectual, artistic, social, enterprising, clerical-
conventional, infrequency); Potentials (technical, scientific,
artistic, musical, literary, dramatic, social, enterprising,
clerical); Competencies (skilled trades, home economice, ‘'scientific,
artistic, social, business, leadership, clerical, sports{»languége),

Career Maturity Inventory (CMI) : .
(Formerly called Vocational Development Inventorv) John O. Crites:
CTB/McGraw-Hill. ‘

Grades 6-12,»collége, adult. Two measures: Attitude Scale;

- Competence Test with five subtests: self-appraisal,‘occupational

information, goal selection, planning, problem solving. This'
instrument is designed for the purpose of studying career
development, screening career immaturity, assessing guidance needs,
evaluating career education or testing in career counseling.

College Guidance Program
Esther E. Diamond, George Heigho; Science Research Associates, Inc.

Designed for 1ith graders. Consists of a College Planning Test
(CPT) which resembles the SAT or ACT and provides a reading; verbal,

- mathematics, and a composite score. BAn optional test is the Kuder

Interest Survey, College Edition which is similar to the Kuder
Occupational Interest Survey (KOIS) except that fewer occupational
scores are reported. '

' Counsélors.may use the information generated by this survéy.to help

the student make realistic, viable, and valid decisions regarding
his/her future educational plans. :
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6.

Comparative Guidance and Placcment Program (PCP) : :
Program administered for the College Entrance Examlnatlon Board by
Educational Testing Service.

Entrants to two—year colleges and vocatlonal—technlcal 1nst1tut10ns.

A battery of background ab111t1es, and interest measures which may
be administered at any time by the -participatiang institution.
Interest and background measures include a Blographlcal Inventory

and a Comparative Interest Index which yields 11 scores:

mathematics, physical sc1ence, englneerlng technology, blology,
health, home economics, secretarial,- business, social ‘science,
fine arts, music. A Placement Measure yields scores in reading, -

‘sentences, and mathematics. The Special Ab111c1es section

prov1des scores on ability to follow dlrectlonq, 1nductrv€ iy
reasoning, perceptual speed and accuracy.

. The Vocational Interest, Experience and Skill Assessment (VIESA)
.~ The American College Testing Program. :

Grades 8-12. A self-scored inventory of career-related interests,
skills, experiences. Contains four assessment measures: Career
Interest Inventory; Career-Reiated Experience Inventory; Skill
Ratings; Occupational Preference.

Designed to stimulate and facilitate self and career exploration.
May be used as a .teaching module as well as an assessment. instrument.
The instrument yields a comprehensive structure for organizing
information about self and the world of work.

APTITUDE MEASURES

Aptitude Tests for Occupations
Wesley S. Roeder, Herbert B. Graham; CTB/McGraw-Hill.

Two forms: grades 9-13:; adults. A battery of six aptitude tests:
Personal-Social, Mechanical, General Sales, Clerical Routine,
Computational, Scientific.

This measure may best be used in conjunction with a vocational
interest inventory. The student may take the battery of tests
singly or in any combination. Administration of the entire

series yields a total profile.



‘The Dailey Vocational Tests

John T. bailey, Kenneth B. Hoyt; Houghton Mifflin Co.

Grades 8-12.and adults. A series of three tests: ‘Technical ahd_
Scholastic Test, spatial visualization Test, Business English .Test.
Available separately. ' - o

Aimed at measurement of vocational potential as-a éoﬁbination_of
scholastic ability,-technjcalfknowledge, and aptitude. Intended
for screening, selection, and evaluation in»post'high‘school,

trade, technical and business training institutions.-

Differential Aptitude Tests (DAT) --Forms S & T
George K. Bennett, Harold G. Seashore, ‘Riexander G. Wesman;
Psychological Corporation. .. . ‘

 Grades 3-12 and adults. A battery of eight measures:b verbal

reasoning, numerical ability, akstract reasoning, clerical speed
and accuracy, mechanical reasoning, space relations, spelling,

language usage. Subtests\available 2s separates.

Intended as a tool showing aptitude for btoéd'bccnpational aréaé.

Flanagan Aptitude Classification Tests (FACT)
John C. Flanagan; Science Research Associates, Inc.

Ages 16 and over. A battery of 16 tests: Inspection, Coding,
Memery, Precision, Assembly, Scales, Coordination, Judgement and
Cqﬁprehension,'Arithmetic, Pattérns, Components, Tables, Mechanics,
Expression, Reasoning, Ingenuity.  Job analysis of skills.
considered important to success in various business and industrial
occupations yielded these 16 measures.

Combinations of the tests are used based on the interest area for
which the student is seeking self-information.

GeneralﬁAgtitude Test Battery (GATB) ,
Test booklets and manuals distributed by the United States
Government Printing Office. .Contact Sales Employment Service Office.

Grades 9-12 and adults. 'DéQeloped by the United States Empioymeﬁt

Service for use'in its occupational cOunselingkprogram; ‘A battery

of .eight paper and pencil tests plus four performance tests

. yielding nine scores: ' intelligence, verbal, numerical, spatial;

form perception, clerical perception, motor coordination, finger

dexterity, manual dexterity. '




The tests are designed to measure ability traits that‘are'impottant
in predicting success in a substantial sample of occvpatlons that -

can be identified. It -is 1ntended for use in'counseling. 1ndlv1duals,f
who are looking for occupatlons or who want a551stance 1n the ch01ce-
of vocatlonal training. ' »

6. Guilford-Zimmerman Aptitude Survey (GZAS) :
J.P. Gu1lford -Wayne S. Zlmmerman, Sherldan Psychologlcal Serv1ces,
Inc.. :

Grades 9-16 and adults. A seven part test: verbal'comprehensibn;
general reasoning, numerical operations, perceptual speed, spatial
- orientation, spatial visualization, mcchanical knowledge. Each
test yields one score. Tests may be used separately or in.various
combinations.

7. Multiple Aptitude Tests
David Segel Evelya Raskin; CTB/McGraw—Hlll

A battery consisting of nine subtests as follows: verbal
comprehension (word meaning, paragraph meaning); perceptual speed
(language usage, routine clerical facility); numerical reasoning
(arithmetic reasoning, arithmetic computation); spatial- . -
visualization (applied science and mechanics, two-dimensional.

space relations, three-dimensional space xrelations). Yields one
score for each subtest as well as a composiie score for each of

the four major factors. R

8. SRA Primary Mental Abilities Test
'L.L. Thurstone, Thelma G. Thurstone; Sc1ence Research Assoc1ates, inc.

Grades 6-9, 9-12, adults. A battery of tests measuring verbal
meaning, numbe:; facility, reasoning, spatial relations.

9. TAV Selection System (TAV)
" R.R. Morman; TAV Selection System.

Adults. The letters "T", "A", "V" stand, respectively, for the

three interpersonal orientations of (a) moving toward people, (b)
‘moving away from people, (¢) moving (toward) versus (against) people.
To measure these modes of relating to others, TAV provides seven tests
which may be administered either singly or as an entire battery.
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Vocational Planninq'lnventOryf{VPI)
Science:Research'Ass0oiates,f1nc.A

Grades 8-13.° A battery cons1st ing" of ‘the SRA arlthmetlc 1ndex, SRA
p1ctor1a1 reasonlng test SRA verbal form, survey of" 1nterpersona1‘~7
values, survey of personal values, mechanics subtest of the
Flanagan Aptitude Classification Test and a number of tests from

the Flanagan Industrial Tests. . B .

INTEREST INVENTORIES

California Occupational Preference ‘Survey (COPS)
Robert R. Knapp, Bruce Grant, _George Demos; Educatlonal and-
Industrial Test1ng Serv1ce.

Junior and senior high school, colleqe students, young adults. An
inventory providing job activity interest scores based on 14
occupational clusters which may be usied 'as an entry to most -
occupatlonal information- systems (e.y., DOT and VIEW). Designed
to assist students in career exploration. May be usedlln
currlculum plannlng and selectlon of spec1f1c courses durlng the
student's school years.

Career Gu1dance Inventory (CGI) ,
James E. Oliver; Educational Interest Test1ng Assoc1ates.

Grades 7-13. Students interested in trades, serv1ces, technologies.
An interest. proflle y1e1d1ng 25 scores: 14 in: englneerlng-related
trades (carpentry, masonry,. tool and die making, etc.) and 11 in
nonenglneerlng-related services (env1ronmenta1 health business
management, sales, communlcatlons, etc.).

Educationdl Interest Inventory
James E. Oliver; Educaticnal Interest Testing Associates.

[ —

ngh school seniors and college freshman. Available in both male
and female forms. A series of 24 paired statements that have been
constructed for 18 fields (females) and 19 fields (males) of study
from art to zoology.

“Guilford‘shneidman Zimmerman Interesf'SUrvey -
J.P. Guilford, 'Edwin Shneidman, Wayne S. Zlmmerman Sherldan

Psycholog1ca1 Serv1ces, Inc.



Grades 9-16 and adults. . A preferentlal 1nventory cons1st1ng of 360
items or activities to which the student responds "D"-—dlsllke or _%» _
don't know, "H"--appeals as a hobby, and/or "V"—-appeals as-a, vocatlon.i
Yields 18 scores 1n nine. general .areas with dual scores for "H" and
"V" in each .area. * Areas 1nclude artlstlc, llngulstlc, sc1ent1f1c,""
mechanical, outdoor bus1ness—polltlcal soc1al, personal, offlce.

Guilford~Zimmerman Interest Inventory

J.P. Guilford, Wayne S. Zlmmerman- ‘Sheridan Ps;chologlcal Serv1ces,
Inc. ‘

Grades 9-16 and adults. A preferentiai inventory consisting of 150
1tems/act1v1t1es for which the student 1nd1cates the degree, of
intensity of h1s/her ‘interest. Yields ten’ scores: ° mechanlcal
natural, aesthetic, service, cler1ca1, mercantile, leadershlp,
literary, scientific, creative.

Hall Occupational.Orientation Inventory, Second Edition _
L.G. Hall, R.B. Tarrier, D.L. Shappell; Follett Educational
Corporation. -

Grades 7—16 and adults. .A 200 item self-scoring ratlng lnstrument
y1eld1ng 22 scores. Designed to assist individuals. with summarizing
their tested psychological needs, worker traits, and job o
characteristics in such a way as to realize the d1rect10n of their
feelings about these factors.

Harrlngton/O Shea System for Career Dec1s1on—Mak1ng (CDM)

Thomas F. Harrington, Arthur J. O'Shea; Career Plannlng Associates.

Junior high school through adults. Surveys six critical elements in
the carcer decision-making process: stated occupational choices,

—school subjects, plans for future education or training, job values

clarification,, abilities and interests.

Kuder General Interest Survey (KGIS), Form E
(A revision and downward extension of the KPR-V)
G.F. Kuder; Science Research Associates, Inc.

Grades 6-12. Five-hundred and fifty-two statements arranged in 184
triads. A forced-choice inventory yielding.scores in ten
occupatlonal scales: outdoor, mechanical, computational, scientific,
persuasive, artistic, literary, mus1cal sociel'service,‘clerical.‘
Includes a verification scale. T

Vocatlonal preferences are expressed as cluster areas. The (S
1nstrument is des1gned to measure interests of younger people. '




10.

11.

12.

Kuder Occupational"Interest”surVey (KOIS),'Form'DDf:f
G.F. Kudér;-Science Research Associates;~1nq.;; T

High school students and adults. Threeﬁhﬁndredxitéms"arrangedjin .
100.triads. A forced choice testhith.77H§ccupéti6nal scbres*and

29 college-major scores reported forfﬁén§L57goccdpatiQnalfsc5fesi;‘
and 27 college-major. scores reported%féfiWomen.uaInterest“datégdries‘

for occupations and college majorS'are'thé‘Same as fOr'théfKGIS.‘ ’

Vocational preferences are expreséed'as'specific;océupationé17choices;
Scores yield indicators: to be used as é‘patternIOf,;nterést;»jThis ,
pattern’ serves as an aid in choosing .occupations in the same field .
or along the same line of interést..j. : - ol

Kuder Preference REcord-4Vocafional'(KPR—V),’Férm c
G.F. Kuder; Science Research Associates, Inc. -

‘Grades 9-16 and xdults. Also a triadic-item arrangement, providing

nitasures of preferences. in ten general interest areas. ‘Verification

' scale included.

)

Minnesota Voca’ional Interest Inventory (MVII) ° |
Kenneth E. Clark and David P. Campbell; The "Psychological
Corporation. S

Males, age 15 and up. Consists of 158 triads for which the subject
selects the one he/she would most like to do and the one he/she
would least like.to do. vVYields scores on 21 occupational scales
and nine area scales (mechanical, health service, office work,
electronics, food service, CArpentry,'salesfoffice;'cléaﬁ hands,
outdoors) . : : R

Designed to measure interests in.nonprOfessionalvoccupations.f

Appropriate for high school students who do not plan to'attend
college, vocational school students, studentslin,twq-yeaf'technical.{
schools, apprentice candidates, dropouts, technically displaced -
workers,. unemployed adults who are in need of retraining, -

‘Ohio Vocational Intérest.Survey (OVIS)

Ayres .G. D'Costa, David W. Winefordner, John G. Odgers, Paul B. .
Koons, Jr.; Harcourt Brace Jovanovich. s : i

. Grades 8-12. an interest survey of 280 items that profiles an
“individual’sg interest along 24 job Clusters. These clusters

represent the entire spectrum of'pdcupations‘represented in the
Department of Labor's Dictionary of Occupational Titles. Also
contains a Student Information-Questionnaire‘which gathers’_ ‘
information about the student's occupational’plans, subject area

preferences, etc. ‘



13.

14.

15.

The OVIS is valuablc as a way of helplng studentc galn an ‘- :
understanding of their interest and how ‘these: 1nterests relate -
to the world of work. It 1s not a. pred1ct1ve 1n° rument ’

‘The Self—Dlrected Search (SDS) Sy C
John- Holland Consultlng Psychologlsts P)ess, Inc.

Ages 15 and up. A self—admlnlstered self-scored' and'seif—
1nterpreted ‘vocational counsellng tool,gorganlzed in’ terms of
Holland's six personallty types Reallstlc, Art1st1c,‘ﬁ*~.'

1Invest1gat1ve, Social, Enterpr1s1ng, Conventlonal Us1ng an
" Assessment Booklet ‘with' sections. on: occupatlonal danream

activitiesy competenc1es, occupatlons, and self—estlmates,_the

v1nd1v1dual evaluates h1s/her own : “interests and. ab111t1es and.

h1s/her resemblance “to each of the six types. Ylelds a. summary
code which-the student applles to ‘the. Occupatlons Frnder ’

_ contalnlng 414 occupatlonal t1tles. ‘

'Strong-Campbell Interest Invento;y (SCII) : e S
“E.K. Strong, David P.. Campbell Stanford Un1vers1ty Press., I

Grades 11-12, college,'adults.g Comblned sex edltlon of the SVIB
(see below). Intended as an aid in making educational and .
occupational choices; as a vehlcle in discussion between student
and counselor; as a selection device in the hands of- those who
must make employment decisions; and as an aid in helplnn people
understand their job dissatisfaction.

Strong Vocational Interest Blank--Women (SVIB4W) , ;-Z;H

Strong Vocational Interest Blank (S"4B)
E.K. Strong; Stanford'University Press.

Ages 16 and over. Cons1sts of about 400 1tems (occupatlons, school
subjects,. amusements, activities, types of people, personal
characteristics) for which student indicates preference in a
variety of ways. Scores for about 50 occupations for men and 30
for women are available. '

' ' Designed to assess the interests of individuals and compare these

interests with successful individuals in occupations of a wh1te-
collar nature.
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17.

18.

“Thurstone Interest- §chedulc

choice of.an occupatlon;'a

L.L. Thurstone--Psychologlcal Corporatlon

Grades 9-16 and adults. A palred compar1sons checkllst of” lOO
pairs of vocation or jOb t1tles.; The student expresses

preference for one of each pair, - Yields’ scores inten. areas.
physical science,: blologlcal sc1ence, computatlonal bus1nes
executive, persua51ve, linguistic, humanltarlan, art1st1c, mus1cal

Vocatlonal Preference. Inventory (VPI) )
John ‘Holland; Consult1ng Psychologlsts Press, Inc.

Ages 14 and’ over. Based upon ‘the hypothes1s that an individual's
i'an’ express10n of . h1s/her personallty.
Yields 11 scaores--six of- ‘which measu1e spec1f1c ‘ititerests and:
relate them to learn1ng env1ronments, five of: wh1ch yleld
1nformat10n about the" subject’s personallty.‘

Work ValuesﬂInventory (Wv1) -

. Donald Super;: Houghton_Mifflin1Co.u7.Qs.»wt%~

Grades 7-~16 and adults. " A 45 1tem forced-ch01ce 1nventory that .
measures an individual's attitudes toward social and- ‘intellectual"
values that provide satisfaction and effectiveness 1n one s career.
Fifteen scales. :

PERSONALITY MEASURES-

California Psychologlcal Inventory (CPI) - :
Harrison G Gough Consult1ng Psychologlsts Press, Inc.

Ages 13 and over. A 480 item questlonnalre with - 18 scales and »
three checks to guard agalnst faklng.i Intended to measure easily
understood and socially des1rable behav1oral tendenc1es The

.1nventory claims to develop and ;use behav10ral descrlptlons w1th
‘wide- soc1al and personal appllcatlon among normal 1nd1v1duals

Partlcularly aplecable in sett1ngs where one is" 1ntere¢th in
identifying and max1m121ng the positive and favorable assets of
individuals. - :

California Test of Personality . . -
Iouis P. Thorpe, Willis W Clark Ernest W Tiegs; CTB/McGraw-Hill.

Grades 4-8, 7-10' 9 l4, adults. Assesses an 1nd1v1dual's balance

’between personal ‘and social ‘adjustment. Two parts: personal



A

standards and skills, fam11y ‘and school relatlons, etc{;

adjustment—-measurlng self re11ance, sense of- personal worth, sense KR

of personal frecdom, etc.; social adjustment—-measurlng soc1a1 s
Avallable

in two forms (AA and BB) each w1th 180 1tems., BN

Item responses y1e1d 1nformatlon regardlng subject s tendenc1es 1n I

thinking, feellng, and acting thereby d1sclos1ng unde51rab1e
individual adjustment ' : :

Edwards PersonalfPreferenceiSchedule,(EPPS)i
Allen L. Edwards; The'Psychological Corporation.

College students and adults. & format of 225 palred items requlrlng

forced choice.. Yields 15 scores Des1gned prlmarlly as an. 1nstrumentf
for, research and counsellng purposes to. provide qulck and convenlent
measures of a number of relatlvely 1ndependent normal persona11ty ,}'
variables. : TR PR = : '

- Edwards Persona11tv Inventory (EPI)
Allen L. Edwards- ‘Science _Research Assoc1ates, Inc.

Grades 11-16 and'adults. A 1engthy inventory-contained in four

- separete booklets and yielding 53 scores.

Eysenck Personality Inventory
H.L. Eysenck, Sybil B.G. Fvsenck Educational and Industrial
Testing Sexrvice.

Grades 9-16.and adults. Intended to assess an individual's
behavioral persona11ty. A 57 item inventory with two scales:
-extravers1on/1ntrovers1on--representlng the continuum of
outgoing, uninhibited sociability of the 1nd1v1dua1 N-neuroticism/
stab111ty--represent1ng the continuum of c"arreactlve, emotional
behavior. - :

Useful in counseling as a supplement in a test1ng battery. Clinical

‘and exper1menta1 uses also ava11ab1e

Junior Eysenck Persona11ty Inventory
Sybil B.G. Eysenck; Science Research Assoc1ates, Inc.

Grades 4-8, ages 7-16. A 60 item inventory intended at the present
time for use in clinical situations. Designed to measure
neuroticism-stability, extraversion-introversion in children. .

Also contains a lie scale to detect faking.

Ceas




o G F. Kuder,kSc1ence Research Ass0c1ates, Inc.jg-

10.

: Grades 9-16 and adults.’w

. general, act1vmty, restra1nt ascendance, soc1ab111ty, emotlonal

:relatlons, mascullnlty.

Gordon Persondl ' 'Inventory ' =
Gordon Personal -Profile S L
Leonard V Gordon, Harcourt Brace Jovanov1ch

1ntended to compllment ‘each other;“*" v :
responslblllty, emotional: stablllty, soc1ab111ty

'nfThexlnventory

.covers cautlousness, or1g1na1 thinklng, personal relatlons, vigor. ..

Gu1lford—almmerman Temperment Survey (GZTS) SRS B s
J.P. Guilford, Wayne S. Zlmmerman, Sher1dan P ychologlcal Serv1ces,’f
Inc. \ : S . a0 o .

Grades 12-16 and- adults Prov1des scores appralslng ten clusters

stability, object1v1ty, fr1endllness, thoughtfulness,.per nalﬁ;”

Kuder Preference Record-—Personal ‘Form A

Grades 9—16 and adults Assesses personal preferences wh1ch

~contribute to ijob satlsfactlon. Consists of 168 forced—ch01ce

triads of activities ‘to'each of which the: 1nd1v1dual 1nd1cates
most preference and least preference.. Covers ‘five k1nds of -

_act1v1t;es. group act1v1t1es, stable and fam111ar sltuatlons,

working with ideas, avoldlng confllct, dlrectlng others. -Yields
a score 'in ‘each .area and conta1ns a ver1f1catlon scale.

-

‘J.ntends to reveal: env1ronm nts 1n wh1ch the subject prefers to

work. Most useful iny .electlon and placement of personnel and
in vocational: guldance when used as a Supplement to an 1nterest
1nventory.r- : :

M1nnesota Counseling Inventory -
Ralph F Berd1e, Wllbur F Layton, Psychologlcal Corporatlon.

ngh school - students.. Der1ved from elements in. the MMPI and the
Mlnnesota Personallty Scale. A 355 item: 1nventory y1eld1ng nine

- scores: family- relat10nsh1ps, social relatlonshlps, emotlonal

stability, conformity, adjustment to reallty, mood leadershlp,
validity, questlons.-;- : o

)
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Minnes ota Multlphas1c Pcrsonallty Inventory (MMPI) SO
Starke R. Hathaway, J.c. McKlnley, Psychologlcal Corpor'tlon.f

nges 16 and over. Contalns 540 self-descrlptlv'vltrms over a. range y
from the. subject's phys1cal condltlon to moral'and: soclal bellefs. o
Provxdes a Dload-based perspectlve of the 1nd1v1dua

vDes1gned to yleld objectlve lnformatlon regardlng personallty~tra1tstvfl”{t'

which are relat1ve to the. personal and soc1al adjustment of

1nd1v1duals. May be useful as-a- dev1ce for screen1ng students 1n f"ﬁ y

need of further study ‘and perhaps for counsellng 1n relatlon to n
personallty ad]ustment : :

4181xteen Personallty Factor Questlonnalre (JGPF) C : ) R
‘Raymond B. Cattell Herbert W.- hber Western Psychologlcal Serv1ces.”fx7”-

'Ages 16 and over. A broad—based personallty measure contalnlng
187 mult1ple choice’ items. . Factors include: .reserved versus
outgoing, less: 1ntelllgent versus: more. 1ntelllgent humble.versus
assertlve,,practlcal versus.1mag1nat1ve, etc. S : i

Can - be used by counselors who may select ,one or more of the scales
for interpretation. - The 16PF may be broxcn down into four less
specific subscales: anxiety, extravers1on, alert p01se,‘_‘
independence. :

Study of Values
Gordon A. Allport, Philip E. Vernon Gardner Llndzey, Houghton
Mifflin Co. .

College students and adults. Designed to 1solate and assess six
basic interests or motives in personallty. theoretlcal, economic,
social, pollt1cal and religious. Yields six scores showing the
individual's position in these six value areas. ' :

‘'MISCELLANEOUS

Special Vocational Aptitude Tests

1. Philadelphia Jewish Employment and Vocational Service Work
Sample System (JEVS)
Vocational Research Institute, Jewish Employment and
Vocational Service. Sponsored by U.S. Department of Labor.

~3
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B.

This was or1g1nally des1gned for the d1sadvantaged but 1s ‘now fﬁf

being adapted for the disabled. JEVS System is a; procedure for.d“'

client evaluation: based on ten: of ‘the . -DOT. Wbrker Tralt Groups"
it emphas1zes the accurate observatlon and record1ng of work;_;
behaV1ors.’ ' : C A R

2. The TOWER System: ‘ ' : ' s
ICcL Rehabilitation and Research Center. Sponsored by the -
VocatlonaJ Rehabllltatlon Admlnlstratlon.,

Des1gned for the phy51ca ly and. emotlonally dlsabled The
T¢ JJER System uses a realistic job s.tting to thoroughly
evaluate cllents for a rather narrow group of jobs. . The .
system has been used for many’ years to place and traln
nandlcapped people.'»“ . » ,

3. ‘Wide Range Employment Sample Test . (WREST).
Guidance’ Assoc1ates of Delaware, Inc. AR

The WRES& cons1sts of ten, short, low—level tasks apparently o
designed .to assess malnly the manlpulatlon and dexterlty ‘
abilities of the cllent. It seems. most useful in- asses51ng
new clients for assignment. to su1table .work pro:ects within -

a sheltered workshop.

Other Measures

1. Mlnnesota Importancegguestlonnalre (MIQ)
Weiss, Hendel, Gay, Davis,’ Lofqulst, Un1vers1ty of M1nnesota-
Industrlal Relations Centex?, = ' -

"

Appears approprlate for juniors-in h1gh school and above.-,A '
210 item pair--comparison- instrament des1gned to- measure 20
s vocatlonal]y relevant need dlmens1ons.

2. Orientation of Career Conce;_'aerles (oce)
Barbara Fulton, Robert Tcl,ma, Evaluative Research ASSOClateS.\v

Grades k-12. Ten OCC subtests were des1gned to. orov1de 1nd1ces
of per’ormance aga1nst a theoretical model in which career
awareness skills should be mastered by the ninth grade. The
primary purpose of the oOcCC is to prov1de teachers. or other
school personnel with. 1nformat10n pertaining to ‘student.
achlevement in career awareness. .Can be used in assess1nq
- the- effectlveness 3. 0f career éducation programs. ‘-

ot




