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OVERVIEW

\ -~ ®
The Youth Employment and Demonstration Projects Act of 1977
authorized a range of research, evaluation and demonstration
activities to increase understanding of the employment prob-
lems of youth and to help determine the most effective -
policies and programs to address these problems. 1In the.
preceding fifteen years, a massive array of research and'dem-
onstration activity had been undertaken for this same purpose.

Undeér the War on Poverty and continuing under CETA, there had
been thousands of innovative projects and tests of alternative
approaches. While much had been learned from these efforts,
it was the Congressional perception that there was no firm A
informational basis for public policy. s )
There are several reasons why more had not been learned.

First, past demonstrations were rarely implemented in mul-

. tiple sites with the varying conditions and large sample sizes

needed to reliably capture the impacts of short~term in*erven- )
tions or to predict success in alternative settings. S cond, . "
the assessment procedures varied from one demonstration to the
next in terms of measures of success, control or comparison
group selection and the like. Third, the evaluations were too
frequently limited in scope. Rarely was process’ and cost
informaticn integrated with rigorous statistical impact anal~ s
ysis. The projects funded by the Department of Labor put B
perhaps too much emphasis. on economic outcomes and too little S
on the psychological and behavioral changes so important in U
understanding the youth experience. Studies by other agencies , K
frequently ignored employmeirt issues, .Fourth, there was no ]
system for tracking participants over the long run. Use of :
Social Security data to assess the impacts of youth programs
foundered because of the lack of adequate mechanisms for
identifying comparison groups for program participants and “,
controlling for the many individual differences which prove
important over time.
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In v1ew of the need for developing moxe precise knowledge N
on the effectiveness and impact of aiternative youth program
approaches, the Youth ‘Employment ard Demonstration Projects *®

Act (YEDPA), was designed as a limited duration, .experimental 3
- effort to .enable the.development of a knowledge base which T
: . would fatilitate the design of new and improved natlonal S
e youth p011c1es and programs. i 4
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YEDPA prOV1ded the Secretary of Labor with substantial N
dlscretlonary flexibility in order to design the needed ' R
knowledge base as well as the resources to overcome some -2
of the earlier shortcomings. 051ng these resources and c
. flex1b111ty, the Department initiated an array of demonstra- :
N tion projects testing alternative approachea\and exploring ¢
B key policy questions. Most of the demonstrations consisted ¥ .
—-—‘———--of~reiattve%y—staadaféizeé—aet&vat&es—;mplementeduln*mnltlple_n_
sites. .Insofar as possible,; random assignment control group "
methoaologles were employed in the research designs. Process
and’ impact evaluations were built in from the outset for each

. of these demonstratlons.

o Vit hy Ja t et
N '

To realize the full potentlal of this structured array of i
demonstratlous, it was necessary to develop a’ Standardized .t
Assessment System so thnt the findings could be reasonably i
. compared and contrasted across projects within and between . :
; " the various demonstrations. The SAS which was developed
; a#ﬂ is analyzed in this volume was geared to:

(1) Provide a uniform data base across a wide variety
of programs: Although the YEDPA demonstration pro-—
jects are quite diverse in intents, most gather
similar information in a standardized format and -
report the data on an individual rather than
aggregate basis. The common data base is essen-

tial if generalizations areé to be made™ about—impact

across sites and delivery agents, and to differen-
tiate*the impacts of specific elements in the X
service mix.

(2) Provfde comprehensive information: The SAS was
designed to provide comprehensive information b
about participant characteristics including g
psychometric variables to track in-pragram :
changes in attitudes and awarenesses, to
describe the nature of services delivered and

the settlng, and to report on a range of p0551b1e
T outcomes in- a consistent fashion.

(3) Further assess the usefulness of instruments:

The SAS consisted of instruments that had been .
demonstrated- to be:- bcth-valid and reliable for _ ]
disadvantaged populatlons similar to those :
served.by YEDPA. It is expected that this
common assessment battery will undergo some

v
o [N
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revision as a result of the data to be collected {
" during program evaluation. The determination of - - e
the measurement properties should thus yield a C
battery of appraisal and survey instruments that
are (a) appropriate for -providing descriptive :
information &uch as group norms; (b) sufficiently 3
sensitive to“measure ‘the change resulting from ' k
" program intervention; and (c) predictive of relevant . K
outcomes,; regardless of program interventions or any . X
other competing causes for changes in scores over :
timeo . i e

Address a .yvariety of critical questions and issues S

regarding program effectiveness: Ef fectiveness may -
be defined as improvement along many work-related - o
dimensions, including development of world-of-work . T
competencies and attitudes, job attainment, job N
retention, and job performance. The ‘effectiveness - i
of. each program sponsor will be assessed on these
‘dimensions by comparing enrollees who experience

; \* a partictilar program approach to a comparable

N (control) group of nonenrollees; or-to a group of

' enrollees who experience a Qifferent program approach.

I I

(5) ?rovide a foundation for longer term assessment’ of
impacts: The SAS provides detailed and standardized
information about individuals, permitting refined
statistical analysis necessary for construction of
control groups as a baseline for long-term trackiny.
The longer the follow-up, the more important

- — - —- — —that—the-cohorts-being--compared-are._similar_and -
L that the interventions be ciosely defined. The T
" ‘ data base created*by SAS can be integrated with :

Social Security records over the long-term to

determine if there are impacts on future employability S
- -———beyond the- short-term follow-ups built into the demo- .

stration designs.t :

D R Iy

The formal evaluation paradigm assumes a common goal for 2ll - . s
$ prime sponsors; namely, "to provide a broad range of coordinated L
" employment and training programs for eligible youth in order . A
;. to provide effectively for comprehensive employmént and training S
;- . services to improve their future employability and to explore
LR and egperiment with alterinative methods for accomplishing such
. programs.” ‘. Regardless of the delivery mode, services help to . o
S ‘build job~related sxills and job-related attitudes. The ©ob

£ / .




listing belnw presents the (pre~ and post~program) measures
of specific world-of-work competencies which are relevant
to the various YEDPA programs.

~s

In-Program
Evaluation Measures

Work-Related Skills (Job-Kﬁ%wledge Scale)
(Job-Holding Skill Scale)
' (Job-Seeking Skill Scale)
Work-Related Attitudes __ (Vocational Attitude Scale)

(Worl-Relevar.t Autltudes Scale)
- . . - __ _{Self-Esteem Scale) .~

Scale)

pn e o

The admlnlstratlon of these pre- and post-~program measures to
enrollees and comparable non—enrollees, or enrollees in alternative
programs, prov1des a means for estimating short-term program |,
effectiveness, or impact; in the relevant competency areas. The
comprehensive common data base also permits the examination of
program-related gains of designated subpopulatlons within, sas
well .as across, programs. .

<
Because such measurement is only a short-term assessment*and a
substitute, or "proxy" for more relevant distal or longer-term
criteria, additional mandated information will be collected at
program completion and also at three and eight month periods
following program completion. A program completion survey will
solicit feedback on the enrollee's perceptions:of the program
as well as his or her self-estimate with respect to varjiables
thatﬁgggmhgge following dimensions: ' (a) work motivation, (b)
social and community adjustment, (c) ‘training ®Progicam adijust-
ment, and (d)- vocational planning competency.

The above areas have been demonstrated emplrlcally to be related
to post-program on-the~job measures of satlsfactlonﬁ
and*performance for disadvantaged youth in work-training programs,
The short-term indicators of gain (in.the case of the standardized:
pre- and post-program measures battery), and the status assessment
(as measured by the program-completlon survey instrument and by
work supervisor and counselor ratings) become relevant and
important if they, in turn, predict the more pertlnent post~program
job attalnment/Job adjustment/job earnings experiences.

Thé behavioral outcomes following program participation are
relerant to the goals of YEDPA, and instruments for measurement

of these criteria have -been demonstrated to be both internally"
consistent and predlctive from the earlier short-term criteria.
These post-program criterion dimensions consist of: {a) on the job
success and satisfaction, (b) general social and Vocational
adjustment, (c) job-search motivation, (d) job-planning

c¢ompetency, and short range job success. . -

(Sex Stereotypes of Aduit Occupatlons

¢
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To evaluate fairly the effects of specific program activities
or curr¥icula on short-term and long-term criteria, both within
d across programs, it is necessary to, gather additional
nformatidén on various program implementation pxocesses, since
programs differ in their objectives, budgei:s, duration of

" J/employment and training activities provided and in their cur-

riculum content. Thus, for example, there is little expecta-
tion of finding a positive change in. the perception cf
occupational sex stereotypes at -a site which allocated neither

time nor resources to this particular goal. Process surveys will

supply the information necessary with regard to staffing, modes
of delivery, service time and budgets aliotted to the various
service categories. The. statistical analysis wlll make

use of such information in attempting to determine why gains
or program effects were or were not observed: Similarly, a
fair program evaluation involving measures of 4ob attainment
and other criteria external to the.program, must take into
consideration relevant external conditions (e.g., the ‘avail-
apility, in both kind and quality,of nonsubsidized jobs).
Indices based on the local labor market conditions will,’
therefore, be used as both ‘exploratory and control variables
in the various evaluation modeis.

Because of the massive array of demonstration projects, it is
also important that there be some standardized groundrules
for the timing of the appTication of measures and follow-ups.
Likewise, there is.a need for a standardized analytical
approach.so.'that findings of disparate analyses are compar-
‘able. While each demonstration may have "its own knowledge
development objectives and special evaluation components to
assess these objectives, there are certain analytical approaches
vhich are a necessary baseline for all assessments. These

. standardized--analytical approaches must be built in from the

beginning of demonstration projects.

This volume and its appendices describes the elements of the
Standardized Ascessment System including the impact and pro-
cess measurement batteries, the standard analytical approaches,
as well as the procedures for ‘application. It analy=zes the
background and accumulating evidence on the validity of these
elements in this system. It presents the measures th%mselves
jAppendix 1) as well as referencing the demonstration proj=cts
in which they are applied. (Appendix 2) ¢

This volume is one of the products’of the "knowledge develop-
ment" effort implemented under the mandated of t.e Youth Employ-
ment and Demonstration Projects Act of 1977. The knowledge
development effort consists of hundreds of separate research,
evaluation and demonstration activities which will result in
literally thousands of written products. The activities have
‘been structured. from the outset so that each is self:gtanding
but also interrelated with a host of other activities. The

-
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‘questlons will usually require integratlon and synthesis

.
t »

framework is presented in A Knowledge Development Plan for
the.Youth Employment and Demonstration Projects Act of 1977,
A Knowledge Development Plan for the Youth Initiatives Fiscal
1979 and Completing the Youth Agenda: A Plan for Knowledge

-Development, Dlsseminatlon and Application in Fiscal 1980.

Information is ‘available or will be coming available from the
various knowledge, development activitles to help resolve an
almost limitless array -of issues, but answers to policy i
from a.number -of separate products, which, in turn, will depend
on knowledge and .availability of these products. A major
shortcoming of past research, evaluatlon and demonstration
activity has been the failure.to ,organize and disseminate
the products adequately to_ assure ‘the full exploitation ,of
the findings. The magnitude and structure df the youth know-
ledge development effort puts a prem;um on organizatioh and
dissemination. .

A
As part of its knowledge development mandate, therefore, the
Office of Youth Programs of the Departnient of Labor.will
organlze, publish and dlssemlnate the written products of .
all major.research, evaluation and démonstration actiVities
supported directly by or mounted in conjunction with the
knowledge development.effort. Some cf the same products .
may also be published and &isseminated through other chanrels,
but they will be included in the structured series of Youth
Knowledge Development Reports in order to facilitate access
and ;ntegratlon.

The Youth Knowledge Developmeént Reports, of which this is one,
are divided into twelve broad categwries:

1. Xnowledge -Development Framework: The products in- 6}

this category are-concerned with the structure of ¢
knowledge development activities, the assessment
methodologies which are employed, validation of
measurement instruments, the translaticn of

" knowledge into policy, and the strategy for -

" disseminating findings.

2. Research on Youth Employment and Employability Develop-
ment: The products in this category represent analyses
oﬁ>exzst1ng data, presentation of findings from new
data sources, special studies of dimensions of youth
labor market problems ard nolicy analyses.

3. Program Evaluations: The products in this category
include impact, process and benefit-cost evaluations .
of youth programs' including the Summer Youth Employment
Program, Job Corps, the Y¥Young Adult Conservation Corps,
Youth Employment and Training.Programe, Youth Community
Conservation and Improvement Projects, and the Targeted
Jobs Tax Credit. ; o

vi : -
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Service and Participant Mix: _The evaluvations and -
‘Jemonstrations summarized\in this category concern

the matching of different types of youth with different
service combinations. This, involves experiments with
work vs. work plus remediation vs. stxaight

- remediation as treatment optidns. It also

4ncludes attempts to mix diéaéyantaged and more, .
affluent participants, as well as youth with older

workers. .

Education and Training;Approaéhes:\\The products in

thig category present the findings of structured
experiments to test the impact ana effectiveness of

various education and vocational training. approaches .
including specific. education methodologies for the

4ged, alternative education and advanced

careey/traininyg. s '

e-Employment and. Trahsition.Services: The products’ |,
In this category present the findings of structured
experiments to test the impact and e ectiveness of . )
school~to-work transition activities, vocational
exploration, job-search assistance and other efferts
to better prepare youth for labor market success.

Youth Work Experience: The products in this.category
address the .organization of work activities, their
output, productive roles for youth and the impacts-
of various employment approaches.

“Implementation Issués: . This category includes cross-
cutting analyses of the practical lessons concerning
"how-to-do-it." Issues such as learning curves,
replication processes and programmatic "batting
averages" will be addressed under this category, as
well as the comparative advantages of alternative

delivery agents. &

Design @nd Organizational Alternatives: The products )
in this category represent assessments of .demonstrationsof
alternative program.and delivery arrangements such as
consolidation, year-round-preparation for summer
programming, the use of incentives and multi-year -
tracking of jindividuals.

-Special'Neéds Groups: .The products in this category
present findings on the special problems of and adaptations

needed for significant segments including minorities,
young mothers, troubled youth, Indobchinese refugees

and the handicaped. . -
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e — volunteer Jroups, drug abuse’ agencles and/other L

. ) g p -
1l1. Innovative A 1oaches ,;The products in, thls category
. present the E yaings of ‘those activities designed to”
> explore new apﬁibachesyr The subjects covered include
the Youth Incentlve EntitlementiPllot °ro3ects, private
sector 1n1t1at1ves, the hational’ youth service.
- experzment. and energy 1n1tiatives in. weatherization, -
low-head hydroelectrlc dam restoration, windpower
: . aud the Like. '-fw o 3

« " . '.' .
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312.- Inst1tutiona1 Iinkages-'“The products in this. category,
"will includé studies Of instxt&tional,arrangements -

and linkages as well as,assessments of demonstration
activities to. encouzage such llnkages wr&h/educatlon,

Fe

YOuth serv1ng agencles. ) e . '/,;}
., ’/-.;:'
*.In each of these knowledge development categorles ‘there alll‘
be a range of discrete demonstratlon, research and’ evaluation.
actzvxtles, focused on different policy, program and analytical’

. * issues. For 1nstance, all experxmental demonstration projects

have both progess andiﬁmpact evaluations, frequently undertaken
by ‘different evaluatlon .agents. - \Flndlngg will be publlshed as
they become available so 'that thetre will usually be a series

of reports as: evadence accunulates. To organize these pro-
ducts, each publication is cIass1f1ed in one of the twelve
broad krnowledge development categorics, described in terms of
the more spec1f1c issue,-activity or cluster of attivities to-
which it is addressed, with-an identifier of the product and
what it represents relative to .other products in the demon-

- stration.. Hence, the multiple products under, a- knowledge
: developmen+ -activity are closely 1nterrelated and the activ-

1t1es 1n each broad cluster have s1gn1f1cant 1nterconnectlons.
This volume on the Standardlzed As:essment System has 1mpll-
cations - for most of the demonstration projects described in

the other categories. All the products in the "knowledge
development framework' category.are closely related. In
partacular Mowever, The Knowledge Development Agenda provides
the conceptual underpinnings of the YEDPA research, evaluation
- and demonstration activities, suggésting the policy issues
ovhich will be addressed’through the use of the SAS. Ljkewise,
Knowledge Development Under the Youth.Initiatives discusses the
needs. for such a standardized approach.in order to avoid past
problems. . .

1

»

.~ The SAS is an ambitious undertaklng. It was _developed ‘at a
breakneck pace whil e impleménting the massivé array:of
demonstratlon projects under YEDPA. There will inevitably
be problems in design and application,- Yet standardized
comprehensive information“ubout hundreds of local projects -
*and tens of thcousands--of:partigcipants and controls ‘
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. ., clearly offers unparalleledggpportunity to improve our .

e knowledge of youth employment problems and how they can be . -

o overcome. . : -
Many individuals, particularly the staff of the Educational
Testing Service, played a rolé in the development of this
system. However, the individual who conceived, formulated
and then implemented the SAS was Joseph Seiler, head of
reséarch and defonstration activity in the Office of Youth
Programs during the first 2% years of YEDPA. Bureaucrats

‘tend to remain "faceless," but his accomplishment is clearly
* outstanding and, deserving of recognition. \

\

\,

ROBERT TAGGART
Administrator
office of Youth Programs

”»
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INTRCOUCTION

oy
.

.The Office of Ycuth Programs "Knowledge Development Plans"”
for 1978 and 1979 included .structured sets of questions
toward which all research, demonstration and evaluation .
activities were to be.directed. A major end purpose of that
ampitious undertaking was to generate systematic and valid
empirical evidence which would provide policy related answers:

. to.the complex and perplexing problems of. continuous youth
unemployment. As noted in the Overview statement of ike
report, "Completing the Youth Agenda: -'A-Plan for Knowledge \ -
Developﬁeﬂt;”DiSSEmination and Application for Fiscal 1980."

*In fiscal 1978 and 1979, the major emphasis was placed
on. 'knowledge development" through a structured‘array
of multisite demonstration :projects, large scale
‘evaluations and coordinated research efforts. The
- first year's goal was to assess alternative interventions
and delivery approacheés, focusing on the broad issues
" needed to-legislate more. effective youth programs. In
- the second -year, emphasis shifted to more specific
~ “~“issues which needed to be addressed in the administration
of improvement of youth programs: exploring the problems
of significant segments of the youth population, assessing
_ service components to determine how each could be improved,
testing longer duration interventions, and promoting C
. the integration of youth programs."™— .

With these activities in place, the focus can appropriately

shift to the critical tasks of evaluation synthesis, dissemi~
nation and diffusion of knowledge, and:- bridging of the gap ) o
between-knowledge and policy/programmatic application, : -

. - One-major evalggt;gg_gé?értaking is represented by the Standardized
Assessment System (SAS) directed atdetermining--the-relative
effectiveness of alternative program approaches. Through a
variety of standardized pre-and post- instruments, process,
ssocial-psychological, and

- demographic data, SAS represents P
the potential for identifying that combination of individual,
programmatic, and social structural variables which act to
either enhance or block occupational, educational, and social
mobility.

The SAS data base is-national in character, representing i
approximately 30,000 young persons at 190 project sites. The . ;
size of the sample, the range of instrumentation, and the . ;
variations in program structuyre are unique and unmatched by H

previous efforts directed at evaluation of intervention ;

strategies and the work/education dynamics of low income S
youth. : .

i
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] . In the pages which follow, the reader is provided with an
P account Gf the origin and development of the instruments

o which are part of ‘the Standardized Assessment System.,-
Further, a detailed description of the experimental design
and data analysis procedures to ‘be utilized in this major
evaluative undertaking is included. Finally, a listing

of research and evaluative products are identified as
examples of the kinds of decision tools which can be
generated from SAS,
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THE STPANDARDIZED ASSESSMENT SYSTEM

N ~ -
. . . R .

In order to fulfill the requirement for éviluating a wide
variety. Qf experimental and demonstration youth programs
initiated under YEDPA, a "common core" of measures was
considered to be an essential feature of the knowledge
development process. Only in that Way could useful systematic

comparisons be madé:between the 'individual project sites,
within. a given program, as well as between operationally
different‘prbgrams‘qﬁ'Qifferingwstudy design. Constraints

‘”in“theﬁchgiceﬁof~mgasur;ngwins;rumentshand“thg_g@plgmegtqtion

., b »

of a Standardized Assessment System (SAS] -were necessarily
. imposed by program differences and by the characteristics
~of, the youth population served under YEDPA. _These constraints
~stemnlpn;marily,’frbmvﬁhréé;squrces: : ; :
‘A -diversity of godls =~or, at least, differing program
priorities assigned to specific training objectives.
Some, programs emphasize work. experience in public. or
* private sector jobs, some incorporate training for i
specific job related skille and academic abilities,
while others stress general knowledge about available
careers or émployment prospects (i.e., "career
development") and may focus their instructional priorities
or. job search metheds, proper behavior in a job setting
and improved trainee self confidence. Many programs
" incorporate some aspects of all these objectives. The
bchavioral areas (or constructs) to be measured must,
_therefore, be broad énough to--cover a range of o
‘intended outcomes and still be -as common to all programs
as feasible. - Yo o

°

“Pechnical problems ~ in the availability of abpropriate

-
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evaluation.instruments that nct only tap the defined

‘behavioral const;ucﬁs but are also designed for adoles- }
cents and young adults wbo are from economically dis- {
advantaged backgrounds {i.e., CETA qualified), are [t
largely minority group members -and also trend to ¥
possess lowér levels of verbal skill, Ground rules &7
for the choice of such test materials rests with their :
adeguacy in format, content, mode of administration, ‘%
reading level and demonstrated measurement properties

for the youth population being evaluated.

operational limitations = which dictate-the need for [
evaluation measures that can be administered by program
‘ professionals with -reasonable levels of" training and i
within reasonable periocds of testing time (i.e., highly ,l
complex work samples or observational assessment systems

extending over many hours or days would be considered . .

impractical). The measures should also possess a degree
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L . of acceptablllty (face validlty) for those program

¥ . .professiocnals who must administer them as well as the

Co enrollees who are -asked~to respond to them. That is,
the item content should be seen as "sénsible" in terms

.Mof Program_expectations and objectives,

Major components of the Standardized Assessment System (SAS) that :
: ‘axe currently being applied to a number of YEDPA programs . :
- are contained in: _ : s

L (1) Measures of the participants'’ characteristics T
; -essential for describing the sample composition of o
L a given program as well as for use in dat2 analyses.of
program effects (eig., to serve as controlling
variables that allow for statistical: equating when
contrasts are made between. different subgroups of 1
<~ -individuals). That 1nformat1on ‘is obtained from a form '
de91gnated as the Ind1v1dua1 Participant ‘Profile (IPP) B
that providés background and demographic data regarding
age, sex, race, économic status, marital status, etc.,
and from a short reading test (STEP Reading) used to
measure the student's level of verbal skill, -

Sget an gt

(2) In order to assess attitudes, awarenesses, as well . :
as changes during the course of. participation, there is -
a psychometric battery cemposed of seven measures ‘
subsumed under 5 behavioral “¢ategories that are intended
to assess characteristics of participants and -controls :
at the entrance point -as-well as-changes. between the T
P time of participant-entry and completion. ;
|

(3) .In order to compare and contrast program approaches s
: and to<correlate.these with outcomes, standardized ?

; ! ’ process information is gathered on each~pr03ect,
i ) describing its qualitative d1mens1onsﬂ ihputs and costs.

‘4)——irperformanco~outcome—questlonnalre—measures
the participarnt's status at the completion of the
program (i.e.; a Program. Completlon Survey), his or her
§ assessment of the program experience, as well as staff \
i ~ assessments of the part1c1pant. , - g
(5) A follow-up program survey provides performance ] R
indices regarding the nature and extent of "success" ( -
achieved by the individual at the defined time périods
tvpically standardized at 3 and 8 months after

+ rmination. .

. x
- . -

> e afita . et

As tools that are integral to the overriding demonstration and QL

knowledge development role of YEDPA, the instruments chosen for 3
evaluation should themselves be scrutinized for their

: effect‘Veness./ Some of the variables and scales applied '

< here will likely be found more suitable than others. Thus, L F

A on- the basis of their psychometric rvoperties, particular :
-+ ' instruments may be found more applicable to certain types ‘of — )

Q@  youth programs or to particular subgroups of trainees. .
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Results of an examination of the quality of the measuies could
provide the evidence for suggested modifications and improvement ,
in measures application and/or design. C

. [ ] :
It shoulgd also be understood, regarding the Standardized Assess- :
ment System, that no single -set of measures could be expected ol
to serve all of the 'evaluative needs of all YEDPA programs. .
Unique features in evaluation design, curriculum content :
and..required objectives of many programs are certain to remain ST
" go that core data from the SAS are not intended to be the // T
exclusive form of measurement information obtained. Hence / '
——————— e . :
projects have been encouraged to utilize their own instruments
for local evaluative needs. Such information, based on _
measures of réésopable quality, can be expected to serve as v

a useful supplsffit to the overall XEDPAquS data base.
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THE COMPONENT MEASURES AND THEIR RATIONALE

- . ]
?

£ The instruments and each of the contructs in the SAS were
o .carefully selectéd-based: upon the best available evidence
- T T of validity reliability—and~app1icabilitynto CETA. youth L
e populations. More. comprehensive information would have been e
~_ desirable but was not*adminrstratively feasible. More

careful testing 6f the 1nstruments would have been pre- - ERES:
ferable but it was necessary to develop these measures while . B
1mplement1ng ‘certain programs. - The instruments, which are sl
included. for illustration in. Appendix 1 to. this report (some .4
of the-test elements are vendor owned and may not ke used )
‘without the nermission of the vendor) represént the best
poss1ble compromise. between the many constraints at the time .
the. system was impleménted:

(1) _Measures of Partlcipant Characteristics

The measures of the SAS that define participant® .
characteristics (age, sex, race, education, etc.) ' R
are intended exclusively for individual demographic ;
or status information purposes. They provide the N
information needed for describing the samples cf ' ;
youth who-have participated in the YEDPA programs :
and also serve as controlling variables that are-
essential for those-data analyses in which groups s
are to be equated, or made eguivalent, by o
- statistical means (i.e., since thé groups could nct,
in any- practical way, have been perfectly matched e
or randomly assigned for  study purposes). The 5
two ihstruments used to obtain those forms of
information are the Individual Participant Profile
(IPP) and the STEP Reading Test.

o) The -Individual Participant Profile

This document i§ used to record information for A
49 items dealing with the participant s L
characteristics as well as status in the program :
. and at termination, These data essentially ¢
e duplicate the standard information gathered for R
5 each. participant in all CETA.programs: The first R

. 29 of these items- are largely .demographic and" ;

: i - , cover such ihformation as the individual's age,
,L sex, race, ecoflomic, educational and labor force
. . . status - all at time of entry into the youth -
T °  program.* The remaining 20 ¥tems are designated - o

PR
L

i : *These first 29 items afe'also applicable to control group
P sample members' for those YEDPA- studies -using a control
. ERIC group' in. their-evaluation design... "
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as the "Prograii:Status! items which indicate the
) -status of the participant at the time of.program

completion of termination: Thesé include- such

intormation:.asentry ‘and termination dates, total

hours spent participating in the program, whether

-or not the ‘program provided the participant with
academic credit .and: specific forms of -termination
‘status-under: *positive”.and_"nonpositive” categoriss.

?%4*it:“” o "’vﬁﬁﬁetroﬁfdéﬁiﬁitigngéﬂhighxgccbmpahiéS;thewlgE )
et form defines:.each.item in detail and how it is .
oo to be completéd by the youth program project | : o

Ll _ personnel from their project. recordsy.

Although ‘the items of the IPP cannot generally,
- be considered as performance outcome. (criterion) L
yariables, soune. few, of the items. in the Profile . T

are obvicusly usable: in.that way. For example, :
there are items dealing with-employment status St

—~ which to séiie extent -duplicate foims of ‘Outcome
S information found 'in the Program Completion Survey.
~__ These and. séveral other IPP items can serve as a
"limited check on: the reliability of the data . -
obtained_in .the survey by contrasting program -
provided IPP-.information with participant~-provided
survey  information.. ‘

O
v sdge TS AR A, T

o The STEP Reading Scale = T
4 - — —

—

. . . —— L
- This status measure was specifically compiled ™ —.._ o
' for purposes of the YEDPA evaluation studies. T
- It is intended to fill the needfor—a-very-short =
(10 to 15 minute) easily administered measure
of reading skill that would also cover a fairly ’
wide range of the reading levels ‘likely to be , -
found in“the YEDPA- enrollee population (i.e., an P
estimated range from 4th to 9th grade reading
level). .

T e

¥

r

None of the conventional (published) measures -
of rgading'@bility_would.&bpegr to meet these . ;
particular requirements since they are usually

lengthy, require differeat forms of .the measure e

for. widely differing ability levels and are S M
intended éither to define the students’ teading ' e

) - grade 1level, with some precision; or identify
~ specific skill deficiencies for diagnostic purposes.

hia¥
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*  The. gole application of the score from this 20
o item reading. cOmprehension measure is to serve,
— ., as a key variable: for analytical uses in sub-
= ' group equating on verbal (”academic") skill level.

PR To-

The 20 items chosen for this short reading measure
[ _ ‘Were . selected from ‘the STEP*ﬂocator tests (ETS,
S . 1978) covering,4th ‘0. 9th grade reading levels.

bt Those 1ocator tests.-are: ‘short reading comprehension

o - L mmeasures~used asmpreliminarymiguick screening)___ . A

: _ devices: -for - deciding which 1ével of-the-completed. . A

- STEP:. achievementutests is"suitable for . T

administration to a particular student. Appropriate ! 3

P item and.total ‘gcale analyses were undertaken by o “
;- the publisherL during the development of the AR

s i measures, ‘to -assure the dccuracy of the 1tems \

for reading -grade level identification.

- . However’; verification of the suitability of this .
specific 20 item compilation, for purposes of (R
YEDPA evaluation, can most’ readily k2 determined vk
by the level of relationship between its ‘scores ‘ v
and scores on gsome widely used, (published) R
reading measureés). If a high degree 6f positive R
relationship ‘is found, this 20 item widerange « ' L
reading: scale can be considered applicable for
its purpose:-in the- SAS. Such data are expected
' . to be available from at least one sample of youth
3 . program participants during the course of. the
: evaluation: data collection,
(Z)ﬂmh"dm'etric-sa‘tterx : —
¢ Measures ‘chosen for incorporation in the Psychometric
BN Battery reflect YEDPA program objectivés while still
\Tix ' ‘being compatible ‘with the characteristics of 'the .
R trainee pOpulation and. the operational constraints -
+ of the youth projects. As the starting point, five
behavioral categories in which trainee performance
changes were to beé effected, -as a result of YEDPA
program participation, were defined by the U S.

:.\,?,

) tO-e; ompasa, the obJectives of a vast majority, if
not -all\gf" the ‘YEDPA. projects and were designated as:
(1) caree'-deci51on making, awareness and capability

Py :- . (2) Selfsimage (3) work attitudes (4) job Search
ko : capability an (5) vccupational sex- stereotyping.

- ‘ ) In order to. be compatible with the YEDPA participant
) ) population the meas tes chosen to represent those

o

.
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behavioral categories should possess features that
make them suitable for low-verbal skill adolescerts
from economically and educationally disadvantaged s
backgrounds. Criticism that has been leveled at
the design and admimistration of conventional
paper and pencil tests used with such groups (Karp
and Sigel, 1965, Lennon, 1964, Potthoff, 1966),
~would lead, ideally, to a choice of measures that
‘are relatively short, presented orally, contain
pictorial information (to supplement the verbal), .
use a-level and style of language appropriate for
adolescents and yourig adults of low reading skill,
allow for marking of item-responses directly in the
test booklet-and-permit careful examiner atteii.ion
‘to individual respondent difficulties in the test-
ing situation (i.e., small aroup administration)’.

“of f-the-shelf" {published) instruments, suitable
for assessing required youth program behavioral
constructs ‘that also meet such design ‘standards,
——are-relatively rare. Some that might claim

applicability to "disadvantaged" populations are
often of highly guestionable measurement quality -
particularly with regard to demonstrated predictive
validity against meaningful criteria of ‘traineé
performance following program participation, After
a review of the literature the paper an¢ pencil
measures that were selected to comprise the
_psychometric battery are considered the most
suitable ones available, or known, for representing
the desired behavioral categories. Those measures
are ‘described below, under each of the five overall
areas of their content and a brief summary of the -
available research evidence that had been drawn

upon to justify their incorporation in the psychometric .
battery.

Two measures were chosen to assess the career decision

- making, awareness and capability performance domain.-
One deals with vocational attitudes shown tc be related
to "vocational maturity” -of adolescents in makKing
appropriate career decisions, The second is a measure
of vocational knowledge dealing with the youth's
knowledge of what is required for carrying out
different job functions.

o Vocational Attitude Scale - This scale,is derived from
Career Maturity lnventory developed by John Crites
(CTB/McGraw Hill 1978). The measure sontains
30 verbal items found'in a longer 757item— -

Attitude Scale (Counseling Form B-1l) that are
scorable as 3 ten-item subscales. Those scales

are designated as "Decisiveness" in Career Decision
Making (CDM) "Involvement" in CDM and "Independence"

@

the
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in CDM. The respondent indicates his or her ‘u
.agreement or disagreement with each of 30 '
'statements..about vocatxonal careers and ’

employment. : . @

L SRR I
R
R
[ IR

Tt e
kT lt R

,'-a °
. .

.. Early versions of -the Attitude Scale (containing
S 50 items) had been utilized in an extensive research
project in order to study vocational development :
among students. Approxlmately 100 studies cited b
by Crites (1971); deal with the construction,
standardlzation and application of the scale..
: In ‘essence ‘the Attitude 8ca1e(pas been shown:’
e et © (a) to .differeéntiate reasonably well betwéen < e
[ students at different -grade. devels, (reflectzng
increases in vocatlonal maturity with incéreasing
grade level):; (b) 'to be-applicable across -a wide
range of educatlonal, curricular and:demographic
P . . groups (grxtes, 1971) including studies based on
- disadvantaged-Whites, Blacks, Mexican Americans
= . and American Indians, and. (c)- to be cofitent valid,
P with the scoring Key . matchlng independent
Sone experts’' judgments of "proper" item résponse
T g at a hlgh level of agreement (74%). -

(..v.u
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The rellablllty of &Qe measure (its internal 7]
i , consistency) for the earlier 50 item vekrsion '
& differs 'somewhat as a function of grade ‘level
. with a range of correlations from .72 to\.77
o found in grades 10, 11 and J2. Test-retest

' - reliability (i.es, ‘'stability).of. the scale for .
i . studénts tested and retested oVer a one yeéar . }
; ‘ interval was found to be .71 (Crites, 197). :
B These values for scale reliability were cited R
. ‘ .- by Crites as representing adequate leveéls for e
S , an-attitudinal scale of .complex structure that
: - \ deals with a developmental (i.e., changlng)

¢ " construct. , o

Valldzty checks w1th various forms of criterion
* performance 1nvolv1ng vocational aspiration,

‘ - vocational: choice and vocational maturity, (i.e.,
= relationships between’ the Attitude scale

T scores ‘and scores .on those criterion measures)
resulted in correlations -ranging from the mid

; .20's to the high .30!s., These included a ‘
. . scorrelation of .38 between the Attitude scale .
T - . and the Readlness For Vocational Planning Scale St
- ' ' (RVP) by -Gribbons and iohnes (1968) for mrnority o :
-, group “students in the 9th grade. _ ) ;
- Y [
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o Job Knowledge .Test (Educational Testing Service,
1978)~ This' component is a,33witem“scale~conta1n1ng
pictorial and verbal ‘material dealing with various job
. qualifications, requirements and tasks. The .
items, in multiple choice format, require the <
respondent to indicate the correct response to °
questions about the SPElelc ‘occupations depicted.

-
4

Studies with the measure have utilized ‘samples

"~ ~ . of enrollees in the Neighborhood Youth Corps
(N.¥.C.) work experience program for ‘adolescents
and the Opportuuities Industrialization Center
(01C) vocational training program for*out-of-
school young adults. Score - distributions based
on.means,’ variances and ranges have- been found
highly szmilar over a nunmber, of enrollee samples
for males and: females as has the pattern of
inter-relationships between the .Job Knowledge

° Test and other cognitive and. attitudinal measnures

(Freeberg, 1970; Freeberg, 1974 Freeberg and
Reilly, 1971; Freeberg and, Shimberg, 1974).

Reliability internal con51stency of the measure

has been found to be in the mid ~ ,70's averaging

+75, for CETA and Vocational School samples

{Freeberg 'and Vitella 1979), with levels of .75

. for a sample of N.Y.C. males and .72 for N,Y.C.

. females. As a scale designed to measure a
composite. of differing forms of job knowledge
(salary, educaticnal requirements, nature of the
work performed, etc.) these reliabilities are
consonant - with what would be expected--basgd
on similar scales that have been attempted for
other studies reported in theliterature--and |
at levels that justify a variety.of test uses.

Validity was determined relative to a number '
of criterion using N.Y.C. and ©IC-samplés. Some
cf the criterion 1nformation, obtained at about
the ‘'same time as the tests were administered, is

~ used to: compute concurrent validity; other forms

> of criterion information were based on longitudinal
data obtained at periods of 3 to 12 months follow-
ing test administration and are.psed to determine ‘
Eredictive validity. The extent of the relationships
representing these forms-of validity, using the

8 50b Knowledge Test and various outcome -(criterion)

measures, are summarized in the table below for
statistically significanc orrelations based on.
OIC and NYC samples., - ,
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Job Knowledge Test . '-"g
Validity Summarv _ - - ;é
) . - ) -
s . a ‘ . & ‘\1
‘ ‘ . # Concurrent (C) .,
Critctign Validity Criterion Sample or Predictive(P) =
Hcgcurt : . oefficien:$t2 Sample Size(N) Relationship ~
Training_?rbi?mng * 3 * .
Adjustment Factor: .28 0IC (M) 115 P - '1
‘Positive Job-Ortentation ’ . . ;
Factor . .28 oIc (F) - 189. P B , z_*
Péispngl-Soqial‘ o o . . ° :
djustoent.Factor o1y T 0IC (M) 118 P o
Job~Search Motivation Factor .28 " NYC (M,F) 120 | 2 \g
“Training Progran Adjustment ’ : o
Factor L . 25 0I1C (F) , 189 P %
e -~ . $
quining Program Adjustment ’ ’ :
Factor . 17 NYC “(F) 215 S J :
N . : :
Work- Supervisor Rating .32 NYC (M,F) 109 P .
Counselor Rating .25 . NYC (M,F) 109 ~P -
o :
Counsclor Rating "- .19 0IC (M,F) 220 P :
Vocational Imstructor’s 020 L0IC (M,F) 261 ‘P :
Ra:ing Pos:traiuing Bmploymen: ' o
: (No/Yes) . .22 NYC (M) 104 P :
Counsélor Rating ) 22 NYC (W) 112 c !
Counselor Rating .19 NYC (F) 102 c -
Work Supervisor Rating .24 NIC (M) - 112 c -
: ¢ . 1

I3 T

1Cti:erion measurés, designated as factors, were derived from independent '
‘clusters of outcome variables obtaimed by factor analyses. The .
clusters vere, in turn; used to compute factor scores that served a2s

the dependent (criterion) measures. A listing of the variables that ™
make up :he factor patterns is found in Appendix

All validities shown are sta:is:ically significan: {{.e., P=.05 :
confidcuce level or be::er) - . ’ LS

- \
<
H

2

-3 M = Male Sample - ;, y ’ ) - - - ;’vé

‘E = Female Sample .
M,F = Male and Pemale :rainees combined in a single sample

”




" ratings (r g ;3 s for general

= -Training, Progran.and‘aob Adjustment criterion R £
factors (r'sﬂanmth'-mid ‘to ‘high  20's),. The . - WRF

- ' measyre -also’sHows ‘a “Iow-but. significant :level
’ of validity fbr the*highly>importantacritenion
. of whether or not'the *rainee obtained fullstime: '
employment following training (r = 22 for N. Y.C.
omal ‘8). - ra J

=2 Y ,.'

o Self Bsteem Scale (Educational Tosting Service;

© 2 I978) - . It Is the oftenzexpressed intention of .
youtn programgprofessionals “enhance thee; ’
participant's féelings: of personal ‘value; OF “e.
self-worth, ‘with:-the expectation that 1mproved

self perceptions stimulate more success- R I

b3

oriented .social’ and vocational adjustment
. , behaviors. One measure was chosen to” define the
level at which. the program oarticipant rates his
or ‘her personal value. Thz selfmesteem scale is
a: I'5 item scale’ conaaining pictorial and’ verbal
material used to assess percéived self-worth in
terms of-expectation ‘for acceptance or %w e
achievement, -in various social, vocational and ‘
educational settings, ‘The respdndent:indicates, !
on‘a thfee point scale, the degree to which he
would be%successful or receive acceptance inﬂ%hexi
specific situation portrayed. .§,‘4
Studies to support the value -of the Self Esﬁe Wﬁﬁ
Scalé are based on the same set of daté: obtained
. _ for development and research.use with the Jgob
- Knowledge Test, discussed above, using N.Y, C. =
‘ and OIC study samples. . e
The reliability or 1nternal cons;stency of this%
has been shown to average .64 for CETA and vocatidnal
. student .samples and in_the mid .50's for N.Y. C.'M,
, §amples. - These relatively modest levels of useful:
reliability represent the lowest ones obtained

: Zor any of the measures of the. ‘psychcmetric battes
- That result stems, in part, from the design of thg
. . scale as relatively short (15 items), as well as the
¢omplexity of its item composition dealing with 3
estimate¥ of different perceptions of self worth in

a. variet of- specwfic job and interpersonal .

13

scale:

[y

A

51tuat1 s.* e el

1 ’ o .
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*Measures that tend to be more complex ‘in their content, by
.« gampling a broader range of the constrpcf under coausic ziation,
generally stand a.chance of showing better validity against
-MOXE complex criteria (é.g., job- ad;ustment). .

-
-
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The. véiiéityto? the self esteemscale using a

’ ° N variety .of performance ‘outcome (criterion) . )
_ measures' is summarized in the following .
.. 'table, which ‘has: the same format as the one
- : presented ‘above for -the Job Knowledge Test and
also presents statlstlcally slgnxficant correlations .
o only. , - .
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‘ ' . Validity Summary s

’ - / . . ¢ ,.-*
- . Concurrent (C) *%
Criterion ’ Validity Criterion Sample or Predictive(P) i
.~H§asufe Coefficient(r) Samgle Size(X) Relationshig -ié
- 4
Positive Vbcational and . ?@
Social Attitudes Factor — o34 NYC (M) 182 P 3
_ . Training Program justment ’ 3
Pactot .20 0IC (M) 115 P A
_ - Training Program. Adjustment-ﬁuA, . S o 4
‘Factor . .16 o1C (F) 189 P 4
"i‘Overall Social and - - o - j%
Vocational Adjustment Factor o26 NYC (M,F) 120 s §
. Counselor Rating .34 NYC (M,F). 111 %
> Work Supervisor Rating 024 NYC (M,Fi 111 - §
Remedial-Skills Instructor o - g
Rating . .18 " 0IC (M,F) 134 4
“Work- Supervisor Rating 21 NYC (F) 128 ) .
vl Moderate levels ‘of predictive validity for the Self Esteem scale :

are seen for a.criterion factor that measures vocational and social

s

attitudes»(t—-lrgb—for—N:YTCT males and females). Another notable

validity efficient of reasonable magnitude can be seen in the
‘ *  tendency for trainees who have higher levels of self esteem to be
- @ .
the ones who are rated as being better adjusted (i.e., .more

proficient) by their guidance counselor (r = .34 between the scale

and thc‘coﬁnselor‘ratings for an N.Y.C. sample).
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o Work Relevant Attitudes Inventory - Measures of 5 Sl

work attitudes are intended to deal with the ’n
¢ youths' views about jobs, ‘the importance ' Co b
Lo ' of working, appropriate ways of behaving in ' B
: . Jjob settings and general feelings about one's -k
o capablllties for' succeeding in a work situation. '
1 Of the two available measures chosen as most
’ guitable, one deals prlmarlly with personal
feeflngs about work, relations with people and A
life adjustment in general, while the other ’
; - deals with judgments regarding how .one would . ' - %
¢ behave in .specific situations that might arise '
f in a job setting. The Work Relevant Attitudes . e
b Inventory (Walther, 1975), contains 15 items ’ :
in a short form that had been developed . by the x
author from a longer 26 itém measure, The 16 '?1
{
1
<

N
Ta ]
-
PN

% . items provide not only-a single total scale

;o score, but can be scored on the basis of three . :

e - factored- subscales deflnedmas,—~0pt1mlsmn, - SR
N "Self Confidence" and "Unsocialized Attitudes." B

Responses to each of the attitudinal statements

are based on a 4~point scale of degree of agree- i

ment with, or applicablity of, the statement. L

0

—

‘Studies carried. out for development of the WRAI £ .
were hased largely on samples of Neighiorhood g :
Youth Corps enrollees and students in experimental -
.education programs (e.g., youth correction centers, .
MDTA, vocational high school). Studies were
based primarily on longitudinal samples with the

. measure administered and readministered over.
s, several time periods for a number of the samples.
A . Measurement characteristics of the WRAI indicate
t ' that it is a somewhat more effective instrument
.for use with females than with male adolescents.

The reliability of: the total scale as assessed by test- >
retest stability over periods of one year and more :
: “is reported by Walther (1975), for N.Y.C. enrollees, !
; C to range from lows in the .40's to a high of .67, :
{ with .consistently higher reliabilities found for

females. For an attitudinal scale with multiple

. , undarlying factors, the measure can be considered

b to possess useful levels of score reliability for

evaluation, purposes.




-

v - 17 - N -
Using various longer (34 item) and shorter (10 item)
. versonions of ‘the WAJ,-validities were found
to be 81gnif1cant on -the ‘basis of: (a) the
ability of WRAI scores to differentiate between
~black male high school dropouts who made "good"
.and “poor" adjustments to work, and_ (b) pre-
™ dictive validity of the scores for a criterion S
“of-work. adgustmentxratings obtained from .several s
: months 0. as long as 2-1/2 years after administration oy
of the. WRAI“\\sggnificant correlations obtained
ranged from a high\of .44 to a low of .26 for
females; with the. highest\galue of males being
an r of 31, With a. total sample .of males ‘and
females combined, the predictive’ validity was
highest for a second administration ‘of the WRAI
7gains§ the work adjustment~rat1ng criterion P
r= . 8)0 - T T

-

é Job Holding Skills gEducatignal Testing. .Service,’ <7
1978) - This psychometric ‘battery component deals DR

N with respondent “awareness of appropriate ‘'on-the~
job~benav1ors in settings that depict interaction
with supervisors and coworkers. This. 1l item scale, . L
containing pictorial and verbal materidl, requires the. N
trainee to indicate which one of three altérnatives best oY

e define what his or her response would be in the -
situation described. (Response alternatives. .
have been scaled to represent "most" to - "least" L
acceptable behaviors for maintaining employment.) s

Evidence-for the suitability of the measure is

based on longitudinal samples of NYC and oIc, ..

" from which item and scale characteristics were

determined, and is derived from 'the same data

set used for the Job Kndwledge and Self-Esteem :
Scales.‘\ s , N ) R

The éeliability internal consistency of the

‘measures thas_been shown to be at moderate c, .

‘1levels of| .74. for a sample of N.Y.C, hmales and - b
! .72 for N.Y.C. females. Samples of CETA and ,
vocaéional high school” students produce reliabilities T
of ap roximately «60." These levels can be S
consifiered sufficient for an attitude scale that B
is to| be used for YEDPA evaluation purposes - Lk
especially one of such relatively short length. S .-

4

Validiry as found in studies w1th N.Y.C. and
OIC samples is summarized in the table below.

H
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o . Job-Holding Skills Test ‘

Validity Summary

L

. [ 3 ’ "
. Concurrent (C) .. .

_Ct'itefion' . Validity Criterion.” Sample or Predictive(P)
' _Measure: _Coefficient(t) Sample Size(N) _Relationship :

Social-Adjustment Factor-— — 21 O RYC(M)- 182 - P

/ - . ' ' ’ . .

- Positive Vgpational- . - ’
Orientation Factor . .16 NYC (F) 215 P -

v . * 3
'rtaining Ptogtam Adjustment . .- .
Factor ) _ .34 01C (M) 115 P

M4

P AR
* A

: - Personal—-Social Adjustment C '
gt I-‘actor ) .19 . 0IC (M) 115 P
f . Training Program Adjustment : ' ) ’ ¢
: " Factor . , <36 0IC (F)- 189 P
Positive Job-Orientation Factor .21 0IC (F) 189 I
* - * Monetary-Expectation Fastor ' 25 - oIC (F) 189 . P
£,
A Overall Social ané Vo cational -
~ . Adjustment Factot .29 NYC (M,F) 120 P
* Counselor Rating )| NYC (M,F) 111 P
. Work Supervisor Rating S TR NYC (F) 111 P
‘ Vocational Skills Instructor ‘
e Rating , .15 0IC (M,F) * 260 P
h qugdfal Skills Instructor . ' N .
& Rating N .18 ' oIC (M,F) 134 . P
Cbuns(elo: Rating .22 NYC (M) 12 - c v
, Counselor Rating _ _ s .26 NYC . (F) 129 c.
} i ] ,

N
Nt
F
«
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Awareness: of proper bdhaviors in a job setting
.is seen to be positively rélated - at significant
levels - to.a variety of "adjustments aclhieved " ) )
by the trainee, Thus, reasonably good predictive R
~=»<validi£yw£oiathigwmgagprgﬁlies;infitS@relationships - - ~ond
'to such criteria-as:training program adjustment
(r = .34 ‘for -OIC malés .and .36 for OIC females),
-proficiency,:atiﬁésdbyfwork site superviscrs and
guidance: counselors of N.Y.C. programs (r's = .34 o
.and .31 respectively) and for overall social and , - 3
vocational adjustment following training (r = .29 - -
for an N.Y.C. sample). . R ‘ . R

Job Seekind. Skills Test - To define the capability B
of the youth: to-exhibit a set. of ‘elementary skills e 3
essential for undertaking. .an employment search, ‘
the-Job Seeking .Skills Test (Educational Testing
' Service, 1978) has been adopted which is a 17
item measure::0f job:-search capability that. - o
samples some of the..skills néeded to initiate R
» - an employment search, interypret information : L
. about prospective jobs (in newspaper want ads) - . ‘
- an@ understand thz information requirements for -
£i1ling out a job application. Items in a
multiple-choice format require selection of the
one correct response to each question. -

Evidence to justify the choice of this measure,

- as most suitable for assessing the job search
construct is again based on data from the samples
.of NYC and OIC. '

The-reliability —(internal-consistency) of the

measure, has ranged from the mid .60's to the

low .70's in study samples drawn from N.Y.C.,

CETA and vocational school samples. These

coefficients represent useful levels for the ,
evaluation purposes intended with the . ;
psychometric battery.’ ' Lo

Validity as found in studies.with NYC and 0IC
longitudinal samples is reported in the ‘table
below: - : . '
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Job-Seeking Skills Test

Validity Summary

,

] Critetiop
Iueasure =

Trainingfrrogram
Adjustuent Factor
Job: Success and
Satisfaction Pactor
Pgsi;ive\JQBHOrientation Factor

: Triiﬁing,?rpgrsn* )
Adjustment.Factor

EffectiVe Job Planning Factor i

iPetsonal-Social
'Adjustnent Factor

Counselor Rating )

%Work Supervisor Rating -
;Posttraiping Employmeut (No/!es)
i Posttraining*Employment (No/Yes)
'Counselor Rating '

COunselor Rating

Work .Supervisor Rating

Work Supervisor gating

L
\

oA

combined.
/

DR

Vhlidity

.18
.26
.28

.24

.20

.36,

EY4

.21
.32
.26 ]
.35
.22

K

: Criterion Sawple
. oefficientgrz sggglz ‘Size(N) Relationship

NYC

NYC

0I1C

. -o1¢
0IC.

NYC

“NYC

NYC

" NYC

0IC
NYC
NYC
NYC
NYC

In terms -of the size of its significant validlty
N coefficients -over. & number .of criteria, the Job - )
- Seeking Skills Test can: be- .considered: one of the - TR
most valid of the“SAs psychometric battery measures.
. It shows«moderate levels‘of concurrent, validity ‘'with
;tra;ning program;: counselor and‘work site supervisor
proficiency,ratings Ar=.32 and .35 for -an NYC sample),
as. well as predictive validity for those. :ratings--
though at. lower levels {r=.31 for ‘work site
superv;sors and .22 for counselors).
possesses thesbest predictive yalidity of the
. various measures “for the employment criterion (i.e.,
"whether or :not ‘the former trainee found fuiltime -
employment), with an'r .36 for an N;Y. C. sample of RN
miles and .21 for a sample of oIC males and females. o

o] Occupatlonal Sex Stereotyping

N
Concurrent (C)
or Predictdve(!)

% o =

(®) - 215, P

on 120 P

® 189 . P

), 189 P
(B 1sY _("‘f? P’
) - 182- I :
CLEY 11 P
M,F) 111 | P 2
M 104 . P -
M,E 157 P - i
() 112 c T
(FY 129 c "
M 102 c .
By 128 c SR

It apparently

]

- Attempts to measure attitudinal pergeptions
toward sex role stereotypes in occupational choice
have: been relatively recent' and. rare.
: *rnStruments that deal with such ar construct
. have: either bsen (a) aimed at.

The available

E?ung children (for R ;1;“
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developmental study purposes), (b) ‘designed for o

and -deveéloped with. samples -of young adults who T S
possess reasonably High verbal skill-.levels -

- " (usually majority group college. students) .or ) .
 (c) -embedded in.broader measures dealing with '

general aspécts -of sex-=role. stereotyping-beyond :
the purely vocational. Few scales -dealing with L
: occupational sex stezéotyping have undergone -
systematic.study of ‘their measurement - S
" characteristics and there is virtually no direct ‘ Yo
evidence for' the validity of such scales based - ,
on vocational performance criteria .(e.g., job ) : o4
entry, or vocational adjustment criterion measures). R
- .
One available measure was chosen for use in_ the
. psychometric battery -to deal with this behavioral . :
— . ..category or consfruct. HoweVer,. any measure of .
-vocational .8éx stereotyping developed-thus far must o
be..seen -as no .more: than: a ‘sénsible compromise .and Dok
.of tenuous value pending evidence from youth .
- program evaluation studies regarding its suit-
~ ability for a YEDPA population. ‘

The Sex Stereotyping of Adult Occupations Scale 3
‘was_developed. by Garrett, Ein and Tremaine, (1977) -
and used with elementary school children from ,

1st to 5th grade. This relatively short (21 item)
verbal scale presents job titles along with a one . X
senténce description of each job and requires the :
respondent to indicate "who should be a " L. s
(job title as given). A five-point response scale
ranges from "Only Women" .to "Only Men".

The 21 items are categorized and scorable under - e
three gender. designated groups of "male",
"female"” and "neutral"” jobs, with seven jobs
(items) assigned to each of those three categories. ,;
Although previously applied only to grade school %
students, thé measure, based:on its format and- .
content, was considered the most readily adaptable

, one for low verbal skill, economically disadvantaged
(i.e., CETA qualified) youth. ' .

' - - ®
The choice of the Sex Stereotyping of Adult
Occupations Scale is baséd on a_coherent research-
supported rationale in the development of its item .
content and scoring and'onhits.internal measurement E
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properties (Garrett, Ein and Tremaine l°77)
Thus, for. example, thé choice of ‘an 1tem ‘pool was
o based ‘on achleving representatlon of.gobs with
5. different’ levels of educational requirements, while
. . the. assignment-of items to -gender categories was
(A v ‘ _-based .on_Census. Bureau information régarding
; . ‘dlstributlons by sex for' thé jobs described.
Lo ) Items were also pretested in terms of the effective-
- 7 ness -of the’ 5-goint response alternative format
. _ ~ and selectlon of items for the final -scale was
: " based on' item measurement characterlstlcs along
with analyses of sex‘and: grade leVﬂl effects.

o F 'Rellablllty internal cons;stency of the scale, -as °
is repcrted as ranglng fron levels of..85 to .90
for a sample of elementary school chlldren. An
examination of test-retest stability by Garrett,
Ein and Tremaine (1977) sﬁéﬁed reasonably stable
scale means. over -a.one month time period in a
grade school sample.
Valldlty in the form of direct cr1terlon-
related evidence has not.yet been demonstrated
for this (or any other) measure of occupational
sex-stereotyping. Such validation may be_
considered part of the YEDPA knowledge development-
effort and will be undertaken as performance
criterion information becomes available over the
course of the evaluation studies.
Each of 7 measures of.the psychometric battery
discussed above were chosen, not only for their
measurement quality, but also because
administration requires a relatively short period
of time. The total psychometric battery can be
"administered within—a reasonable time and, where
required, in a single sitting (e.g., especially
o ) - important in attempting to test control grou,

. students). On the average the total time for

administration has been found to be about 80
minutes.

i e
. ‘. .

An Administrator's Manual is provided along with
directions for oral presentation of all test items
to small groups of respondents. Item responses

are marked by the respondent directly. on the

: i page where the item appears. The psychemetrlc

L , battery is available in English as well as in two
o . Spanich language translations - one form represent-
;o -~ ing a colloquial language style and thefother a

. e more formal style.
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"3, Project and Process Information .

& .. Tq¢gain a“bettg:»uﬁdgggtandiné of the factors that

o - may, account for-differential program effects on .

T «

e . . participants, it is necessary to know the specific
i .- = service mi¥, the intensity of services, the types .
" of expenditures, the level and qualifications

of staff, .the stability of operations, and the
—preject complexity' as-judged by linkages. While

v o
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o the. various -demonstrations have a variety of. - -
P ¥ organizational .arrangements a:id funding routes, -y
5 . < . it is-at the local, project lével where effectiveness 2

ey is determined; Even though the demonstration:

- " designs tend’ to hold constant certain key elemeits

of service mix-and client-groups,-there_are , iy -

: significant variations among projects which S

P —~explainmany.of the differences-in-outcomes,—A- — - S

O battery containing 8ix sets of guestions seeks to
' translate key site-specific variables into , .

;- qugntitgtivefterms.f*Eirst7“55§TE‘iﬁf6rmation‘

Lo is gathered about the sixe and sponsors of the i

. project as well as the setting. Second, the project ‘

' is described in terms of component services and

activities as well as principle goals. Third,

: the linkages.involved in the project are described.

: _. Fourth, there is a profile of the staff involved _

_ in the project. Fifth, project stability is

¢ “»  agsessed as well as the .position of the project

on the learaning curve. Finally, the project costs

are measured in a standardized fashion.

L These descriptive measures were developed by a panel

— . of practitioners and process evaluators based :
: upor. judgments about the key dimensions -of loca£ . ;
program effectiveness and the ways theseAQOgld .
, : , best be described. There has been very limited

“ previous research.linking such process measures to

outcomes and the use of the specific descriptors which

have jbeen developed is clearly exploratory.

4. The Performance Outcome Measures N L

1 The outcomes of programs are agtermined by a series . :
; : of indices applied at completion and at two o
: periods following program departures. These indices .
define the_nature and extent of "success" or outcome s
achievements realized, koth in the short term (at o
: program completion) and over the longer term (post- i
;- program time periods).. ¢WQ‘questionna§rgs gontaln

3 the items developed for this purpose. ‘One is

¥ designated the "Progfam Completion Survey" and the

other is the "Prcgram Follow-up Suzvey."
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Program cOmpletion SurVey T - S
I - \

This: questionnaire contains 48 items most of

which are phrased asyquestions to be presented

to the youth program participant at the time he

orzshe -hag completéd or ‘is: leavxng the training

proovam. They cover ‘the participant 8 activities,

in: the program, attitudes toward the program,

Job\and educational aspirations*and expectations

and: social - community\adjustments. ‘These

questions .are intendeéd for-oral presentation,

oh anfindividual ‘basis; by an interviewer, with

the enrollee 8 item responses~to be recorded by

the 1nterviewer. (Two items obtained by the

1nterv;ewer from ‘the program files are number

of days absent from ‘the program and number oi

work sites—if -any, - to- which the trainee was :

assigned during training). ‘Othér program h

complgtiqn_gntcomeimeasures.obtained at the same .

time, are two proficiency rating scales, Une is

an 1l item Counselor 'S, Rating Form, t6 be completed

by the youth program professional who had served

in the guidance and counseling role for the.

participant. : The ‘other scale, containing 10

items, is the Work Supervisor's Rating Form to

be- completed by the participant's work-site

supervisor (for those participants enrolled in

- a work. experience program) .

A number of the questionnaire items can be
grouped to ‘yield meaningful subscales that

défine outcome.dimensions of (1) Work Motivation,
(e.d., feelings of vocational adequacy, saving

of money, willingness to accept further training,
motivation to-work, awareness of job characteristics),
(2), Social Community Adjustment, (e.g., family
adjustments, getting along with people in the
communityp avoiding- problems ‘with law enforcement
agencies), (3) Training ‘Program Adjustment and
(e.g., counselor proficiency ratings, absences .
from the training program, work-site supervisor
pro-iciency ratings, working on or having obtained
" the .GED, knowledge of desired job), (4) Vocational
Planning Competency,. (ecg., level of long~term

and short~term job plans, ability to accomplish
plans, knowledge of what to ask a job interviewer,
awareness of job characteristics, quality of first
job sougnt,)




. »'0° Follow-up Program Survey -
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A "parallel* questiénhaire containing similar
-itém material is available :for ude with control
group members and. is designated the "Control
Group' ‘Status ‘Survey:" TS
programs ‘whose evaluation.design calls- for

“incorporation -of-a .contrdl group.

%

N

This ‘50. iten giestichnaire is also to be -
-administered orally, on.an individual basis, by

| the intervicwer ‘who' is to:- record the participant's
.responses, The::Survey is:presently intended for
use. at periods of 3. months-after: the: participant

" .- has_left the training program and again at 8

months following program participation.
" Ttems deal with the former participait's-parts

training -ekperiences in areas:cf employment,
education; -and social adjustments and future
plans.. In'addition, there is.a 5 item Employer

Rating Form which'is to_be completed by the.
‘present. (or .most. recent) employer. . (Permission

to interview. the-employer must be granted by the
youthrf‘ : : :

Performance dimensions. (subscales) that can be
formed for scoring responses, by grouping items

-of the Survey appropriately, consist of: (1)
Genéral Social and Vocational Adjustment, (e.g.,
employer proficiency rating,. family adjustment,
community adjustment, amount of trouble with -
police, employad vs, not aemployed . .at .the tim

of interview, saving of ‘money, perceived importance

of keeping: out. of trouble),  (2) On~-the-Job Success
and Satisfaction, (e.g., employment and earnings
experience since leaving program, starting

salary in job, ‘top salary expectations, hours

worked per week, lavel of job satisfaction, extent

-, to which job .expectations were met, amount of

.school attendance),. (3) Job Search Motivation,
(e.g., -number, of places: interviewed, number of
applications filed, .number of sources used to

- find first job, number of visits to State
Employment Service, time spe~t on present or
last iob), (4) Job: Planning Competency, (e.g.,
"quality of next job sought, level of short-
and long~range career plans, quality-of present
or ‘last ‘job, -amount Of school attendance), '(5)

Short-Range: Job- Success;  (e.g., time to find . .

first joh, number of places interviewed, saving
of ‘money, time on present or last job, obtaining
of salary réise, knowledge of next job sought).

. ) s X3
L -3y
s o R
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A parallel version of this, survey is alsg i
available for use with control group members :
and is designated as the -"Control Group Follow-
up Survey." For all versions of the Program.
Completion and Follow-up. Surveys, detailed
interviewer instruction forms are provided that '
deal with guidelines for item presentation.

The choice of items to be incorporated in the é
performance outcome instruments was based, in part, L
on previous research designed to show their
applicability as relevant performance dimensions
for -youth work training program enrollees
(Freeberg and Reilly, 1971; Freeberg 1976). That
research had included first, the- rational choice
of variables that encompassed stated objectives
' found in enabling manpower program legislation,
— “information obtained by examination of work- g
: ) training program practices ard curricula, and ' T
interviews with program professionals. Second,
\ ~ these variables, representing desired performance
outcomes, were administered to cross-sectional
and longitudinal study samples of youth-work
traininy program partigipants and analyzed to
determine which of them formed coherent:.and
interpretable clusters. 1In addition, the value-
of the various short-term outcome variables (i.e.,
at program-completion) was examined by determining
3 their relationships to the longer term (post-
program) variables. .

«

Resulting clusters of outcome variables, as
summarized above, were found 'to be similar in
studies  with enrollee samples from NYC and

. OIC programs. Major variables that comprised
the performance outcome dimensions were, there-
fore, chosen for incorporation in the outcome _
surveys for the SAS. This provides not only a ‘ ;
justification for choosing the items of ° : 4

sy ‘ demonstrated value (relevance) but a way of
: obtaining meanmgful groupmg of items for sconng -
purposes.

. , I~ ‘ L . - i
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;{]{U:‘ ﬂh meqﬁ.fhat is at léast cne sta?dar¢ dgviation'from

.rationale and available’ evidence used tc support the choice

.follow-up data are available for nearly 800 participants and

-

VALIDATION OF SAS IﬁSTRUMBNTé UNDER CURRENT DEMONSTRATION PROJECTS

o
-
~ .

Information pre-ented previously ‘dealt withééhevbackgrouhd;

of measures incorporated in the .SAS.. Theése instruments and their

_ applicability will be further refined and validated as data be-
. come available from the demonstration projects. in which they

are applied. One of the first demonstrations to be launched
utilizing the SAS is the Youth Career Development or YCD
demonstration which provides counseling, career information,

* job .search assistance, placement, motivationdl training and

other transitional ‘Bervices to high school students. The

- psychometric' bettery of pre - and post-tests are available for
.3000 participants and control group students. Outcome
. (criterion) information'has also been obtained for this in-

gchool .sample from the Program Completion Survey, administered.
to those high school .senior class. participants who had remained -
enrolled in YCD for 60 hours or longer. Finally, three months

controls who were served d@uring the coursé of treatment.

“fL, there is an opportunity to utilize-these short~term

criterion data, from one of the earliest YEDPA programs, for an

initial examinatiofitof: (a) the internal characteristics of

the SAS measures when applied to participant and control group o
samples (i.e., means, standard. deviations, K score ranges, reliabilities),
(b) some limited forms of construct and criterion-related

validity for -each-of the seven measures, and (c) possible

contrasts with.findings from prior studies --presented earliex -

-

in this section--as an indication of the stability.of the
meagnres and their suitability .for evaluation purposes with an
in-school YEDPA sample of high school students. ’

The.folldwing Table presen*s the scalé characteristics of each of the
seven sets of measures in the psychometric battery. From these
results it can be concluded-that: .

(1) Mean scale scores, standard deviations and score ranges
' represent reasonable values for the distributions of
".these measures when used with a disadvantaged,
CETA guaiified, largely minority group student
population--particularly so, sihce .this is a sample
that is relatively homogeneous by virtue of its’
composition. ’

From the means and variances, it can also ke seen
that the measuree generally possesS sufficient
—_ spread between-their mean scores and the highest
possible score on the scale, to minimizé any ceiling
effects (i.e., "topping out” on the scale).. A simple
index of the degree to which a ceiling effect is ,
likely to be.experienced with each measure is- shown
in column 4, as_a ratio based on the difference
.between the mean and the highest possible
v score. divided by the standard deviation. Customarily
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Charactcristics of the: Pnycﬁouetric Battety Measuces . _‘ ~
P Pret_esc: Adwinistration: YCD- Senio . ‘ ' -
© (N = 1666 Participants; N = 1590 Controll)
2 3 L 5 6 1
- - Ceiling - -
BEfect In ‘ . "
) Standardized . "
PV Units - ‘Mean Diff - . o
Mean Standard Dev  (Perfect Score-- Part. Reliabilicy Score Range
) Test ) - _ Mean/SD) v . (Alpha) o
SAB: chﬁru_ . Items | Part. Controls; Part. Controls | Part. Centrols Controls | Part. Controls| Part. Controls
. ‘Vocational,Attitude 30 | 21.5 21.6 | 4.3 4.1 | "1.99° 2.06 | w®s | .76 .73 7230 4-30
7 . (VA), - ) . . ‘ .
. Job Knowledge (JK) 30 .| 22.5 22.8 3.6  3,4° 2,08\ . 2.12 NS 67,65 1-30  6-30
-Job_Holding Skills 1 | 3.7 305 | 2.2 2.3 1.0/ 1.07 §| .o1a | .56 .55 . | 17-33 "19-33- .
2z (us) : . ‘ i ‘ ' . LI
> .Work Related 16 49.4 49,7 6.7 6.7 2.16 .- 2,14 . NS .18~ .M 28-64 28-64
;. .Attitudes Inventory - . . o
ATy .
© . Job Seeking Skills 17 12.5 12.8 ‘| 2.5 - 2.5 1.70 1.66 NS .66 .66 1-17  1-17
_ {uss) : ' . : :
_Sex Stereotyping 21 | ‘45.8 45.8 | 8.3 8.3 2.06 2.07 || NS 90- .90 | 21-63 23-63
"(88) - { ‘ ‘
’Self Bltcen (SE) 15 36,7 36.6 2.9 3.0 2.83  2.76 NS .58 .61 122-44  22-45
: i(:cmpl.ete data cases only - . 4
sNS = Non significant Meaﬁhtﬂ-ierence between Participant and Control group students 4 n
**Hean difference signiﬂcant: at P <..01 / ' T g “
v . o * . ‘. ‘ . / -
/
v /-
£
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" the highest possible.score would be desirable,

. shown in prior- studies and some -of the validation

- 29 =

where ‘the evaluation measure is to be used in order

to show change. over time (i.e,, & pretest, post-

test gain-score analysis). Although-all psychometric
. measures meet that approximate criterion, the one

measure that is obviously borderline in its

sensitivity to. a. ceiling effect, is the Job Holding

Skills scale. -However, evidence of its validity

evidence to be presented ‘below indicate, that the
measure possesses a sufficient degree of useful
variance to qualify for the evaluative purposes of
this battery. Attempts to increase the difficulty
level (i.e., reduce the ceiling effect) of a Job
Holding Skills type of construct have tended to
increase the complexity of the job situations
portrayed to a point where it becomes, one of cognitive-
verbal comprehensioh, -~ when used with-a low vegbal
skill population, ~ rathér than a measure of awarenese
of how to behave in a job setting.
Reliabilityy (internal consistency) of the 7 scales as
_(column 6) ranges from r's in the mid .50's for

'the Job Holding Skills measure to .90 for the

Sex Stereotyping of Adult Occupations scale.

Overall, the reliabilities are comparable to those
found in prior studies and represent sufficient
levels of internal consistency for evaluative uses.
The generally lower reliability of the JHS scale

is commensura#®erwith its having.the fewest items of
any measure in the battery (i.e., 11 items) and can
be considered a reasonable magnitude for such a short
scale with complex content. '

There is. a fairly .high degree of gsimilarity between.
the YCD participants and the contrcl group members
with regard to their psychometric kattery performance.
Differences between mean scores for the tvwo groups )
are not statistically significant for 6 of the 7
measures. The one exception is the-Job Holding. Skills
measure which, although statistically significant in
its mean difference for the Participant and Control
groups (at the P« .01 level), is negligible in terms
of "practical' significance with a mean of 30.7 for
participants and 30.5 for controls (barely one tenth
of a standard deviation). '
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e Thia .examination of the validity of the measures of the

. paychometric battery is based on two types. of . analyses from
available data of the YCD' program.- One is a brief and general
b form of construct validation for which the intercorrelations
5 .of ‘the” qeven measures can; beeused to see whether the broad
3 ‘pattern Jf relationships. ia sensible or interpretable (i.e.,
- whether the obtained pattern of relationships is consistent -
: with the ‘constructs intendpd’in the design:of the measures).
L ‘The second: is the more impprtant and meaningful criterion -
. ralated validation po:aibp§ with a variety of performance out-
' comes, limited for this.analysis to a gelect group of short-
term (program complétion) -driteria of trainee capability and
adjustment, \ )

-

(1), ,Construct Validation . -

. The collowing table presenta the 7X7 intercorrelation mat

for the psychometric battery measures for the merged
- participant and control group samples, The patterns

of relationsghips in either sample are highly similar -
as might have- been expected from the considerable

5 'gsimilarity already shown for their score distribution

: . indices and reliabilities. Other points to be high-

. - lighted are: v

(a) The correlations, which are all statistically
significant at the .01 confidence level, show

. ' sensible and logical patterns of relationships
that tend to support broad aspects of construct
‘validity. First, these largely vocationally—
oriented measuras are all found to have a

. positive relationship to one another. Second,

e ) and more important, the two major categories of .
measures that can be reasonably defined, as -
attitudinal and cognitive, have their\appropriate
interrelationships within theivr approp}iate
category. Thus, the measures intended ‘to

. represent. cognitive ability constructs-~i €.,

B . Job Knowledge and Job Seeking Skills--display

& their highest correlations with one anoth

> _ (r = .51 for the participant .group and .52\for

/ " the oontrol-group). Similarly, those measures

A desighed to assess clearly attitudinal perceptions

are most highly interrelated-.-e.g., the Vocational

Attitude Scale and the Work Related Attitudes

Inventory show their highest relationships with

one another (r = .54 for Participants and .48

for Controls) 'in contrast to their léwer

correlations with the cognitive.ability measures.
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Fsychometrie Battery Intercorrelation Matrix*
. . YCD Senior Sample

T N\

‘(Participant N = 1666; Control W = 1590)
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JHS WRAL Jss ss  _SE_

-
A

- 38, 27 54 37 32 27 ¢
33 - 30 38 ‘51 2 (23)° °
29 31 - 39 32 21 27

37 52 33 42 - 2%, 29 .
24 22 18 33 22 - 16
25 24 28 ‘43 31 18 -

. . ’ . v . ' . b 3
* Participants above diagonal; control group below. All r's are . i o
significant at the .01 .level. Decimal points are omitted. . o
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Additional evidence 1n support of construct validity
. //can Be: found in, the relationships between the STEP
e Reading Tests .and' the~psychometric battery measures.
rooo- If the cognitive and attitudinal constructs under-
jlying the ‘measures are logical 3t would be. expected
that the primarily cognitive psychometric measures (JK
f'and JSS) would -be-more highly correlated with reading-
8Kill than the attitudxnal scales. This is pre-~
. cisely what is seen fo occur for the relationships
shown’ below, betweéen each psychometric battery
measure and the STEP ‘Reading Test.

3 Psychometric Battery Correlation With -
; Méasure i STEP Reading
l - « - VA ’ . 034
P JK L .41
JHS , " .28 ,
L ' WRAI - .38
3 ’ - JSS - N .50
;e LT SS .25
SE 24

‘(b) Among the four measures (JK, JES, JSS.
. and SE), for which there is prior evidence regard-
ing their intefcorrelations, the relative size
of these relationships-in the present YCD sample
is fairly similar to previous findings with
youth-work training program samples of N.Y.C.
. and OIC enrollees. - . , ‘

of the’ psychometric battery measures, the WRAI

iz found to have the highest correlations, over-

all, with the other nieasures in the battery. In

part, this is because its attitudinal item

content overlaps to some extent with the types

of items used in the Vocational Attitude scale .

: and the Self Esteem Scale. ‘But, the 'measure.

i - also displays the strongest relationships of any

: . of the-.attitude scaleés with the two cognitive

P - measures of JK and-JSS, as well as with the .

STEP Reading Test. <Thus, it is the one measure

- of the psychometric battery that most clearly

;. ' cuts across both cognitive and attitudinal

' aspects of test performance. By contrast the
measure that has the lowest overall level of
relationship to the other SAS' psychometric measures

for either participant or control groups (i.e.,

the most independent..or -unique measure of the
. seven) is Sex Stereotyping of Adult Occupations.

The finding is a logical addition to evidence . A p
; for construct validity, in view of the relatively Cf
! distinct intent that seems to underlie the rationale
: or purpose of the SS scale and the subject ( .
3 ' matter that defines its item content. ’
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o~ {2). :Critérion-Related Validation
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'Ejgtggnwvariap}echgptagggdain‘thevProg:am‘Cbmpletiqn
Survey. constitute the:short-term trainee performance

~

Sitoomes (criterion measures) that serve as-the basis .

“for this initial examination of the predictive -~ ' .-
”§I§§§?Y”Pffggqb'df*th§17*§§Y¢h°m§f?ié battery -
measures. - These. 15 criterion variables are. identified

= the followifig ‘table which 'présents the statistically
:;igp;ficggtwcqt:@}@giﬁﬁé‘(;@9.,3va1;dityicogfficients)
~bbtai§gdTﬁetyggh]eqchﬂbf=ﬁhe<éfitéria and the

psychometric battery measures in a 7 X .15 rectangular

matrix, :Thése data are presented for thé YCD. N

participant sefiiofs .who ‘had been enrolled in the ‘rogram

_ during the 1378-79 .academic:yedr; remained in. ¥CD
: for .at~ lepst. 60 liours of program services ‘and
voluntari .agreed to complete the Program Completion
Survey. D : ‘

-
23N

£

. * Three of the criterion variables from the survey
represent multi-item scales ~-= i.e., thé Feelings
of Vocational Adequacy Scale (6 items), the Awareness
of Job Characteristics Scale (6-items) and the Counselor
Rating Form (11 items). ' The respective reliabilities

& -of the 3°'scales are .56, .56 and .89 (as internal
~ consistency from Alpha coefficients). The shorter
) 6 item scales are nedr the lower boundary of
reliability desirable for criterion meagares (though
still useful), while the counselcr proficiency rating
scale possesses a substantial level of reliability.

For ease of interpretation, as well as more meaningful
and practical value in any discussion of results,
the validities shown in the following table are those that are
fg\?t r = ,10 or greater and significant at the .01
‘“_(p= .01) or better. From that table, all measures
of the . psychometric battery are szen to possess some degree
of statistically significant validity against a number
of the criterion measures at program completion. Of
importance in this pattern of significant relation-
" ships is that all are in the expected or logical,
direction, such that a higher (more favorable) score
on an SAS measure is associated with favorable
criterion performancé. It can be noted, that it is
also .true for the three r = - .10 values shown on .
the "Lowest Hourly Pay Acceptable" criterion in ~
"that those participants with more favorable attitude
scores on the JHS, WRAI and SS at program entry tend
to be the onées who, at program completion, would be
willing to accept the lowest hourly pay in order to
obtain a desired .job right now (i.e., more motivated).

o * ¢
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- Paychomettic Battery Validities Using 15 Program Completion Criteria .
"y s e o W T s . .. ) . . ‘/,-: R
i - ‘ ‘ . Work Sex _,;,f':
. ) ) "Job Related ~Job Stereotyping
S . ’ Vocational Job Holding Attitides Seeking .Gf Adult. . Self
Prog;gb'Completig;oPerférqpncg Attitude Knowledge Skills Inventory Skills Occupations Estéem
: . ‘Outcome- (Criter¥on) ‘Measure (VA) ° (JK) (Jus) (WRAI) (JSS). .. (SS) . (SE)-

. PR B . B . B i J . ¥ . " ‘.
' » i‘s?aiily-feglinga{about Pgogrqn~(40)2 < . a3 - R
2’ Change in Cetting Along with ot
i Family (39) . - R
; 3 # People Giving Hard Time (44) - 14 t‘%
% 4 # Days Abgent From Program . — ) ‘ﬁ
5 " : ‘ ‘W :
: 5 Satisfaction with Program (12) o
2 e - . oo T
6 Trouble with Police (45) 11 14 .17 14 15« - .18 - o
i 7 Imp. Reeping out of Trouble (46)° .12 e .15- SR
: Job would Look for after Program ’ ,f
: (34) , ‘.10 .12 .10
;o 9 ' Job would Like Best Now (35) .12 .12 .10 . 14 .18 .15 ;
; . =
10 Lowest Hourly Pay Acceptable (36) -.10 -.10 -.10
% 11 Knowledge of Desired Job (37) .12 _ é
1 _ 12 Willingness to Enter Training (38) .22 13 a2 .26 .16 .15 24 ;

13 Feelings of Voc Adequacy (22-27) .16 .13 .23 .16 .27 ' 44(;_;

t @ Y
: ‘14  Awareness of Job Char. (28-33) .10 .15 .11 .10\\ .16 .18 .
gy 15 Couneelor Rating 17 . .16 207 .18 5 ‘
>l ' . P 4
; 1A11 r's shown are significant at the .01 confidence level or better o g

2Numbers in parentheses. refer to item numbers in the questionnaire
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-~ Overall, in terms of humber and magnitude of significant
’ relationships, the Work Reiated Attitudes Inventory

. , possesses- the best predictive validity against these

- short=term outcomes, with'its highest validities for

5 the trainee's eXpression of willingness to enter a

¢ training program in order to obtain a.desired job

R (r = .26),' Feélings of Vocational Adecuacy Ar = .23)
and. Counselor Rating (r = .20). ~The WRAI is followed
closely in levels of validity by tne Self Estcem
measure and the Vocational Attitude Scale. The
patterns for those three attitudinal scales are

. fairly similar, -although the Self Esteem Scale seems

to evidence better validity with sevzral social '
adjustment variables. than do the other two -scales -
i.e., Family Feelings Abcut ‘The Program, Importance

- of Keeping "out-of Trouble and. the highest relation-

- , ship -of all (r = ,18) for Amount of Trouble With

B B Police. N . . ' ’

. Of the psychometric battery cognitive skill measures,
- the Job Seeking Skills Test displays scmewhat higher
Bt levels of vwalidity with the job~driented criteria

v than does cob Knowledge., : . N

oI T Generally, criterion variables for which psychometric
' pattery measures demonstrate their.-best validity are
L the job-orientzd ones and the" counselor proficiency
rating; while the. personal and social adjustment set
of crite-is {1,e., family-community adjustments,
. satisfagt...n with the program,\absences’from the
- program) are comparatively negligiblé, There is
: only one social. adjustment eriterion for which the
psychometric battery medsures are almost uniformly
significant predictors {i.e., valid) and that is the
"amount of Trouble With Police" onl; the SS measure
fails to correlate significantly with that outcome.
Those trainees who obtain high scores on the
pschpmetric battery measures at program entry
_tend to report, at program completinn, that they had .
1ess trouble with police during the course of their
enrollment. ’ “

Any comparisons of these results- for an in-school
- YCD sample with those of prior validity studies using
similar criteria must be made cautiously {especially
. since prior results were based largely on unemployed
. school dropouts in N.Y.C. and OIC work~-training
programs). Not only are there differencés to be
expected between jn-school a.d out~of~-school samples
from different types of youth programs but, in addition,
. many important criteria that were found valuable at
v ’ program completion in prior studies are not iogically
: applicable to an in-sclicol program that does not
provide a stipend (e.g., work-site supervisor proficiency

ST e e o e e T oo R ""_T"S'U"‘" ': T ‘f’:‘ =T ",‘ - - " T : T
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ratings, trainee financial management of. income . 3
derived from the program, whether or not the
‘trainee iz working toward, -or cbtained, a GED).
Furthermore, for three of the seven measures of
- the psychometric battery (i.e., VA, WRAI and SS)
= there has been little or:no previous study of their
validity with the assortment of criteria.utilized
here. 'Nevertheless, there are gome general gimilar- d/ﬁ
.- ities with, prior results for the four measures for
which such direct contrasts are possible. Thus,
for example, it ‘can be -seen in the present validity .
results that ‘the JK; JHS and JSS measures each tend
to beé significantly related to the counselor rating .
-eriterion while Self Esteem is not. This is a ¢
_ result obtained previously with an N.Y.C. sample -
(Frteeberg, 1970). 1In all previous validity studies '
the four ETS measures had also tended to produce
significant validity -against the social adjustment
variable of Amount of Trouble With Police and with
\, the set of criterion variahles involving job-oriented
. perceptions of the trainee--as was evident in the
\ present study. The only area of discrepency, however, .
‘exists in the value of the social adjustment criteria 3
(e.g., variables involving family and community .
adjustments, program absences, importance of keeping
out of trouble) for which these four measures had.
tended to show a pattern of more extensive significant
validities for an out-of-school sample than are
found here for high school seniors.

Although\the magnitude of the significant predictive
validities obtained in ‘this .study are relatively

low, with most of the correlations in the teens or

low .20's, the patterns are indicative of the potential
value of these psychometric battery measures as .
program assessment tools. Distortions that serve

to minimize the extent and degree of validity obtainable
are often a function of (1) the quality of the criterion
data colliected (for this study all data were collected
by the YCD project personnel) and (2) possible sample
biases from restrictions 'in_the range of performance N
for the sample. from'which the criterion data could be . -
obtained. Thus, for the present study, validity would ‘
be expected to be weakened by the fact that there is

a reduced sample of aboiut 970 YCD senior participants
available at program completion from some 1,660
originally pretested at program entry. Sincé these
students could be assumed to represent those who

were motivated encigh to remain enrolled in the
program, it might also be assumed that they represent
a sample who are more restricted in the range of

their program completion criterion performance (i.e.,

* clustered, hopefull: at the high or more "favorable"
end of the pe¥formagge distribution) -~ a result that

T 7 would unavoidably- serve to minimize the magnitude of
= . the validity coefficients obtainable.

51
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Iﬁ the following table, the longeterm‘predictive validities are lhoén,'

for the 7 .psychometric measures using criterion variables from the
Program Follow=up: :Survey administered to the YCD participants
three months.after the end of ‘their -cenior academic year. The
~cqrgq}ationb:4va1;¢ifi§sx;pxgieﬁte61in—the rectangular matrix
represent ‘thoge that :are significant at the B = .05 confidence

lyvbl,,prbqtyérw'abd)qfla:mdggitﬁde.pf r's = .10 or larger.
‘The. .05 ‘level .was: considered a more sensible standard here .

(rather ‘than the .01 level applied to the short-term validities in
thogp:gpgdingutgbleﬁbecauqq,qf.thg.coﬁsidérablyxreduced‘sgmple size

‘available for the Program Follow-up Survey. In additien,

‘ for simplicity in summarizing: 'the patterns of validity, the

‘. values -are:. shown only for those: post-program outcome variables

féiﬂwhifhvatﬁlqutféhéxﬁiybﬁaﬁéﬁriczmgiﬁu:e~di§p1§yea

N |

' “siznificant predictive validity, Thus, there are 13 criterion

o

~va;;@b1ggznhowq,;n\phgutablg out of a total -of 29 criterion
varidbles from the Follow-up Survey that had been examined
in-an original 7 x 29 matrix. (Obviously the number of
significant r's presented here ~- i.e., 44 -~ indicate that
-thers was a greater than chance number of significant r's
present in that original matrix of 203 possible corrleations.)

As~with.thé&phort-term (program completion) criteria all 7
measures of the psychometric battery possess significant
validity ‘for.at least some of the post-program criterion
variables. The one outcome variabl€¢ for which all psychometric
battery measures are predictively valid, is the status level

of the job held 3 months after training. Those¢ who score ///

. higher on -the psychometric.measurass at program entry {especially

on the Job 'Knowledge, Job Holding Skills and Job Jeeking SKills'
‘Scales) are.more likély to occupy higher level jobs some 3 to
4 months following high school conpletion, .

The 7 measures as a group .are seen ag most consistent in their
predictive vaiidity for: (1) post-program performance outcomes

. " of Job Satisfaction (with 5 of the 7 having positive significant

e
'%' -
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relationships); (2) whether or not the former YCD participant.
goes on. for further formal school or enters some form of train-
ing (for whick 6 of the 7 ineasures show predictive validity)

and (3) status level of the job that the individual would 'seek if
he or she. left their present job (for 6 of the 7 psychometric
batterv measures). _ i

Of spacial iﬂtereit, among the predictive validities shown)
with the remaining job-orier.ted performance cutcomes, are:
(1) the positive relationships betwzern former participants

_ expressions of how well they know the job they would like to

have . (Job Knowledge) and their scores at progranm entry on the
three attitude scales of Vocational Attitudes, Work Related
Attitudes Inventory and Sex Stereotyping, (2) the tendency for
those with more favorable attitude (WRAI, SsS and SE) to find

EKTC their first post-program job more quickly and (3) a similar
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‘of compliance‘with socially acce

) Simila* to the findings for predictive

finding of predictive relétionships between. atiitudii?l scales
(VA and WRAI) and engaging in some form of activity with y
“vocational promise" versus doing nothing (i.e. Current

Activity Status),

For the outcomes bearing’ on social adjustment, the two scales

predictive of the importance of keeping out of trouble are. the

attitudinal measures of Job Holdimg-Skills (i.e. the degree
tabla behaviors on a job)

and ‘Self Esteem, However, there is a negative relationship

found between those who-scored high op JK, WRAI, JSS and SS

financial contribution.

psychometric battery using the-progra
the. overall results regarding the validilty on those_post-
program criteria indic ates, again, that-

psycahometric battery.
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s A ' . " MEASURES APPLICATION

The study design and .seguence of measures’ admlnistration for.

7
b this' ev#luation research was develdped to meet tlhe need for
R a camprehenlive set of procedures: for all participating youth.
Mo employment ‘programs. These procedures specify time of
e administration for each of the following in&truments in the
I -Standardized Assessment Systemz'

Individual Participant Profile (IPP)
i« . STEP .Reading Test o )
: » . ;-Pretest/Posttest-Battery

Ler 2N

a) Vocational Attitude
: ' b) Job Knowledge
B " - c) Job Holding Skills
A . . d) Work Relevant Attitudes
F ' e) Sex Stereotypes of Adult Occupatlons
- ‘ Self Esteem’
P : g) Job Seeking Skills

-
Hh
S

O

Program: Completion Survey
Control Group Status Suirvey
Program Folluw-Up Survey (3 months and 8 months)
Control Group Follow~Up Survey (3 month= and 8 months)

p One of the more important features of. the study/d651gn and

i measures administration is the dlfferentiatlon/among subgroups
. of examinees with respect to the amount of time they participate
: in their respective programs. In the case of out-of-school
programs (excepting summer-only programs), two critical time
standards were defined -~ 10 program days ard 3 calendar months.
Program participants were then classified in one of three time
segments: [(a) those who remain in the program for less than

10 program days, (b) those who remain in the program for 10 or
more progr days, but less than 3 calendar months, and (c)
those who remain in the program for .3 or more calendar months.
All of these grcups (and the control group(s) are administered
the IPP (Participant's Characteristics Section), STEP, and pro-
test battery during the-first week of the program. Likewise,
all are administered the appropriate Follow-Up Survey 2 .and 8

: months after exit from the program. However. at the time cf
‘ exit- from the program, the administration design calls for

: progressively niore comprehensive data collection from
participants who remain. longer in the program, Thus, for those
who remain for less than 10 program days, only an IPP,jPro(ram
Status Section) is completed.” For those who remzin for at

~

dded to the IPP. Thosé who remain 3 or more calendar months
are administered thd Pfogram Completion Survey in adaition to
the IPP and posttest battery. The control groups, after a time
. interval comparable to the length of the employment program,

Status Survey.

| ' | | 5
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least 10 days-but lesszzhan 3 months, the posttest battery is ///

. are administered the post—test battery and the Control Group N
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The entire administration sequence for out~of~gschool programs
ijs shown in the following. Honorarium payments are optional
for various participants and control subgroups, while mandatory
in othexr cases. For participants, payment is'optional in the
situation where a youth leaves the program before being post-
tested. For controls, payment may be made for data collection

at both the beginning and end of the program, if deemed necessary
by the program director. P .

It should also be noted that although many programs have a

. fixed start and end date common to all participants, there are
certain programs with differing start and/or -end dates for
individual participants -~ the so-called "rolling admission"
and/or -"rolling exit" programs. The above administration
design is also applicable to'these kinds of programs, simply

by defining entry into and exit from programs. o an' individual
basis. The comparable pretest-posttest interval for control
group data collection is typically set at the estimated mean
_pretest-posttest interval for program participants. In ‘
situations where two ¢r more comparable control groups might
be available, consideration is given to the possibility of more
than one pretest-posttest interval for control group data ’ .
collection." . . ' )
The measures administration design for in-school and summer-
only programs is completely analogous té that for out-of-

‘school programs, except that the upper time standard is set

at 60 program hours rather than at 3 calendar months. Thus,
for in-school and summer-only programs, participants are
categorized into the followirq three time segments: (a) those

who remain in the program less than 10 program days, (b) those N

who' remain in the ﬁiogram at least 10 program days, but less ' '
than 60 program hou s, 'and (c) those who remain in the ‘program

60 or more program hours. The standard in terms of program.

hours (rather than calendar months) was adopted in recognition

of the fact that in-school and summer-only programs are likely \
to vary considerably iwith respect to the compression (in time)

of their pr .gram services. 'Thus a standard in terms of

program time, rather than calendar time, was judged to be N

more appropriate:. In almost 21l cther respects, the N

administration design is analogous to the previously N,
described design for out+of-school programs. The single

exception, noted below the figure, is that YCD Demonstration
Projects require administration of the posttest battery to

program participants who remain in the program for 60 or more \
pro m°z 1 hours, not 10 or more program days as do the other in-

schco Lt programs,

Thé project and process - information for year=rovnd or in-
school only programs is gathered from project operators annually
with an April 15 report date. For summer-only projects, the .
report date is August 15. The project and process information |
material was implemented in fiscal 1980 so that summaries for

eariier projects had to be reconstructed where feasible 'and ‘
appropriate. Sponsoring organizations for multi-site projects

are responsible for collecting and validating this information.
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Sequence of Instrument Administration

G

A S oty

T BT e

for In-School or Susmer~Only Programs - -~ 1
' P . Three Months®  Eight Months -
During First At Exit From (or After Bxit After Exit .
’ Week of Program End of) Program From Program JFrom Progiay
Thou vho remain in +Participant’s _«Program Status- Program Progran '
program for less than'  Characteristics~  (IPP) Follow=Up Follow-Up
/10 program days. (IPP) Survey Survey MR
’ STEP ! i
Pretests H
Those who remain in +Participant’s .'Progr,n Status- Prograx +Progranm . ;
progras for 10 or more Characteristics- (IPP) Follow=Up Follow-Up i
prograi days, but less  (IPP) Posttests Survey Survey .
than 60 program hours STEP - ;
: Pretests . .
Those who rmin in .Participant’s .Progrfm Status- .Program .Program :
program for 60 or Characteristics~ (IPP) Follow=Up Follow-Up M
more program hours (1PP) Posttests Survey Survey ;
' . STEP Program Completion
Control Groupr +Participant’s Posttests” +Control ~ .Control -
’ . Characteristics~ Control Group Group Group,
(1PP) - S:ntusz Follow=Up Follow-Up
STEP Survey Survey Survey
Pretests ' =

~

It you can determine when a par:iciptnt will leave the program, test in 1as: 2 weeks
, prior to leaving. If the youth leaves before testing has taken place, locate youth for
/ testing and, if necessary, pay youth $5.00 to corplete tuting (this includas both the
/ Posttests and the Program Completion Survey, if required). \

’

zDa:o set in consultation with OYP or contractor staff.
AN

3Pay $5.00 to each youth who completes the 3 month Follow-Up Survey. \\\ :

N AN L
‘If necessary, you may pay contgol group youth for participating in testing. $5.00 for
Pretests, and $5.00 for Posttests.and Control Group Status Survey. AN

N
~

ROTE: ‘ YCD Demonstration Project requires posttesting for eny youth whc has been ﬁ\ t&

program for 60 or more program hours.

N

~N

~

N
N
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Sequence of Instrument Administration for

£ . Qut-of=Scnool (Except Summmer-Only Programs
. . <
a ' During Pirst ‘At Exit From  Three noﬂth33 Eight uonthséx“
" Week of ~ (6r end of) After Exit After Exit -
Program . . Program From Program ° From Program
Those wiio remain - .Participant’s . «Progran - . .Program | .Progranm
_ 4in program for Characteristics Status=-(IPP) Pollow=-Up Follow=Up
. '~ less than 10 (1PP) ‘ . . Survey. Survey
®  ‘program days +STEP ' ’ )
- .Pretests -
.. Those who, remair  .Participant’s +Progran +Progran .Program
" 4n program for -  Characteristics Sta:us-(IYP) Follow~up ~-Follew=up
10 0r rore - +(IPP) - .Posttests Survey Survey
.prog-an lays, +STEP
2 but less than .Pretests
3 calendar -
months . e
Those who remain .Participant’s .Program .Program .Program -
.in program for Characteristics Status-(IPP) Follow=Jp Follow=Up
3 or more (1PP) , .Posttests Survey Sugvey -
calendar months ,.STEP . +Program
Pretests Completion
Survey
Control Group™ .Participant’s Posttects” .Control Group .Control Group
Lharacteristics .Control Group Follow-Up Follow-Up
(1PP) Status, Survey Survey
+STEP Survey
.Pretests

11£ you can determine when a participant will leave the program, test in last
2 weeks prior to leaving. If the youth leaves before testing has taker place,
locate youth for testing and, if necessary, pay youth $5.00 to complete testing
(this includes bothethe Posttests and the Program Completion Survey, if required).

2Date set in consultation with

3Pay $7.0° to each youth who completes the 3 month Follow-Up Survey.

}

4Pay $10.)0 to ech youth who completes the € month ow~Up Survey.

SI£ necessary, you may pay control group youth for partisipating in

$5.00 for Pretests, and $5.00 for Posttescs and Control Group

—s
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BASIC ANALYSIS PLAN ..

il ~— : . . .
L Sﬁy comprehensive evaluation of the youth demonstration programs
L must (1)} have both a formative and 2 summative component, and
{2) take advantage of the longitudinal hature of the design.
. 'The. summative component. is primarily concerned with what works
. "best" and for whom while the~form9tive component attempts to
identify !§¥ particular programs work. Traditional statistical
.methods applied to data gathered in randomized experiments R
carried out under- laboratory conditions can provide information 7
on both what and why. However, -as one moves to field experiments, o
Vo aontraditional and, innovative approaches to data analyses :
must supplement (not replace) the traditional approaches. - i

. In a literal sense there is no "sampling" with respect to enrollees
: at a demonstration site since evaluation data are to be
collected on the performance of all enro es at a particular
.site.- The control group at a particular site, however, does
- represent a sample from a hypothetical population that is,
o hopefully, similar to-the enrollees with respect to important
background and, ability variables. To the extent that the
enrollees (and the controls) are similar to other populations

of interast (e.g., other CETA qualified individuals), we can .
make generalizations concerning program effects to other employment
and training contexts. If the controls are found to be quite
different “from the enrollees, any conclusions about treatment
effects becomes quite tenuous regardless of the sophistication
of the: statistical adjustment used to correcting for the pre-
existing differences. ‘ )
The smallest unit of analysis will be the enrollees within
site. This.will be the common unit of analysis when comparing ,
participant and control groups within site. The results of
such comparisons make up the summative component of the
evaluation model. When a particular demonstration program has
a number of sites and one or more control groups, the repeateéd
comparisons of treatment outcomes with contrcl outcomes will
_be considered independent replications within a program. 1In
the latter stages of the analysis, data on sites nested within i
programs will be pooled across programs in an effort to identify :
what program attributes (such as processes and/or personnel)
influence; (1) psychometric battery test score gains, (2) scores
on the Program Completion Survey (PCS) scales (3) positive
program terminations, and (4) three month and eight month post
' program labor market performance. Figure 3. 1In more complex
analysis, we will use both individual characteristics as well
as characteristics of the sites in the same model. The
‘characteristics of sites will come from a process survey. In a N
sense, there will be two units of analysis in such models -- the oo
individual and the program sites. Results based on the pooled
data which includes both individual and site characteristics
. make up the formative component of the evaluation model. This
. type of analysis will tell the degree to which particular .
;’[ o  programs were effective. ' , i
ARJ(: ] . . i
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The input description will include the following basic cross-
vabs, which will provide a population description by site
within a program. Frequencies and percentages responding to
"each item in the 'IPP will be tabulated within site by the
following cross-classification: (1) Ethnic groups by treatment
and control, (2) sex by treatment and contrdl. (3) age groups
and- (4) totals, i.e., simply breaking out each IPP item by )
treatment and control. When the Individual Participant
Profile (IPP) response is'on a continuous metric, means and
standard deviations as well as the appropriate statistical
tests will be presented in .the tabled cutput.,

However, since findings of statistically significant differences

may simply reflect large sample sizes rather than practical :
differences, all mean differences will be divided by the pooled 7
standard deviations yielding an index of group differences in /
" terms of standard deviation units. This.approach allows one f
to compare more readily reSults from a large site with those e
from.a small site. .In the social science literature a third o
‘¢ Yalf a standard deviation.difference is -considered a - [
'medium" -effect while a one-fourth to one-third is considered :

a "small" effect (cf. , J. Cohen, 1968).

The above cross~classifications provide sample descriptions by /
sité within program as well as information as to what sites ;
can be pooled within programs without raising questions of
interpretation-in subsequent statistical inference. Sites

within programs which have 40 or less youths in either the o
program or control group will be considered candidates for

pooling in subsequent analysis of -covariance gain score

analysis; . < . v
The above analysis provides a description of the population _
of participants and controls by site within program. - A ‘
description of the population of programs in terms of programmatic
and/or process variables will also be carried out in an effort

to (1) define program dimensions on which there is sutfficient
inter-program variability to be useful as explanatory variables

in later structural or path analysis models and (2) provide a
description of the population being served by selected categories
of programs. That is, resulting tables would present not only

the number of programs according to selected categories but

also the demographic characteristics of the participants being
served by each program category. Classifications of individuals-
being served by types of programs would include: ethnic group,
sex, age groups, economic status and education levels. The
individual characteristics will be taken from the IPP.

Categories of programs will be defined by responses of program
personnel tothe standardized Project and Process Questionnaire,

P rogram classification categories will include:

<
()
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Pre-test Scores (SAB)

1

Items 1-29 of IPP

.~

. From PCS and CGSS
.

. Post-test Scores (SAB)

.. Items 30-49 of IPP

. Hork‘Hotivation'

. Social-Commurity
Adjustment

.vTraining Program
Adjustment

<
. Positive Vocational
Orientation

. Employers and
Counselors Ratings’

. Quantifiable Proéeas
Information (SPQ)'

. Cost Effectiveness
Information

FIGURE 3

THREE HONTH FOLLOW-UP

. General Social and|
Vocational
Adjustment

. On the Job Success
and Satisfaction

. Job Search
Motivation

. Job Flanning
Competency.

. Short Range Job
Success

. Working vs. Not
Working

. Salary Level
. Employer Rating

Items and/or
Scales
|

WRIABLES AVATLABLE AT EACH PNINT TN TIME .

( ba

EIGHT MONTH FOULO"-

' Vocational 'ff}i
Adjustment 3
/:‘?
. On the Job Succell*
and Satiafaction‘

. Job Search o
Motivation i

. Job Plaﬁntng
Competency

. Short Range Job
Success i

. Working vs. Not
Working

PR IR PR Tt oS

. Salary Level

Employer'Rating
Items and/or
Scales

-
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(Example of Cross Classification for IPP Item 1)
Male . zje_-nale
[ \
\
Participant 25 25
Minority (502) (50%)
Group v
Member Nomparticipant 20 30
) ’ (40%) (60%)
Participant 20 15
" Nonminority (40%) (60%)
Group ‘
Membéx;; . Nonparticipant: - 10 40
(202) (80%)
Chi~square = \'\
. \
{
,\‘
!
\
\
62
- &

R
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Rfmmrype~of_SponsofingQOrganization

1, Prime sponsor - - E :
2. School or Educational Institution

3. Non~profit Community Based Organization (CBO)

4, Profit Making Training Organizations - .
5. Other

B. 'Service Patterns

1. Primarily OJT or Work Experience
2. Primarily Classroom Work Skill Development

3., Primarily Classroon Training in Smployability
Development. e.g., GED Attainment, Job Search

Training, Life Skill, etc.
4. ‘Service Mix ) ; e,
- \ 5' ot)her
c. ﬁinkgges

1. Significant
2. Moderate )
3. Limited )

D. Intensity of Program (Total Service Hours)

1. Low
2, Medium - .
3. Hidgh

E.\ Unit Costs .

1. Low 4
2. Medium -
3. High . ;

Estimates of the reliability of the, measurements afforded by

psychometric instruments are necessary for the appropriate
interpretations of the "gain" scores. Reliability as defined

here is an estimateé of the relative stability ot the individuals'
scores on two forms of the same test. This estimate is usually

obtained by scoring separately two halves of the same test on

-a given-sample-of individuals. -The..two scores for each
individual based on the separate halves provide two "independent"

measures of his or her performance on the trait or attitude.
The correlation between the two scores yields an index of the
stability of the "halved" scores for this particular sample
of individuals. This correlation between "halved" scores can
be interpreted as an index of stability of the half scores
but rot the stability or reliability of scores based on the
full length test. However, if we can assume that the

items that go into each half are measuring the same trait and
one half-test is not more difficult than the other, then one
can estimate what the reliability of the full length test is
by using the Spearman-Brown Prophecy formula (Cronbach, 1970).
Ordinarily, if the half~scoras are obtain2d by simply scoring
the :odd and evenitems, the two scores should be sufficiently
equivalent with respect to content and difficulty to meet the
assufption of parallel measures of the same traits, and thus
the application of the Spearman-Brown formula to estimate

the reliability of the full test is justified. This type of
reliability is often referred to as a measure of internal

corisistency reliability. Simila~ fo the correlation coefficientr's .

T "‘f""f'f“""f"*—b".”f,"“f‘f“i R Al S
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A ““varfat;batwqgn*zero*and*1707“wﬁefe an observed reliability of

1.0.-would-indicate that-an individuals' score is completely

_stable from one parallel' test form to another. Conversely,

if the obtained reliability is zero, knowledge of an individual's
score on-form A of the test would tell nothing about how he

‘or she would. pexrform if given form B.

The extent of variation in .an_individual's_scores when
going from one test form to another is a measure of the error
variance in the observed measurements. .Thus, the reliability
coefficient cah be interpreted as a correlation coefficient,
squared or said differently (and somewhat loosely) the per-
centage of the .observed variation bétween individual in -the
sanple that is true variation, When the reliability is equal
to.one (1,0), then all the observed variation among the I
individuals' scores are the result of "truet between
individual variation on the trait and thus there is no error
of measurement present in the observed scores.

Know.edge of the améuni of true variance present in test

. scores (i.,é., the deccee of reliability) is particularly

relevant for interpreting the impact of an, intervention on gain
scores. Gain scores are variations of simple difference .

scores (depending on how you compute them) and thus have
components of measurement error from both the pretest and
posttest. Thus, the difference score is less reliable than
either the pre~test or the post-test scores.

Since the analysis.of covariance (ANCOVA) which will be

. described in detail later, uses an adjusted difference score

as a dependent variable it would be useful to know if the
acceptance of the null hypothesis of no group differences is _
simply due to the unreliability of the measurement rather

than the fact that the program didnot work.

Similarly adjusted difference scores can also be used as explanatory
variables in various structural equation models (path models).
Knowledge of the test reliabilities will allow one to adjust
parameters in such models and thus get an unbiased estimate

of test score gain as an influence on later labor market
performance. ’

In view of the abcve discussion, internal consistency reliability
estimates will be obtained by site for treatment and control
groups on all psychometric battery instruments pre and post.

" The reliabilities will be based on odd-even halves which have

bee. Jjusted with the Spearman-Brown Prophecy formula for full
test length. :

SRS VS S




The basic analysis of gain scnres is concerned with' program ‘ r
and control group comparisons with respect to test score gains.

In some programs, there will be no control but there will be

more than one treatment. In these cases, the treatments with
programs will be compared among ‘themselves, assuming reasonably
gimilar inputs and the usual statistical adjustments to correct

for pre-existing differences, In those cases where there is

one s8ite within a program having no control group, a within

group gain score analysis will be carried out. 1In addition,
possible cross program comparisons will be made with other

. programs having similar inputs.

The apalytical method to be used in the basic analysis of gain
scores will include; (a) changes in means adjusted for initial
status using the three different analytic models of; the
analysis of variance of difference scores, the analysis of
covariance,.and standardized gain score analysis, and (b)
correlates of changes in individual rank order from pre to
post-test, (i.e., what are the correlates of gain within a
program site?) Of particular interest here are the
correlations of IPP responses and gain within a program. That

is, what are the experiences and backgrounds of the people who I Sl

show the greater' gains?

’
w

The analysis of covariance (ANCOVA) is often vsed in quasi~

‘experimental design situations to control for pre~existing .

differences between comparisoa groups. In a non-longitudinal
design appropriate r. lomization procedures guarantees (in

the long run) that the comparison groups will not differ in

any systematic way before the intervention cccurs. However, v
in a longitudinal study where the individuals are either not
randomly assigned or are randomly assigned but "dropout" in
a non-random manner then some type of design such as the
ANCOVA must be used to correct for pre-existing differences
between the groups who have both pre and postetest scores.

The following figure shows a schematic of the simplest ANCOVA model which
could be used to estimate program impact on post~-test scores
while controlling for group differences on pre~test scores.

N
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The ane-way arrows indicate the causal scheme assumed 4in the ANCOVA model.
The doublgaartowt simply indicate a corrclation aéd thus no causal direction.
Posttest pcrfoznnncc (x3) 1s assumed to be a function of (or due to);
(1) ‘initial performance as measured by the prctéatn(xx) and (2) group membership
(;2). The rj2 on the double h;adcd arrow indicaégq the observed correlation
bccwecg treatment group membérstiip and pretest iéorcsvis likely to be ugnizcro.
If random assignmant had c;k;n place, the oqugﬁitian would bg that rj; ;Quld
indeed be zero. However, because of either thcg*nability to ran&omly ansigh\pr

because of selective dropping out of participants, the subset of the total
) ! ! '

sample that hss both pre and posttests will also'bc likely toc have a non-zero

poorer performers at pretest Cime were more likely to drop otit the program
— \ .

theén we would observe in the reduced sub-gsample ﬁaving both pretést and i

s

|

!

x'rhe above pictoriai uodel can, of course, be dcfined as a spec’al case of the
general linear regression model x3 = b3y Xj + b3y Xp + . In fact, the actual
conputations will be carried out within che g,ncral linear model framework.
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post-test scores and a positive non-zefo correlation between grodp

memberships and pre-test scores. The interpretation of this
positive correlation isfthat you are more likely to have a )
higher pre-test score if you are in ghe treatment group. The
ANCOVA procedure attempts to control for such differences and
thus make the two groups "equivalent" at pre-test time.

- . i

o
»

In the simple ANCOVA model depicted the relative °
size of the partial regression weights, b3, and b3; (when
standardized) indicates how important treatment group member-

. ship and initial status on the pre~test score is in determining

the post-test score. The size of ‘the unstandardized partial
regression weight, b3y, in relation to its standard error leads

to a judgment about the presence or absence of a statistically

significant treatment effect for group differences on pre~test
scores. The sign of b32° indicates the direction of the effect.
In this particular example, a finding of a significant ggaitive -
b32 would be interpreted as evidence for the presence of a -
treatment related gain on the post-test. A finding of a negative
b3z suggests that the treapment has a debilitating effect on

"post-test gain when controlling for initial status.. Besides

providing an estimate of the significance of the treatment effect
the regression weight b3j2 (assuming the above coding of treatment
group membership, i.e., "1" for treatment group, "0" for control.
and the proper regression solution) yields an estimate-of the
average number of points gained by being a member of the
treatment group. : .

?

So much for the partial regression weight b3y, what about the
interpretation of the other partial regression weight, b3; in
figure 3? The part;al regression weight b3; is usually referred
to as the pooled within regression weight. 1Inspecticn of the
absolute size of b31 can tell one who is doing the gainipg.

" A finding of b3; less than 1.0 indicates-that. individuals with

low pre-test scores gain the most. If b3, equals 1.0 then
gains are "across the board”". When b3; is greater than/1.0,
those with the high pre-test scores tend to gain the mogt.

When' b3y is' less than 1.0 the question arises, are the [low
scoring individuals making the greater gains because the high
scorers are "bumping® against a ceiiing effect and/or is it

the result of the unreliability of the pre-test measurement.
Assuming that the pre-test group means are at lgast one standard
deviation below a "perfect" score then it may be helpful to

.correct b3 for attenuation due to error of measurement in the

pre~-test. If the pretest mean is too close to the highest
possible score (too close being arbitrarily defined as less than
one standard deviation away) than the observation of b3) being
less than 1.0 is more likely due to ‘a ceiling effect rather than’
due to errors of measurement in the pre-test scores.

A
6
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~"  ohese corrections. for attémiation (unreliability of the pre~ - .
., -test) can-make a differance in the interpretation of the .
" importance of the treatment effect, A somewhat better” under~
- standing, 5f the effect of correcting b3 for unreliability on
subsequent treatment ‘group comparisons can be seen from . ]
expressing’ the ANCOVA model shown'in its more traditional e, 0
equiational Zorm.-  , : L . . :

_ w7 - ibaa = (Rep v Xgp) =Py Eyy = %y) (1)
Equation (1) shows that-the estimate of the-treatment effect
(the partial regreasi_.on,weight,- b32) can be expressea as the .
difference between the two post-test means minus the partial
regressidn weight, bj,, times the difference between the two

. pre-test means,” If weé correct b3] .for ‘unreliability by
dividing it by the-estimatsd reliability ‘of the pre-test .
which will certainly be a number less than 1.0,-theg.b§1 the .
corrected coefficient will be larger than bayy. Thus il the .
‘pré-test-and post-test mean for the treatment group, X1, ¢ -

. are Jlarger than the respective control group pre and posﬁ-test
neans. then the treatment effect by, will usually be- smaller if

%ie treatment group-has a b

lower .pre~test but a higher post-test mean “‘than the control ,

group then the estimated treatment effect b3, will be larger if .

gg., rather than b3; is used. Obviously, tﬁere‘are many other
%e complicated patterns of relationships which could occur and -
about which no simple predictions can be made about the direction

of the bias;if the uncorrected pooled regression weight is .used.

N -
: Both the corrected and uncorrected ANCOVA model will be used in
the standard analysis., However, it\is necessary to use a more -
“ completely specified ANCOVA model, than the simple model  used in-
the above example. ‘That is, a more satisfactory estimate of tke
treatment effect would be obtained if &dditional control or
_matching variables are used in addition to the prdggft scores, ;i
i -] - b

variables which «are likely to be used in the ANCOVA models to
measure pre to post gains for the psychometric battery measures
are (1) pretest scores, (2) ethnic group membership, (3) sex,
(4) economic status, (5) previous employment experience,
(6) reading performance, (7) educationalil level and (8) age.
a1l of the above control variables with the exception of. .
(1) and (6) are obtained from the IPP. The following figures show
the type of output format that will be genefated by the ANCOVA
mode 1. i long with twu variaticns, The two variations include
the c.alysis of variance or difference scores (ANOVA) and
standardized gain sczre analysis, Both of these additional.
_methods can be shoun to be special cases of equation (1).
That is, they difZer in that in generai they will estinate a
- different value for b;, and thus b3, (the estiimated treatment
effect) will also differ.
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Effect Size and Statistical Tests

Fah Spread Model

c::;ﬁ::i:e Raw Gain(ANOVA) Standardized Significancc
. Effect — Effect Change Effects ANCOVA ANOVA
Measure (i%p - i%é) (izp -‘i;p) - (izc - i;c) Trx, rTXZ.
a %

VOC AT
JOB KNOWL
SELF ZST
WRAIL
JOB HOLD B
JOB SEEK
SEX STER
STEP*

where: oy = ox{p_j;gxzp + c*lc + oxzc ; o, = ox2p Ufig

4 2 ¢

r
txy

°

T
xit . 2y, 22, 23, 24,

i.e., the partial correlation between a "dummy "'
coded treatment variable indicating treatment -or
control group membership and pretest score,
holding constant the demographic control variagbles.
The pretest correlation should be computed and
compared with the posttest partial correlatioa.

1

* Only obtain pretest mean, sigma and reliability. .
. ) .
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The analysis of variance of difference scores (ANOVA) s=imply
compares the mean difference between pre and post scores for
the treatment group with the paralled quantity for the
controls. Algebraically, this ptrocedure is identical to a
repeated measures design where the two testings provide the

repeated measures. Furthermore, this procedure is egquivaient

to using equation (1) with bj; = 1.0, Since this approach
.fixes b3; at 1.0 it implicitiy assumes in its adjustment for
pre-existing group differences that the gains are across the
board. If there are "ceiling" effects and/or if the empirically
derived ANCOVA egtimate cf b3y is significantly less than 1.0
when corrected for attenuation, one would have to question’

the use of the ANOVA prccedure, If there are ceiling effects
one would have to guestion the use of either ANCOVA or ANOVA,

If the empirically derived ANCOVA estimate of b31 is considerably
greater than 1.0 (i.e. high scoring individuals are gaining

the most) one might also question the rationale for fixing

jt-at 1.0.in view of the empirical results, The only reason

£-- carrying out the ANOVA computations would be if the sample
_ize of the treatment and/or control group was sufficiently
small to question the stability of the ANCOVA estimate of the
pooled within group regression. weight b3y, In general, the
ANCOVA estimate of by; is usually close to one so these two
methods often converge on the same results.

The third estimate of treatment effect is also a special case
of equation (1) where b3y is equal tc the ratio of the pooled
within group pre and posttest standard deviations. That is,
b3l equals d,/d) where d; is the pooled posttest standard
deviation and d; is the pooled pretest standard deviation.

This adjustment is based on the assumption that any group
differences found at pretest time are the results of differentiay
growth rates. In practice the ANCOVA model adjustment index

b3y, is usually glightly less than 1.0 and thus implicitly

assumes (and the validity of the model depends upon it) that
observed differences at pretest time are relatively invariant

over time in the absence of a formal treatment intervention.

That is, the grdup growth rates are equal and stationary over

the time interval of interest. Campbell (1969) suggests that

if two groups start out at time 1 (present time), those with

the higher mean gaih at a greater rate than those with the

lower mean in the absence of a treatment effect. Campbell calls
this tRe interaction of selectio mand maturation. The different
groups are members of different populations living in different
environments., The different environments interact with differences
in ability and create and maintain different levels of performance
and different rates of growth.

~
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A special case of this differential growth phenomenon is the

go-called -"fan spread" model which postulates that increasing
variability within group (as measured by within group standard
deviations) accompanies increasing mean differences #ver time

(Kenny, ‘I975). The finding of increases in the group standard
deviations from pretest to posttest suggest that the so~talled '
"fanspread effect" may be taking place and thus a reasonable

estimate of b3; may well be the ratio of the pooled postest -
standard deviation to the pooled pretest standard deviation. .
Then, of course, bj3; would be greater than 1.0.

An eclectic approach will be employed to estimete the

treatment effect on test score gains and "flag" those out-

comes when the above adjustment models lead to different '
conclusior, Further investigations of the estimated group :
parameters; pre and post~-test standard deviations, the size

of bg,, pre and post reliabilities, and possible ceiling

effec%s will hopefully give some clues as to which model

would appear to be more appropriate for each set of youth

program data. | '

The reader will note that in the preceding figures computational

formulas are not the same as presented in equation (1), The

computational formulas are however, mathematically

equivalent to the simpler expressions already given for the

various ways of adjusting for pre~existing differences.

For ease of comparison across measures and programs the ANCOVA o -
results are presented as differences between adjusted means

in terms of standard deviation units. The ANOVA (analysis.of

veriance of difference scores) will also be presented in terms

of differences between adjusted means in.standard deviation

units. The standardized gain score analysis results are

presented as two partial correlations. The first one, riyj, is

the partial correlation between the "dummy" coded treatment

variable ("1" for treatment, "O" for control) and the pre~test

score. The second correlation r¢~2 is the parallel computation 1
for the post~test score. If the pre-test partial correlation

is smaller than the post~test partial correlation then the

treatment was beneficial., The use of the partial correlation |
rather than the simple correlation is necessary in order to

partial out the effects of the varjious self-selection causes

which at lecsc partially describe ways in which the treatment

and control groups may differ.  For purposes of comparability

the same control variablés which were used in the ANCOVA model .
will also be used here.

It is anticipated that the use of gain scores (however they

may be adjusted for pre~existing differences) measured in

terms of standard deviation units will make comparisons of

cost effectiveness ratios from one test to another or from

one site to another more interpretable, The common approach

to computing cost effectiveness ratios uses the raw score

points which may not be comparable from program to program because
of differences in heterogeneity of the participants on the

73
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{ traits being measured, A gain of 5 raw score points might be

: a half standard deviation gain for a homogenous input sample

at one program site but only a third of a standard deviation

at a program site with a heterogenous population,

The above three models (4 models if one includes ANCOVA
corrected for attenuation das a separate model) have been
presented in their simplest form for the purposes of exposition.
The use of additional control variables in the models make
the computations more complex but the above substantive con-~ .
clusions about the model similarities and differences remain. i
An additional point about one -of the critical assumptions of :

. ANCOVA will be made here. The ANCOVA model as used in this
context assumes thet the relationsk'p between the post-test
score and the pre-cest as well as any of the control variables
ig the same within both treatment and control groups. In
soméwhat more accurdte terminology, the regression of this
post-test -on the'covariates (pre-test and other control variables)
is assumed to be the same within the treatment a1d control groups.
This assumriion must hold or the partial regression weight ’
associated with the pre-test (b3l) or any of the other
convariates will be biased and an incorrect adjustment for any
pre-existing group difference will be made. Naturally, if
an incorrect adjustment is made for pre-~existing group differences,
the estimate of the treatment effect will also be in error.

. For treatment control group comparisons the equality of the
_regression of the post-test on the pre-test will be tested.
1f a particular comparison shows both statistical and practical
dofferences between the regressions then we suggest the- approach

" due to Belson (1956). The Belson model uses an estimate of
b3y, based on the control group data alone. Then predicted
post-test scores are obtained for the treatmenit group using
the control group regression parameters. These predicted
, treatment post-test scores are then compared with the actual
treatment group post-test scores. If the actual post~test,
mean for the treatment group is higher than is predicted using .
a yrediction equation based on control group data alone, then
i+ is assumed that the treatment had a positive effect. This
would appear to”be the simplest way out of the dilemma when .-
nonparallel regressions are found when carrying out the group
comparisons.

The question of who gains is answered most easily within the
multiple regression model. Using data on the treatment group
only, step-wise multiple regressions will be carried out where

.

the pre~test scores are forced to enter first and the remaining
dem - - iphic control variables (age, sex, ethnic group, economic
statvs, reading scores, previous employment experience and _
educational level) will be "stepped in" according to how well

they contribute to the prediction of the post-test scores.

This will be carried oat for each of the SAS instruments.

Those demographic variables that significantly add to the -
prediction of post-test scores after controlling for the pre-

test score will define a profile of the type of individuals

who "gain" the most from the treatment. The similarities

oy
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and differences ameng the types of individuals who show the
greater gains can then be contrasted across programs. It
well may be that the same type of individuals show the greater
gain regardless of the type of intervention.

Analysis using the scale scores and other item information
from the program completion survey (PCS), the‘control group
status survey (CGSS), and the three and eight month follow-up
‘surveys will also be carried out..More specifically,

treatment and controls will be compared with respect

to the following scales work motivation, social~community
adjustment, training program adjustment, and positive vocational
orientation. The analysis will be carried out witnin the
standard ANCOVA format using the- above 1list of demographisc

as control variables (covariates). - A parallel ANCOVA analysis
will be carried out for the scales in the three and eight
month follow~-up.

An analysis of the relationship of the gain scores on the tests
to the above 'PCS and follow-~up scales should also be carried
out within the treatment group. This can be best accomplished
by regressing each of the PCS and follow-up scales, one at a
time, on a pre~test score and then adding the post=test
information. The increment in R2 (the squared multiple
correlation) due to the post-test indicates the effect of test
score gain on the particular PCS sc~ale or follow-up scale,

Similar analysis can be done within the treatment group by
utilizing as dependent variablesthe scales derived from both

the counselor rating form and the scale from the work supervisors
rating form, In addition to examining the relationship of: gain
in test. scores. to the counselor and supervisor ratings,-the
demographi~ control yariables noted above also will be
correlated with the ratnngs.

The standard analysis will also include the prediction of
"positive vs. negative termination (the dependent variable)

from the prestést and the demographic control variables. This
type of ana1y51s should help identify the characteristic (at
entry) of participants who are not likely to achieve positive
terminations. In addition, this analysis will furnish evidence
for the predictive validity of the psychometric battery.

The above amalysis will generate a wealth of guantitative
information for each program site, yet unless some means of -
summarization is carried out, the significance of the numerical
output will be lost to. the reader. It is suggested that
certain "signs of merit" based on summaries of the data be
. constructed at the program level. Although these signs of
merit will be constructed from the output numbers obtained
at each program, they need not be identified with the program
name. It would seem reasoneble to group the programs according
to the classifications outlined earlier and contrast the signs
of merit across these program classifications.
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One sign of merit would be simply the percentage of times the
treatment group at a program site demonstrated a greater

adjusted gain using the ANCOVA adjustment than the control

group for the seven measure SAS battery. A program site whose
treatmengt group showed a greater gain than the control.group
on all seven measures would be assigned a sign of r.erit of
100%. A site where the treatment group did better than the
control group on four of the seven measures would be assigned
a sign of merit of 57% etc. The use of percentages allows for
comparisons across programs having different numbers cf sites.

AN

A second more rigorous sign of merit would be the percentage

of times a program site achieves a gain of a quarter of a
standard deviation or more. This more rigorous criteria may
yield an index with too little between program variation to

be useful or. it may be so highly correlated with the first

index that it can be dropped. It is further suggested that

bc -1 these signs of merit be computed for; (1) the psychometric
battery (2) -the PCS scale profiles, and (3) the scales on the three
and eight month followup. The two signs of merit can be compared
for the program categories defined by, (1) type. of sponsoring

o rganization (2) service patterns {3) delivery environment,--

and (4) program intensity. This summary will provide some
preliminary results in an easily interpreted format.
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1.Appendix 1
. Components of the
. Standardized Assessment

' |  System

Some of the instruments in the SAS are copyrighted, Permission

has been gran* »d fok their use only in the Sas.

The components

of the SAS are presented. to provide an understanding of the
system. At this time, they may not be utilized without
approval. Requests should be directed to the Office of Youth

Programs, U.S. Department of Labor.
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Definitions for the ‘ndividual Poﬂicip,ém piofile
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o

ARTICIPANT'S PERSONAL DATA: Personal data recorded at
\ne time the 'youth makes application to the program.

.f

1. ETS 1.5. NO.-Assigned by ETS. First two digits designdte
i the youth pioject. Next two digits designate the project
. site or location. Next six digits identify an individual

* i

youth.
2. NAME: Legal name.
3. ADDRESS: Location ot which the youth resides.

4. TELEPHONE: TeLIephona number at which the youth can
be reached when not at a program site. ‘

8. SOCIAL SECUI*I‘I’Y NO.; Number on youth's “Soclal Sécu-
_1ity account no. card™ o other document (W-2 Form).

6. DATE OF BIRTH: Exact month. day. and vear of birth.
7. $EX: Designatior: v male or female. !
|

 PARTICIPANT'S CHARACTERISTICS: Pérsonal Information fe-
corded at the time the ycuth makes application to the

program. ;

8. EYDCATION STATUS: Clrcle only one category which best
sgdbe‘s the youth’s education status.

1 —H.S. Student; enter grade: Youth is enrolled in a s&c-
ondary school (including junlor ond senior high
school or equivalent) or is between school terms and
intands to retum to school. of s enrolied in clemen-
tary school; pntethlghest schoolgrade éompleived.

2 —H.S. Dropout; enter grade: Youth is not attending
any school and has not recelved a high school di-
completed.

3 —GED: Youth has received a GED certificate but has
not attended any post-secondary vocational. tech-
nlcal, or academic school.

4 —H.S. Graduate:; Youth has received a high schooil di-

s e e e

vocational, technical, or academic school.

5 —Po‘t-mgh School Attendee: Youth has received a
H.S. diploma or GED certificate and is attending or

cal, or academic school.

9. ECONOMIC STATUS: Clircie only one category which best
describes the youth’s family income.

1 —OMB/70% LLSIL; Youth is @ member of a famlly which
has an annual family Income which, in relation to
tamily size and location, does not exceed (0) the
most recently established poverty levels determined
in accordance with criteria established by the Oof-

fice of Management and Budget or (b) 70% of the
lower living standard income level, whichever s
greater. N ’

2 —74-85% LLSIL; Youth Is @ member ¢f a famlly which
has an annual family income which, In relaticn to
tamily size and location. Is 71-85% of the lower living
standard Income level.

I 1

ploma .ot GED: enter highest s:hool grgge/— -

ploma but has not attended any post-secondary *

has attended a post-secondary vocatlonal, techni-

A
3 —86-100% LLSIL: Youth is a member of a family which
has an cnm}dl family income which, in relation to,
family size aind location., is 86-100% of the lower liv-
ing stangdrd income level. )

4 —Above 100% LLSIL: Youth Is @ member of a family
which has an qnnucl tamily income which. In rela-

tion tc family size and location. Is above 100% of the
lower living standard income fevel.

40. PUBLIC ASSISTANCE STATUS: Circle all applicable cate-

gories which describe pubtic assistance status of the
youth or the youth's family. // * .

1 —AFDC: The youth or the.youth’s family Is receiving in-
come O ents pursuant to a State plan
approved under the Social Security Act, Title IV (Ald
to Families with Dependent Chiidren, or if the appli-
cant Is a foster child {family of ona} on behalf of
whom governmental payments are made). ~ -

2 —Public Assls}gnco-SSl: The youth or the youth’s family
is recelving suppiemental incoive or money pay-
ments pursuant to'a State plan approved underthe
Soclal Security Act, Title XVI (Supplementai Security
for the Aged. Blind. or Disabled), of pursuant fo the
Indochina Migration and Assistance Act of 1975.
Pubiic Law 94-23.)

3 —Other Cash Public Assistance: The youth or youth’s
tamily Is receiving State or local cash assistance
based on need. . '

ECONOMICALLY DISADVANTAGED: A youth who cah be
described by any of the following cogegodes: (@) a
member of a family which receives public assistance:
(b) @ member of a family whose income during the
previous six months, on an annualized basis, was such
that the family would have qualified for public assist-
ance it it had applied for such assistarice and/or it does
not exceed the OMB poverty level of 70% of the lower
living standard income lever. (c) a foster child on whose
behalf State of local govemment payments are made:
(d) a client of a sheitered workshop; (e) a handicapper
individual with a fumily income of 100% of less of the
lower living standard income levet: (f) o'person confined
to d%lnstitutlon or facllity providing, 24-hour support
such Qs in prison or hospital; (G) a reguiar out-patient of
o mental hospital, rehabilitation facllity or similar
institution. -

42. RACE/ETHNIC GROUP: Circle only one category which

best describes the youth's rage, ethnic group. (NOTE:
The category which most closaly tef ects the individual’s
recognition In his/her community should be used for

youth who are of mixed racial and ethriicrorigins.) *

* 1 —White (not Hispanic): A youth having ofigins in any of

the ‘original peoples of Europe. North Africa, of the
Middle East. :

2 —Black (not Hispanic): Ayouth having origins in any of
the black raclal groups of Africa.

3 —Hispanic: A youth of Mexican, puerto Rican, Cuban,
Central or South American, or other Spanish cuiture
or origin (Including Spain). regardless of race.

A —American Indlan/Alaskan Native: A youth having
orgins in any of the original peoples of North Amer-
ico, and who maintains cultural Identification in
tibal affiliation/community recognition.
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5 —Asian/Pacific Islander: Ayouth ha\dng origins In any
of the original peoples of the Far East. Southieast
Asla, the indion subcontinent (l.e.. India, Pakistan.
Bongt S Lonka, Nepal, Sikkim, and Bhutan).
or the Pacific s. This area includes, for ex-
-ample. China, Jopan:=Kc.ea, the Phl[lppjne islands.
ond Samoa.

UMI’ED»ENGLISH SPEAKING ABIL

longuag®'is not English and his hef abiliity to
‘cate in Engllsh isajob hondlcop

FAMILY SWUS First entet/the number of household mem-

th* s native
uni-

bers, then circle only the one category which best ds- ’

scribes the youth s family status.

Number of Household Membaers: Enter total number of

persons living.In youth's household. -

1 —Famlly Head: Youth is a member of a famliy™f two or
more peisons and comldored fo be the head of the
" family by membeérs of the famlly.

2 —Family Member: Youth is amember of a family of two

of more persons and is not considered 1o be the .

head of the family by members of the family.

'3 —Non-Dependent Individual: Youth s elther (o) living

with his/heér fomlly 18 or older, recelving iess than
50% maintenance from the family. and not the
head of family G the spouse of the head of the fami-
ly.or (b) 14 of older cnd not living with his or herfami-
.or(c)a fosterchlld on behalf of whom State or io-
cal govemment payments are made. Such youth
should be considered as famiiles of one for deter-
mining Economically Disadvantaged, Under-
employed and Lower Liviag-Standard income Level
status;

MARITAL STATUS: Circle only one category which best de-

. scribes the youth’s marital status.
. CHILDREN: The youth has responsibiliity for support of one

‘ormorp dependent children: enter exact number of de-
pendent chlldren

VETERAN GROUP Aveteran is a person who (@) served on
active duty for a period of more than 180 days, and was
dlschorqed separated, or releasad therefrom with oth-
er than a dishonorable discharge. or (b) was discharged
or releasad from active duty fora service connected dis-
abliity. The term “active duty” {or ““active militciy, nav-
al, or air service’) means full-ime duty In the Armed
Forces, other than duty for training in the reseves or Na-
tlonal Guard. Any period of duty for fralning In the re-
sarves or National Guard, Inciuding authorzed travel,

during which an individual was disabied fron\ a disease
or Injury Incurred or aggravated In the line of dutv is
considered “‘active duty”. Circle ail applicable cate-
gories which describe the youth’s veteran status.

1 —Veteran: Ayouth who meets the definition of veteran
contained In the introduction to this item.

2 —Vietnam Era: A veteran 34 years of age and under
who served on active duty between August 5, 1964,

& 9°dMay7, 1975 .and discharged or relezsed within
4 years precedlng application to the program.

3 —~Special: A veteran who served in Indochino or
Korea, Inciuding the waters adjacent thereto, be-
tween August 5, 1964, and May 7. 1975, inclusive,
ond who received other than a dishonorable
discharge.

L]

T

4 —Speclol Disabled: A youth who servedln*rhe Amed
Forces and who was dlschorqedor released there-
from with offier thama dish o?oble discharge and
who has be#n given o disabiiity rating of 30vefcen-
tum ormore, ora whose discharge orrelease

s for dlsablllty lncurred oroggre-

voted in the Jife of duty. - .

tan: A youth whb meets none of the
categories. .

‘s..—
e g P
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18. MIGRAN!/SEASONAL FARM FAMILV MEMIER'Ayw%o-
Is a,member of atamily which had one or more-pe
wiho, during the preceding 12 months, worked at least
25 days In farm work and worked less than 450% coﬂsecu-

~ *  fivedaysat any one establishmént. intiude botf mlqrgma

rJ

and nonmlqrofory farmworkers, but-do not Include’

19. HANDICAPPED-Ayouth who bask physlcql ormbntdl dis-
oblllty which, at the time of ehroiiment: QODS?"UTBS a,

substantial barrier o employmekt, and five Indjvdual s

unemployed-os a result of this c;lsobﬂlty

20. OFFENDER A youth wrio hasbeen subject to or;ystoge of
the crminal justiCe process, forwhom employment and .
trolnlnd services maqy be beneficial or who, requlies ps- .
s!stonceln overcomlnq orﬂﬂclol barmersto employment
resulting from @ record of rrest of comection. ¥

21. LABOR FORCE STANUS: Cicle oniy one cotegory whlch
best describes the youth's labor force status,

—-ln-School. A youth who (q) Is c‘urrently enrotied 1uli-
*time in, and attending, a secondaty, trade. technl-
cal. vpcational schosl or community coliege o Is
scheduled to attend full-time the next reguiafy
scheduled quarter or semester of any _of these
schools, or {b) hes not completed high schonland Is
scheduled to attend o program leading to a secon-
dory schoot diplomd or its equivalent.

2~ Undoremployed A youth whois (a) working part-
fime but Is seeking fuil-time work, of (b) » sorking full-
time but receiving wages., not in excess of the higher
of either the OMB poverty leve! or 70% of tha lower
living stondard income level,

3 —~Unemployed: A youth who Is without a job for at
least 7 congecutive days prior to application. The

. youth shall be considered as being without a job if,
during those 7 consecutive days he/sha fulfiiled any
of the following four conditions: (a) workec! no more
. than 10 hours and eamed no more than $30.00 and

was seeking and avaliable for work; (b) was a cilent -

of a sh sitered workshop; o a prisoner eligible for, or
v . In, a work release program; or institutionalized in'e
hospital or similar institution; (c) was a_person 18
years of age or oider, whose family would be eligible
to receive public assistance if both parents were not
present Iin the home: or (d) was a veteran who has
not obtained permanent unsubsidize ploy- -
ment since being released from active duty.

4 —-Other: A youth who meets rone of the dbove
categories.

3
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22. UNEMPLOYMENT INSURANCE CLAIMANT: A youth who has

fiied a claim and has baen determined monetarily ell-

gible:for benefit payments under one or more State or

Federal unemployment insurance programs, and who

has not exhausted benefit rights or whose benefit year
has not ended. ’

v 23, PREVIOUS CETA PARTICIPANT: A youth who has at any
time received employment and training services and
. any related wages or allowances by participating in a
program tinanced locally -under the Comprehensive
Employment cng Training Act (CETA). |

|24 STEP READING SCORE: The number of correct answers on
. the 20-tem STEP reading test.

i a

e (.

i~

. LASTIOB:
" 28. LastWorked: The eract month ¢:.ac! year when youth left
last job held. )

6. Hours Worked Per Week: The number of hours usually
worked per week on the youth's last job.

... 27, JGb Tile; Wiite In the name of the job which best de-
’ scribes the work performed by the youth.

28. Houdy Wage: The exact hourly wage eamed on last job
when last worked (see Q. 25).

" 29. subsidized Wage: Last job held by the youth wasa _sm-
3 porary position which was part of another CET/ ™

program. ,
s /

PROGRAM STATUS: Information and data on the youth's par-
ficipation In and termination from the program. .

: 30, ENRY DATE: The gxoct month, day and year a youth first
I received semvic 3ifrom the program. ’

. " 34, PROGRAM SERVICE GROUP: Definitions for these cate-
gorieswill b2 detérm‘ned by ETS. (Do not circle any num-
berin item 31.) 3~

1 —Participant Gfoup 1

2 —Participant Group 2

3 —Participant Group 3 s

4 —Controi Group 1 S )
. 5 —Control Group £

"/ 32 RECEIVED ACADEMIC CREDIT: The youth is awarded H.S.
: .4 credit for speciai work- of other -program- activities
adoptd by the program. )

K 33. RECEIVED HIGH SCHOOL DIPLOMA: Youth received H.S.
Dipicma in the course of patticipating in the demon-
siration project. * —— -

* " 34. BECEIVED GED CERTIFICATION: Youth received GED Certi-
fication in the course of participating in the dernonstra-

tion project.

35. RECEIVED OCCUPATIONAL CERTIFICATE: Youth eamed
speciai certification for aftaining special ; -b skills meet-
ing standards set by a State or other agency or organi-
zation independent of the-program. .

v
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OTHER PROGRAM PROGRESS: Definitions for these categories
will be detemmined by ETS. {Do not make entries in ifems 36.

37.andr38.) -
36.
37.
38,

TERMINATION - )

39. Termination Date: Exact month, day and year that a -
youth was terminated from participation in the
program.

Total Progrum Hours: Total number of hours a \youfh ac-
tually attended program activities. ‘

Total Progiam Wages: Total wages and/or allowances
received while enrolled in the program.

LABOR FORCE STATUS: Circle only one category which,
best describes the youth's labor force status at the time
of his/her termination from'the program. )

j 1 —Employed: A youth who is (0) working part-time and

is not seeking full-time work. or (b) working fuil-time
and receiving wagesin excess of the higher of either
the OMB poverty level or 70% of the lower living
standard income level. *

2 —Underemployed: A youth who is (q) working part-
time but s seeking full-time work. or (b) working full-
fime but receiving wages not in extess of the higher
of eitner tha.OMB poverty levet or 70% of the lower
living standard income ievels

]

40.

M.

42

.

T N O

3'—Unemployed: A ycJi» who has not been placed— -

in or obfained an Inwbecized job. ‘and has not
worked fof more thar -~ huJrs per week eaming no
more than $30.00 perweek and is seeking and avail-
able for work.

4 —in Schootl: A youth who (a) is currently enrolled full-
tir.e'in. and attending. a sscondary. trade, techni-
cal. vocational schoo! or community college, or is

r—

1
H

- neduled tosattend full-time the~n/ex1 regularly __-

scheduled quarter or semester of Suy of these
schools..or (b) has not completed high schoot and is

__scheduled to atter:3 a program leading to a secon-
dary scheol diplema or ifs equivalent.

5 —Other: A youth who iswciking. but meets none of the
requirements for the above categories.

6 —Status Unknown: A youtt who has left the program
and cannot be located (this person should also be
listed under category 9. item 49 under Non-Positive
Termination).

POSITIVE TERMINATION

43. Entered Unsubsidized Employment: Youth has entered
employment in the privaie or public sector andreceives
wages which are not subsidized under CETA or some
other government progiam. : .

44. Entry Date: Exact month, day and year that a youth en-
tered unsubsidized employment.

Job Titie: Wiite in the name of the job which best de-
scribes the work performed by the youth.

]

45.

46.
youth on his unsubsidized job.

>

Hourly Wage: The exact houry wage eamed by the -
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47. Houu Worked Per Week: The number of hours usuaily
worked per we\ek on the youth’s.unsubsidized job

43. OTHER POSITIVE TERMINATION: Circle only one category
which best. descrlbes the positive temination of youth
who has not entered unsubsidized empl nt. '

1 —Entered fullime academic or vocational school
2 —Entered & non-CETA tunded Manpower Program

3 —Intettitle ?quor Youth has entered another CETA
program.

—COmplohd program objective not involving un-
subsidized employment

5 —Entered Armop Forces

[
Y

/ -
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NON POSITIVE TERMINATION '

49. Reason for Temination: circle only one category which
best describes the non-posmve termination of youth.

1 —Laid off
2 —Health : ‘\
3 —Pregnancy
4 —Family care
5 —Transportation problems
6 —Moved from area
7 —Refused to corifinue
8 —Administrative separatios:
9 —Cannot locate
0 —Other non-positive

A

\

A

\
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[Before you give the STEP Test, you should have the participants £111 out

the information in the top left section of the test book. }
Q

"pleage print your name on the first line. Thea £ill in the name
.of your project or school and the name of the city and state in
which your project or school is located. If you are in school
now, check whether you are a junior or a senjor. Please fill in
your age and check male or female. Last, write in today's date."

>

“"Read the directions on the front cover of the,test book while I read
them aloud."

r

o

Directions )
Each cuestion in this test is followed by four suggested answers.

Read each question and decide which one of the four suggested answers is best.
Then circle the letter next to the answer you-have chosen.

"Are there any ﬁuestions?"

<




"Read the paragraph and answer the two sample questions below by circling the letter next to the
answer you have chosen.* N

[Allow a few minutes to read the paragraph and complete the two samples. ]

The Herring Gull is especially good at seizing food from other birds. It is about
twenty-four inches long., and it is the gull that you most often sze at the beach.
It w:l' often chase a bird that is canrying a fish or a stolen egg home to eat. The
Herring Gull keeps attacking the other bird until it drops the egg or the fish. Of
course the egg will break if it hits the ground. But Herring Gulls are so fast and
agile they can sometimes catch an egg in mid-air.

~

SAMPLE 1 _ . SAMPLE 2
W}-zich of the following is the best title for How long is a Herring Gull?
this passage? A) . 12 inches
How Herring Gulls Get fcod B) 18 inches
B) Catching Eggs 24 inches
C) How Herring Gulls Fly Faster Than 32 inches
Other Birds . .

D) Eating Habits of Birds

"In SAMPLE 1, the correct answer is A because the passage is about
how Herring Gulls get food. Therefo.e, A is circled."

¢ "In SAMPLE 2, the correct answer is C because tﬁe passage states that
) the Herring Gull is twenty~-four inches long. Therefore, C is circled."

"Are there any questions?"

"You will have 15 minutes to answer the questions. Turn to the first
question. Begin." i .

N

[During the administration, move quietly about the room to see that each person
is marking tis answers by circling a letter in the test bookiet.]

[At the end of 15 minutes, say:]

"STOP! Even if you have not finished you must stop and lay down your
pencil." .

CoPyright ©) 1979 by Ecdu.ational . esting Service. All rights reserved.
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ETS ID No.

-Name : : -
Last first

Project or School

City State

Grade (if in school) | Jr. Sr.

Age — . Male D Female D Date

Directions

Each question in this test is followed by four suggested answers.

Read each question and decide which one of the four suggested -answers is best.
Then circle ‘the letter next to ‘the answer you have chosen.

4

SAMPLE o

Read the paragraph and answer the two sample questions below by circling the letter next to the
answer you have chosen. :

The Herring Gull is especially good at seizing food trom other birds. It is about

. twenty-four inches long, and it is the gull that you most often see at the beach.
It will often-chase & bird that is carrying a fish or a stolen egg home to eat. The
Herring Gull keeps attacking the other bird until it drops the egg or the fish. Of
course the egg will break if it hits the ground. But Merring Gulls are so fast and
agile they can sometimes catch an egg in mid-air.

SAMP'LE 1 ' . SAMPLE 2 ) -

o~

“Which of the following is the best title for How long is a Herring Guli?

this passage? A) 12 inches
@ How Herring Gulls Get Food , B) 17 inches
B) Catching Eggs 24 inches
C) How Herring Gulls Fly Faster Than ° 32 inches

Other Birds

D) Eating Habits of Birds

Copyright ©) 1979.by Educational Testing Service. All rights reserved.




Questions 1-5

From loaves lying ready on the table, each
person cut a thick slice of bread. This he placed in
front of hiin to serve as a plate, or “trencher.”
Everyone reachsad into the serving dishes with
both hands and carried the food, sauce and all, as
best he could to his trencher.

“Do not dip your fingers into the sauce
deeper than the second joint,” Lady Alice told

Gt
s s AR

What did the people in this passage use

D) Napkins

The floor of the great hall was made of

Robert when he first came to the castle. “That —

would not oe good manners.”

Dogs prowled about the tables, waiting
hungrily for bits of food and bones to be thrown
to them. They often fought over che scraps.

The floor of the great hall was covered with
rushes — reeds cut from the river bank in spring
and spread our o lessen the chill of the cold
stone. At first this carpeting was soft and
fragrant. But it soon -became foul with bits o
bone and food.

Rushes were put on the floor in order to

cover up the used trenchers
make t] ¢ carpet look pretty
make the floor feel warmer
keep the dogs away

The story takes place in a

The story says that the dogs

Go on to next page p
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Questions 6-11

Chocolate comes-from a white bean produced
by the cacao tree. The Aztec Indians first made
chocalate by whipping ground, roasted cacao -
beans in hot water and then adding vanillz, ‘green

(5) pepper, and spices. Later the Spanish found that
by adding sugar to the ground cacao beans they
could make a delicious new drink. This new drink
' was to become very popular among the kings of
Europe. Chocolate was sometimes.drunk by sick
pecple as a tonic. Special chocolate houses in
Spain, France, Italy, Holland, and England

served this new treat to fash:onable customess.
Now chocolate is a flavor we enjoy in candy,
cake, ice cream, and milk shakes. °

What is the best title for this story?

A) How the Spanish Discovered Chocolate
B) The History of Chocolate

C) Flavors of Candy and Ice Cream

D) How to Grow Cacao Trees

What did the Aztec Indizas put in chocolaie?
A) Mik ' :
B) Sugar

C) Whipped cream

D) Green pepper

The kings of Europe drank chocolate with

A) sugar

B)  spices

C) green pepper
D) vanilla

Tonic in line 10 means
A) medicine

B) soda
C) treat
D) candy

The first people in th. passage to use chocolate
were the

A) Spanish
B) French .
C) English
D) Aztecs

Fashionable in line 12 means

A) sick

B) intelligent
C) stylish

D) young

Questions 12-14 N

Early people had little reason for measusing the
-+ /aréa of land. They did not have permanent homes
,and were nomadic. In later years, people began to
stay in one place on land that they owned.
Thersfore, they needed some kind of description
or measure of land.

Seeds wese the earliest measures of*this kind
and the amount of land which a given amouat of
seed would plant became a unit of measure,

A common unit of land measurement today is
an acre. At first an acre represented the amodn\t,
of land a farmer could plow with his oxen in one.
day. However, this was never a very precise way
of measuring the land. An acre still means a
certain amount of land in one country and a

different amount in other countries.

<

12. The passage is mostly about

A) how land is measured

B) how people lived long ago

C) why seeds were used to measure land
D) why farmers used oxen to plow

13. Nomadic in line 3 means

A) farming without modern tools

B) moving from place to place

C) - living in caves

D) fighting with other groups of people

14. Why was the use of oxen not a very good way to
measure land?

.A) Different people could plow different
‘ amounts of land in a day. -
B) Some people planted more seeds than

other people. ;
C) People did not know how to farm
efficiently.
D) People did nct care how much land they
owned.

Go on to next page P
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15. The main purpose of this story is to discuss

Questions 15-20 .

As a young society woman Mary Cassatt might
have done the conventional things, but she was
different. She had a passion for drawing and
painting; she was determined to be an artist, and a

(5) good ona, regardless of what:family and friends
thought.

After several years of studying in Italy,

Spain, and Belgium she ended her art pilgrimage . C g

by settling in Paris. There she was soon attracted 3
(10) to the work of the artist Degas. His work is known

here in America chiefly through copies of his drawings

LN iy cd e

o

of ballet girls. In a way she became his disciple. b
She was willing .to accept his suggestions and ) ) : 3

criticisms as she would not-accept anyone else’s.

More than any other artist of modern times, g
Mary Cassatt made- herself famous by painting ot
the single theme of mother and child. - B

(i5)

18. The word pilgrimage in line 8 means

; Mary Cassatt’s A) journey
A) career B) friendship -
B) family i . C) purchase
C) friends D) masterpiece
D) travels . .
19. A disciple (line 12) is a person who

16. Mary Cassatt is most famous for paintings A)  nurses another ‘back to health

she did of B) follows ths teachings of another
AN A) ballet dancers C) inspires someone to do great works
AN B) scenery in Paris D) receives money from someone who h
N C) scenery in America died '
) D) women arJ their children
, " 20. It can be concluded that Mary Cassatt believed >

17. The word conventional in line 2 means that Degas .
A)  humble A) was a difficult person to understand '
B) artiitic B) painted like artists she knew in America
C) miraculous C) wanted to go to America
D) usual D) had.good ideas about painting

STOP! If you finish before time is called, you may check your work.
797680

Y4928 pp. 4 qtn. 20
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NOTE TO THE ADMINISTRATOR - )

The set of measures in this booklet are to be preecentad to participants
enrolled in-your program and to a control (or similarly matched) grouppef
people not enrglled in your program. The booklet includes seven (7) &eparate
measureg. The measures are to be administered in the order in which they
appear in the bdoklet. The instrument designations and orqég.ggnpgquggggion
are: ‘ -

V;cagio;al Aétitude Scale (VA) - 30 items

Job Knowledge (JK) ~-33 items'

Job Holding ‘Skills (JHS) - 11 items

Work Rele;ant Attitudes In&entory (WRAI) ~ 16 items

Job Seeking Skilis (JSS) - 17 items .
Sex Séereotypes of Adult Occupations (SSAO) - 21 items
Self Esteem (SE) - 15 items ) |

<

These measures are to be administered in an informal mannér—-unhurried
and in a conversational ton=. The group of participants sho&ld be no larger
than 15 to 20 pérsong. A short break may be takén at the end of section 4 if
needed, <A1l seQen sections are to be administered at one tesfing session.

The directions for each s;.ction and all items are to be read aloud by
, the administrator. Al] answers are to be marked in the test booklets. them-

selves. Pencils should be used to mark responses in the booklets.

Distribute the booklets and pencils.

[
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Say: We appreciate the fact that you're willing to help.us. You may be

AT R YR ¢ B
" L

able “o pick up some informetion’ about yourself by trying out different .

4
1

kinds of questions and ‘statements you'll see in this booklet. Wé'd:

. v

like you to answer all the qaestions but you don't"have to answer any

LR Y

T question you feel we hive no right to ask. If you think that the

R IR .

s e L
- . correct answer for a question is not given, leave it blank. If you'rs<\

A

sxoy 27

=7 uot sure of an answer, it's OK to guess., -

-

<

Now, please print your name on the front cover of the booklet. Then

j . £111 in the name of your project or school and the name of the city
- . and state in yhich your project or school is located. If you are in
;‘ _ high schogl now, please check if you are a junior or a senior. If .

you are not a junior or a senior, leave it blank. Please fill in your

3

age and check male or female. Last, wrire in today s date. .

B
!

, ’ -

]

i

. K
- 3

I

e, b o
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SAY;//bkay, now turn to page 1. Look at tyé

' /
of the page. .Read them silently’while I read them out loud.

J ) v ! ! . \ .
[ADMINISTRATOR'S DIRECTIONS] : ; i Vocational Attitude Scale (VA)

/ o . |
‘. / ‘

/

7

directions in the box at the top

- i
4 )

-

T

|
For each statement, if you agree or mostly agree, mark the box
under the letter T. If you'disagree or mostly disagree, .mark
the box under the letter F. | ) '

VA

° ©
<
, ~v

Look at number 1. I often dayﬁfeam about what I want to be, but I really‘
/

B
12

haven't chosen a line of work yet.

. ° .
If you agree or mostly agree with that statement, mark the box under the

v

letter T. 1If you’'disagree or mostly disagreg7with the statement;~mark—~4;-‘

1

the box under the letter F. '

Look at number 2. Everyone seems to tell me something different; s a

result I don't know which kind of work tc choose,

‘ 7
Check T if you agree....F if you disagree.
. ;
NOTE TO THE ADMINISTRATOR / P
Continue to. read the rest of the statements in the same manner. Chgck to
see that the fespondents are following the directions. When the group has,
‘completed number 30, go on to the next section. ,




— -
Ll L]

'ADHINISTRAIOR'S DIRECTIONS[ : Self Esteenm. (SE)

-
. -
zj - ]
* -

. SAY: Turn to page 35. Look at the directions in the box at the top of )

»

the page. Read them silently while 1 read them out loud. -

>

|
1

The pictures that follow show everyday kinds of situations in which a person might be involved. -
Mark the space next to the way that teils best how you would feel if you were the person inthat - .o °

: ~ scene. . Q
T ' ' ] , .

T . . - . / “
2 ;o - . :
¢ . | ,  Copyright © 1978by EducatlonfalTesﬁn;ScﬂLe.

. NOTE IO THE APMINISTRATOR | ' 3

When there is a balloon in[a piét&ke, read the quotations in the‘balloon.

Toa
[ 4

Ce ————

SAY: Numbqg 1. If you were ithe person getting the &iploma how would you feel?

The diploma's ot going to 'do anything to heiposomeoneflike me, .
o L

T might get.a little better job with the diploma. ~ %

I could really have it made with a diploma.

\ ' /.
. ) : | /
»  Mark the answer that tells best how you would feel. o ' /i
~ ' - " t ‘l )
. P

\ 3 \ “ ‘ ) ) . .
NOTE TO THE ADMINISTRATOR | ' : / o

Continue' reading the rest ?f the jtems in a similar manner. . . ‘/"'

‘ n . vy ‘ :
X - ‘ .




1 K | . N
/ For each statement, if you agree or mostly agree, mark the box . .
under the letter 1} If you disagree or mosdly disagree, mark

l ' /| the-box under the letter.F. ' ° -
; ' \ 0
H / VA € - A‘\7
3 - // . . T F ‘ !l ’ - . ’ ' .
Y CJ [0 1. .1 often daydream about what . -want--to- beybut-I ——- )
oo , really haven't chosen a gne of work yet. P
) Ed ’
i
a2, jvé;yone seems to tell me something. different; as
, {esult I don't know which kind of work to choose.
vk
Y
A v )

L]

T

and then-choose the one you like best.

P

S

/

j .
/ -
/ .

There are so many -things to consider in choosing ¢

f ﬁ' :
O O 3. 1It's probably just/hs easy to be successful in one
' occupation as it is in another.
g
- T . F
_J/,E] (I 4. [t doesn't matter which job you choose as long as

- i vit pays well

. T . F = - -

"J~- {3 5. I plan to follow the line of work;mv parents

. suggest.

T F ‘ , .

[J [ 6. You should decide fur yourself what kind of work
oL to do. -
,,/ T F K
, O 0O 7

an occupatlon it -is hard cto make a decision.
/ ' :
, 1
T F '
'O [ 8. The best thing to do is to try out several jobs,

/

!

From the Career Maturity Inve té%y

devised by John 0. Crites.
lisher, CITB/McGraw-Hill, Del Monte Research Perk, Monterey, CA 93940.

pu
CoZyright ©, 1978 by McGraw-Hill, Inc.
in the U.S.A.

.All Rights Reserved.

Attitude Scale, Counseling Form B-1
odified and reproduced ty permission of 'the

Printed
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There is no point deciding on a job when the future
is so uncertain. \ ' ’

\
i
\

There is only one occupation for each person.

Your parents probably know better than anybody else
which occupation you should enter.

F .
3 12. When it comes to choosing a job, I'11 make up my
own mind. : . .

s

13. I keep changing my occupational choice. _

]

14. As faf as choosing an occupation is concerned,
something will come along sooner or later.

=

15. I'm not going to worry about choosing an occupation
until I'm out of school. | o ,

[]=

F .
(] 16. You get intd an occupation mostly by chance.
»

F
[J 17. You can't go very far wrong by following your
parents' advice about which job to choose.

[

P -
{T] 18. Choosing an occupation is something you‘haye~to do :
on your own. . C ‘ -

"

&

F
[J 19. 1'd rather work than play.

F
(] 20. I don't know whether my future occupation will
allow me to be the kind of person I want to be.

‘




T aT . .

I R

1 25.

1 26.

Cl 27,

] 2s.

O 29

@

It's who you know, not what you know, that's
important in a job. - )

You shouldn't worry abo

£

r

a job since you

don't have anything tf say about i} anyways,

I1f someone would tell me which occupation t
I would feel much better.

I don't know whether my occupational plans are
realistic.

<

I have so many interests it's hard to choose any
one occupation.

‘s

You should choose a job in which you can someday
become famous. \

Entering one‘job is about the same as entering

another.

for their children.

>

do.

T feel that I should do what my parents want me to

PLEASE STOP HERE.
WAIT TO BE TOLD HOW TO DO THE NEXT GROUP OF QUESTIONS.

’

. Parents usually can choose the most appropriate jobs ,

S
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& /L: ;NISTP.ATOR'S DERECTIONS] ' Job Knowledge (JK)
‘ a7 .
. . .

S@Y: Now. please turn to page 4, Look at the\§irectiCﬁs in the box at the

t;op of. the page. Read them silently while I read them out "loud.
o/ g '
/ o . K

\

<

In these exercises you’ll see pictures of dxfferent']\bs and the name of each job. Next to each
. picture are questions about the job, like how much that job pays or what kmd of work you do on
‘that job.. .

anawer that you think is the rlght on¢.

-

Please answer the questlons about each job. For each question, mark the space ‘next to the -

Copyright ? 1978 by Educational Testing Service:

A M efedens

. soe
P

oy ws A 3
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2
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- .~ o

SAY: Page 4 shows a picture of a cashier.
Number 1. Where would you work on this jbb 1;xost of the time?
In a factory‘on an assembly line. . -
In the kitchen of & Festaurant: ~—— - - - ...
In a store.
.In your own home.

Mark the’ answer that you think is the right one.

e a——— - -

— e e , «1‘
NOTE TO T.i£ ADMINISTRATOR ?

. H« e

C_cintinue reading the rest of the questions including the names of the jobs

and the responses. ‘ ’ \

The tools that are pictufed in several of the iteme are not to be read by

the administrator.

(&3

. &
P vt A

[
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: b :

. In these exercises you'll see pictures of different jobs and the name of each jot')k Next to each :

picture are questions about the job, like how much that ]Ob pays or what kind of work you do on

. that job. P : :

‘ Please answer the questxons about each job. For each questlon, mark the space next to the ‘
answer that you think is the right one. :

; i JK T o . - ST T T ‘Co:)yright © 1978 by Educational Testing Service.

| '

1 o

Where would you work on this job most of the time?

: C Oin a factory on the assembly line

O In the kitchen of a restaurant

Olnastore y

: > In your own home

" ! :
) CASHlER

e | 3, K.

What kind of work do you think you would doon When are you sﬁpposed to do the work on this job? - ;
this job? . , .
, ' ‘- : O Mostly at night from midnight io 8 o’clock in 2
O Design and repair cash registers the morning :

O Check out goods for customers and collect money ~ COMight be any hours—day or mght weekdays

or weekends
COOperatea copymg machme and keep financial :
records O O0nly weekends—all day Friday, Saturday and .
o Sunday "‘

CO Help people borrow money when they need it
COOnly during the day from Monday to Friday




AN
* .

iy v

nmernr

.
. " .
T P P SRV POl I

4. 3
When are: you supposed ito do the work on thxs ]ob? ] ;;}
N > Monday to Friday, from about 8 o’clock in the:
s morning to 4 o’clock in the aﬁemoon~ -
2 }4 . g
O Mostly at night from about mxdmght to8o'clock” =%
3 ifi the morning for 5 days a week ’
i
i oty
= CAny kind of hours day ot night from Monday "
to Friday ~ :
i”‘”’ - OOhly at mgl;ts;;d;m weekends
. SCHOOL TEACHER
| S
50 ’ . - 60 - %

. . Abouthow much would you get paid when you start
on this job full-time?

" ¢ $6.75 0 87.50 an hour
;  $1.25t081.65an hour .
i< $2.0062.65 an hour

O $3.75 to $4.25 an hour

How much schooling do you think you'd needtoget
this job? T

O Grade school only
O A high school diploma only

D A college degree

> No special schooling

— RIS




é:;i M e . N - i — - *;" i '7."“ - : . - - :
- - o) . N Where would you work on this job most of the time?
L 48 Nk T O'lnyeurownhome - S
/ Sha garage or service station
ﬁ ' PRYSI O In a factory on an assembli line— — :
o . ’ O Outdoors, where new houses are being built. .
CARPENTER :
R s W - . :
. Ry :
- g - R
; * Y
DR " - . :
e : Which one of thesel. jools would.you use in this kind When are you suppc;se'd to do the work on this job? 5
5 of work? ” a I SRV
5 . > Any hours of the day or night A
) - & Mostly during the day from abeut 8 o’clock in
i fa>) ) p . _ the morning to 4 o’clock in the afternoon -
. ) S
v ) ‘ CO Mostly at night from about midnight to8o’clock
. in the morning 3
‘ . o , < Only on weekends—Friday, Saturday and Sundaiy ‘
i kN ’ N_ ) t Z
o e o N\ : | o
10z
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" HOSPITAL ATTENDANT

10, g
i When are you supposed to do the work on this job? -

> Only during the day—from about 8 o’clock
- - .in the morning to § o’clock in the afternoon

A}

N et e

> O0nly at night—from-about midnight to 8 &'clock
————in-the-morning— i

) O Migﬁt‘be_ ahy days or almost any hours during .
the day.or night "7 ) .

< Every Friday, Sit;lrday, and Sunday only—either -
during the day or at night -

!

11, .

WHQt'kind of work do you think you would do o
" this job? -
" & Decide what medicine a.sick person should

-, take o

.. &S Heip a sick person by feeding him

" ¢ Do blood tests to tell what is wrong with a
sick person ’
. Give examinations to tell if someone is sick

1 -

12,

About how much would you get paid when you
start on this job full-time?

> $4.25t0 $4.75 an hour -
O More than $5.00 an hour
D $2.90 to $3.50 an hour

. > $1.85t0 $2.25 an hour




o LA = Nt e pn % ‘_4_ - - BN ;‘§
iy e e
v ‘ ) SRR
o - S
What kind of work do you think you would do on s
: : this job?’ i
. . : O Give medici’ne to sick people-
O Teach people how to read and write :
e O Talk with people about their problems R
’ C Arrest people whe commit crimes * t
“? ) SOCIAL WORKER .

= ' N :
|
14. N 15. e
About how much would you get paid when you How much schooling do you think you’d need to
. startson ‘this job full-ttme? get this job? ' :

S $6.00 to$7. 0 an hour . No special schooling
O 822510 52 75 an hour A college degree i
O Over SS.O() an hour ) O A trade school certificate o ﬁ
C $4:00 to $4.75 an hour "\ > Grade school only o . J
; ;

- e b e - —
1n¢
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16.
_ When are you supposed to do the work on

o~ " thisjob? , s
> Only.during the day from about 8 o’clock
in the morning to about S o’clock in the. :
o * . afternoon .. _ R
> Could be any days or any hours during
the day or night :
- & Whitever hours you feel like work_iné #
Oa(v)nly at nights from about midnight to o
i 8 o’clock in the morning - -
~ POLICE OFFICER 4
f : 170 - 1\8'
: . How much schoolirig do you think you'd need to Where would you work on this job most of i
; . getthisjob? the time?
: > High school diploma > In a factory on an assembly line —
z O Grade school only " & . your own home
‘ D Trade school certificate > Outdoors on a farm ¢ . :
e _ CONo special schooling & Vutdoors in a city R Q
103 o
. 3




; -10- , - ;
. T
. 19. A 5
About how much would you get paid when you
«; start on this job full-time?” . o
5 C $3.75to $4.25 an hour , .
= C5$1.30 to $1.65 an hour
C$2.20 to $2.50 an hour Lo
S $8.50to$9.25 anhour
: \
MAIL CARRIER
{ » 20: . T B 21. . ¢ -
5 What kind of work do you thifik you would do on When are you supposed to do the work on
. this job? « . this job?
i O Keep rec(ords of all letters received in a - Only at mght-—from about mldmght to
: - post office -8 0’clock in the morning
; R Sﬂ]l stamps in a post office ') Might be any day or any hours d;;r;né .
L ‘ ‘ the day or.night . o
9  Sort letters and deliver them to people ’ )
P O Mostly during the week from about .
—_— <O Fxx mml»sortmg machines when they 8 o’clock in the morning to S o’clock in
break down — ~~theafternoon-—— --——-- .- — . =
C Every Fric 1day, Saturday, and Sunday
only
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. -220 S . -
Which one of these tools would you use in this ="
| kindof work? - ..

. ) ' o~ . 1
i e - - A
‘ . . ) 1"
2. , L2 o
How much schooling do you think you'd need - About how much would you get paid wher.you
to get this job? . ~ starton this job full-time?
¢ No special schooling " CD $6.00to $6.75 an hour
& At least a college degree and si)ecial C$2.60t083.50 anhour . gg
schooling ) '
' T $7.90t0$11.50 an‘hour -~ .
< Only a grade school diploma ‘ )
:  $4.00 to $5.25 an hour 7
& A trade school certificate and training _—
on the job
. 7/ 7 . ) ,

e




<
) @
i b & .
\‘ =\ '/ .
1%, v . -
. ° . )
. ‘0' » 252
— . Where would you work 6n this job most of
_the tlme? ]
- ) O ln a factory, on an assembly.line .
’ ‘\\ Olna shpp,' likea hardware store " -

[

About how much would you get patd when you
starton thls job full-time? .

(-] 54.85 0$5.25an hour
., CO$1.75052.25 an hour
, . >$3.25t054.002n hour
; C$5.90 to $6.75 an hour °
s
/
- /

']

E)
/- :
e D i i

\\, O In your own hiome

' 1nabuilding, like an o‘ﬁce bulidmg .

27'

- What kind of work do you thmk you would do ’

on this Job" <
OO Fix brokgn telephones
COOHelp pe:;ple make telepbbne calls
TS Send telfepllone bills to people
O Help q;‘sign new telephones

s

LT
v, Il

.
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Which one of these tools would you use in this
kind of work? " \

\O@

o EE—E

29,

How much schooling do you think you’d need

v

to get this jozb?

<& A high school diploma only
A college degree and special training

O Trade school certificate and spemal

training

&> Grade school only

o7

.y

1

30.
When are you supposed to dothe work on

this job? ) )

O Only from about 8 o clock in the mornmg
to 5 o’clock in the afternoon

-] Almost any hours during the night or day

(- nghts only from mldmght to 8 o’clock
in the morning :

O Onlyon weekends—Fnday, Saturday
and Sunday

169 - . I
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-LAUNDRY WORKER

31.
‘When are you supposed to do the work on ;
this job? :

O Nights only from about mldmght to ‘ “‘*‘
8 o’clock in the mommg ' 2

O Weekends only—-Fnda Saturdayand ‘
Sunday )

C Whatever hours you feel like working T
O Mostly during the day from about

T $1.00to $1.40 an hour
C>$2.75t0 $3.25 an hour ‘

I 8 o’clock in'the morning to 5 o’clock in
) the afternoon
32' s 33- -M?
About how much would you get paid when How much schooling do you think you’d need ) "
you start on thxs job full-time? to get this job? : T3
C More than $5.00 an hour O High school diploma g
'O $1.75t0$2.25 an hour O Trade school certificate e

O College deg}ee

O No s'pecial schooling:

PLEASE STOP HERE.
WAIT TO BE TOLD HOW TO DO THE NEXT GROUP OF QUESTIONS.

. lio - )
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» \:mmmsmm.s nfn.gcnons] \ . " Job Holding Skills (JHS) .

v

s N, T R A,
ek KR T 23 .
S T NP e R A ) N

SAY: Turn to page 15. Look af‘the directions in the box at the top of the

page. ' Read them silentl% while I read them out loud.
\

‘ The questions that follow are to find out how much you know about how peaple should act on a
_ J_ob_and what you might do on-a job wiaen certain things happen. ‘ ' '

J:ls | \ , Copyright © 1978y Educational Testing Service.
SAY: Number 1. If you feel too sick to go to work one day, would you call o
and let the boss know? ?
I wouldn't bother ~ it wouldg't make any difference to the boss. g
: I might call if I happened to think of it. ’
é R I would always call ~ otherwise the boss would get sore. .j
4 Mark the answer that tells what you would do. ° _i
. ‘ PR
: — ) .
. S NOTE TO THE ADMINISTRATCR - - . B o ~J,§
: Where there is a balloon in a pictu~» read the quotations in the balloon. 3
Continue reading the rest of the items in the same manner. L
L
K
2
L
111 . : -
. ) : Sk

s 1 s 3R et i et st e A e e et St
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The questions that follow are to find out how much y\o\u know about how people should act on a
job—and what you might do on a job when certain things happen.

= JHS

Copyright © 1978 by Educational Testing Service.

1. -
If you feel too sick to go to work one day, would you - -
call and let the boss know?

I wouldn’t bother—it wouldn’t make any
difference to the boss.

S I'might call if I happened to think of it.

- O 1would always call—otherwise the boss
would get sore.

2,

If you’re short of money before payday each week,
would you borrow what you need from somebody
at work? .

O 1would do that anytime I felt like it.
O I might do that sometimes. ) -

4
O I would never try to do that at work.

THAT'S THE
THIRO TIMmE

YOU'VE BEENIATS | = 3,
What would you say to a boss who said this to you?
. .
O Sorry, I'll try to get here on time from now on. -
O It’s tough for me to make it here on time but s
I'll try. o , “
. . HHIP
O Ido my work—what's the difference if I'm late.
1tz
\ - ¢ 3 et i

o e b bR b et it kb i ke o et e gt R Eil e B
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4.

~ ———

How do you feel about this person who sdressedina
sloppy way at work?-’

Ot doesn’t matter how you dress as long as you
do your job.

O You should dress sharper than the rest so you
stand out and are noticed.

& You should dress about the same way as the
other people and look neat.

S.

How do you feel about placing a few bets each
day at work? 3

P,

1 wouldn’t do that—most bosses wouldn't
like it. E

O There's nothing wrong with it—a boss
wouldn’t mind.

- oI mlght do that sometimes—but I wouldn’t .

overdo it.

6. e

When someone who's the buss gives you a lot of
orders abaut what to do, how do you feel?

O It rubs me the wrong way to take orders and I~
usually let the boss know it.

¢ 1don’t like taking orders, but I'll do it if the
boss do=sn’t push it too far.

O lusually don’t mind. The boss’s job is to glve ‘ ' H
orders. - —




-

How do you feel about someone taking a drink this
way on the job?

OO 1t’s okay, if you try not to get caught too often.
© You should never do it—a boss wouldn’t like it.

O It’s your own-business when you take a dfink—-‘
most bosses wouldn’t mind. o

What would you think if someone working next to you '
said this? y

C That person better lay off or I'll hit "ém right now.

O I'm going to quit this job if the people héfé
bug me.

 Iwon’t look for trouble; F'll just ignore it.

;
3
¥
b
T
x
N
"
5
‘
%
;

9. ) [ —
if you get a paycheck and you think the amount is
wrong what would you do?. .

OO Letit go.,‘lt doesn’t-pay to make a fuss.
CO Gotell the boss he or she’s a thief.

O Tell tiie\ person who gives out the pay that you
think there’s a mistake.

e,
e T
’ P

8 ) o -
d J
o~
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10. -
‘What wguid ymi say if the boss asked you this?
&5 Not me, Tonly work if I'm paid to do it.
O I’yvou]d do it if I could get some extra time off. B

.
- .‘_ . N i
) Y . ’ ~
. e g NS 1)

OOlt’s too ’mlich-trouple for me to work after %

e regular-hours. , . T
» ) - — - - - N . B - ‘ R ] ) . u.ffi;r"g

¥
i
!
{

LT e N T

e
!
'

. cer mwmd

11.

If you finish the wotk that's given to you in the ' , . \
morning and the boss doesn’t tell you what to do R

the rest of the day—what would you.do? v :
& Just knock off and relax. It’s best to work onlv - «
when you're told what to do. - SR
& Look for something else that needs doing on the -
job or maybe help somebody else with their-work. -l

CO Try to look like I'm working at something so the
boss won’t think I’'m goofing off. ] e

WAIT TO BE TOLD HOW TO DO THE NEXT GROUP OF QUESTIONS. .

P o PN 2. N -
——— e e e et s i o
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4
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PLEASE STOP HERE.
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(ADMINISTRATOR'S DIRECTIONS] Work Relevant Attitudes Inventory (WEAT) -
. v . 17 . R " e ) L, %

éAY: Turn tc page 19, Took at the directions in the box at the top of the ’ _*~§J

page. Read thﬁmasilently while I read them out loud.

The statements. that follow have to do with wdys you feel about

. . e
R N yourself about-other-people and gétting along with them. For ,‘ﬂ
each statement mark the box next to the way that tells how you J|

feel.

L WRAI N P * e
éwww“'”"' SAX"‘Number 1. You feel that you have little influence over the things
2 that happen\tq\you..
I Strongly, agree. \_"‘*\\ -
h "Somewhat agree. ST e N
Somewhat disagree.
: Strongly disagree. '
g; Mark the way that tells how you feel,
N
L | NOTE To THE ADMINISTRATOR e _
[N e . . ' /
- Continue reading the rést of the items in the same manner. ’
‘ 7("0 ) v\w" '- - ‘3’_‘ ‘- . - - . .)
TR 5.1
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*; . -1 The. statements -that follow have to do with ways yo{x feel about
.| yourself, about other people and getting along with them. For
Sl each statement mark the box next to -the way that tells how you
: feel, coee T .
; | ’
v * WRAT g -
e 1. You feel that you have little influence over the things ..
i that happea to you. -~ T T T -
R ] ‘strongly-agree
5. [] somewhat agree
L (] somewhat disagree
: [ strongly disagree
- 2. .You don't’ get much fun out of 1ife.
) (] strongly agree
; . [ somewhat dgree
;. 3 somewhat disagree '
e 0 strongiy disagree
. 2
N ™ T
‘ N 3 Becoming a _succes’s i3 mainiy a matter of luck; hard work
: ™ doesn‘t help’very muchs
i: .. o _ ;
oo . stron‘gly agree
Lo ) somevhat -agree ) : :
B (3. somévhat disagree

O ,st;rongﬁ\disagree

"

e

PO N
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; _ 4. You feel that you are as capable and smart as most people.
- ] strongly agree
‘ [ somewhat agree
h [J somewhat disagree
- . [ strongly disagree o
\‘ «‘\‘
P ; 5. The wise person lives for today and .lets tomorrow take
e care of itself. - - -
T ’ (3] . strongly agree - ’
0O somewhat agree '
LA {T] somewhat disagree :
i . [ strongly disagree -
6. 1t is hard to get ahead without breaking the law now and
’ - . then, ’
Y

el ] strongly agree =TT
o [0 somewhat agree
‘ _ [0 somewhat disagree . . _ -
o+ [ stromgly dlsagree -l
";" N . 7. Most people cannot be trusted. B ‘ R
i . ' ~ s } -
L s ] -strongly agree
; ) N * LY N 5,
;- ’ |} somewhat agree - S b
g ) somgwhat disagree '
] strongly disagree i
:*2‘.‘“4 -

8. Most bosses have it in for you and give you.a hard time. ' e T
: [C] strongly agree ) S : . ’j

" [ -somewhat agree =~ ° o o
w ‘ E] gomewhat disagfae g 1 18 | o i
i @ ., +_ [ strongly disagree - i ' ) - E
' ERIC. S - 2
2 . ' ORI (“:H“W i - o = ¢ w
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9. Most work is dull snd boring.

] strongly agree :
[C] somewhat agree

~ ] somewhat disagree.

- [:] stron_gly ;iisagree

_10. "You fee} happy.

almost . alwa&s Ve

0 a

CJ - uwsually -
-] sometimes .

(M

almost never .

11. - Teachers have had it in for you and have given you a hard

- time. . e
) t
0 almost always L0
(1 usually S -
sometimés
: O almost mnever

12. You feel that you are a failure.

" [0 almost a\iways :
4 usuélly '
] sometimes
-

almost never

- 12, During your spare time, you haye something to do that you
. iike doing. - . .o ) S

- (] almost always _ - i
= I:J usually - . .
D sometimes
- [] almost mever * 119

PR SV .




- _ =22~
L 14, You get even with people who wrong you as soon as you can.
7 " [O almost always
X ) =3 ﬁsuﬁlly
. , " [O sometimes (\ i '
‘¢ . O almost never
P TR R -
. - 15. Would you say that your chances of becoming a respected and
§ " * law abiding member of your community are:
. ‘ ")  excellent
. reasonably good
3 not very good -
. 1 very unlikely
o . 16, How many enemies do you feel you have:
: 3 a great many — T~
0 some
[ afew
M [
i [0 almost none
- e ~
‘: ,;‘ .
: o
T PLEASE STOP HERE. :
3, "WAIT TO BE TOLD HOW TO DO THE NEXT GROUP OF QUESTIONS.
’ . 1zg -




Job Seeking Skills (JSS)

ADMINISTRATOR'S DIRECTIONS

~
i - LY

- -

_ SAY: Turn to page 23. Look at the dirept:ioné in the box at the top of

the page. Read them silently while i’ read them out loud.

—————
’

e s A ox IXTa B

The questions that follow are to find out how much you know about looking for jobs. Fc;t each ° |

qiicstich, mark the space next to the answer that you think is the right one.

Copyright © 1978 by Educational Testing Service.

LN

SAY: Number 1. If you go i:q the State Employment Sarvice to help you'

fiid a job - what would t;heir charge if they found a job for you?’

* .
They would charge one week's pay.

They would charge whatever you can afford.

It doesn't cost you anything.

They would charge half a week's'pay. - : e e —-

1

Mark the answer that you think is 3: ) right one.
'S

;. \;,:/ - !

—— ",
.

NOTE TO THE_ADMINISTRATOR ' ¢ ' “

Continue to-read the rest of the items in the same manner. ;

: ;
N ’
. -
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The questions that follow are to find ouf’ how much yeu know about lookiug for Jobs. For each | :

+ F qu a mark the space riext to the answer that you thifik is the right one. _ SR

. . Copyright © 197by Educatioval Testing Serykee. ~ »?
: ' m//_ . . , . .
Z o : - ' .. IR
/ N . ln . ¢ B . . ) ? .

» o If you go to the State Employment Service to help
i *  youfind ajob—what would they charge if they \ . o4
. ) ‘ ' . founda )ob for you'l co : on :
O They-would charge one weck's tay. - ' ' _ b
> They would charge whatever you zan afford. L
‘o doesn’t cost you anything. )
= & Theywould charge half of a week's pay. )
. . 3
2.
On.which day are there more “*help wanted" ads ‘ o
. for jObS in the newspapcr? S ; }
OOonSundyy . | - ' g
& On Saturday - . ' ) .z
O jt;s the\éime any day .-
CO0n Tuesday . ' : i
/ P - \ . ‘ : f
| NOTE 10 THE ADMINISTRATOR .

In t:hc following sets bf questions, do not read material in wunt ads or &

. any content of appl:l.cat:ion blanks. - ’
- . 's
_ o Izz / "
) . L "L
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SAY: Beé’inning with questiond we're going to look at some job 'want adg" -~

-

like the kind that you see in the newspaper when someone- wants to hire Vot
]

Lg -

people for jobs. Read the first want ad on your own and then I1'1l read

the questions to you that.ask about what's in ':;hé want ad.

1

.
k3 . . R

\ ‘ o, 0
- NOTE jI'O THE ADMINISTRATOR

f ’ :; [ sroe
S TR W S R S IPPR N o

Allow approximately 30 seconds for reading of the -ad.

o TepneR

’ . R >
e M:ANI.:" mn‘o;EG:; uEmA\ . 3. ) . .
{ > - imum 1.2 Yrs Exp . . . s Tk
i < ’ ience u need for this job? :
: .o GOOD STARTING SALARY How much experience would yo ]
B} —/ EXCELLENT COMPANY BENEFITS . . . .
" IMMEDIATE 20% DISCOUNT . . ¢ You don’t need any experience.
N © GN ALL FASHIONABLE MDSE ' e .
i . s LN § For dopointment call: : * i
P OR 5-1000, EXT 477 O At least one or two years.

- i WON hman Sm"h © lLessthanayear.

oo 560 Washmgtonksv NY.C. :

S JIRE IR A Lo o S OO At least five years’ experience.

2.
33 . B . .
N
.. 4 .t R -a = + 5 . - - 0 —
e * . - \
- N

What kmd of benefits do you get on thls job? When would you work on this job? .

OWeekends—Eriday, Saturday and Sunday.

EAAY

OYou can make free telephone ¢ calls

¢ During the day from 80 *clock in the morning

@ You et your lunch free.
to five 0 *clock in the afternoon.

- O Yo can buy things cheaper than the

- régular prlce < Five nights a week.

OO They pay your carfare to get towork. " & Sometimes during the day, sometimes at :
. night. <

“ :'2 :
. ® . _ . :

- NOTE TO ADMINISTRATOR

Follow the same procédure for the want ads for questions 6, 7, and 8, and

1 for 9, 10, and 11. " '




iy
g SALES HELP WANTFD
" SALESPERSON. A .
CAMERAS . ' .
APPLIANCES .
- RADIO&TV
ROBERTSON'S

, VALLEY STREAM
; Top _notch experienced sales 6. )
; : . . person needed for our newest
g : et Groan Acres Shop- . What would you do on this job?
S 1PM—10PM, Sdiys. SFi - -
cm—tom ix cameras and radios.
High Sal PM ..
: lah Selary + Pals O Sell things in'a store.
; ‘ “ Apply at C Teach peeple how to drive a car.
S ms..s':.";.'.';’i?‘“'\?.'h‘ﬁ's.m
; An Equal Opponw:;\lty Enyvployef CO Sell houses to people.
:;:’ﬂ‘. - 7.' ' 'o . )
" . What would you do to gef this job? o When would you work on this job?

O Write a letter to the manager of the place. O In the mornings for five days a week.

CD Call the telephone number givenin thisad. - CO Ataight, on the weekends only.
5T -l the State Employment Servics and tell - <O Any hours er any days you-want to pick-—
i théin you want to apply.
- e ) ) Oln the afternoon or at mght for five days
o O Go to the address given in the ad and ask a week.
g . about the job. : .
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P

MA|L CLERK '-
“ADV. AGENCY - .

" Handle_ dumbuhon of mail Whese would you work on this job?

oumdo dolmucs. Neot o
oppootom HS grad. or . . @ Inadepartment store.

i -malyre peison. Good ad- ‘
?\ vam.mgﬂ' OPP.Y for alert . o In an Ofﬁce ’ .
2 e person. . - .
‘f:f:“ RADIO ClTY AREA . C In a factory.
> ‘Mo Circle 51000 - ' 'z
) Ms.Morse  Circle . < In your own home.
0
S T N _— 1. -
3 What would you do to get this job? - : What would you do in this job? ®
¢ Call the State Employment Service and ask "D Sell things in a store. &
them about the job. '

¢ Write letters and mail them.

‘> Write a letter to the place that has the job, \
K ) ¢ Sort mail and make deliveries.

< Go to the place yourself and ask about the job.
O Fix adding machines and typewriters.

C Call the place on the phone. o , , ¢ .

3

SAY: Questions 12 through 17 are about parts of an application blank—-

1}
&

’ like the kind you £ill out when you go to get hired for a job. Look

e AN B Ta AT E ket IR e
v . U1
N

at tkis part of the application blank and the thilngs it asks you to:

Ll | £l out. ) é 2
NOTE TO THE ADMINISTRATOR ' ’ &

Allow approximately 30 to 45 seconds for the group to look over the blank'. ,j

Then. Ileéd each question and alternatives. - ‘\‘ k e
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THEHIGHESTGRADECOMPLETED 7 8 9 10 11 12 13 14

DT
2
APPLICATION FOR EMPLCYMENT
\
-~~~ - -PERSONALINFORMATION- s o e . - -Soclal Securty -~ - - . e e e - - -
Date Number .-
1 NAME
‘ B Last Middle
2 PRESENT ADDRESS '
S . Straat City N State
-3 _PERMANENTADDRESS — C - - o
Streat City State”
.~ CITIZEN YES O .
4 PHONENO._____ o _ OFUSA. NO O
. Y Tl
5 KiND OF WORK YOUPREFER ___
CIRCLE THE NUMBER OF.

7 OFFICE MACHINES YOU OPERATE

{F RELATED.TO ANYONE IN OUR EMPLOY,
8 STATE NAME AND DEPARTMENT

REFERRED BY

12.-

If you finished high school and got your diploma,
which number would you circle on line 62

out. Read that over.

e t——

NOTE TO. THE ADMINISTRATOR

each question andialternqtives.

\
\

N

-

Allow about one minute for the group to look over the material.

13.

What would you put on line number .2 where it
says ‘‘present address?”’

O The address of the place where youlive now

8
Oon O The address where a friend lives.
On O The address of the place where
you’re applying for the job.
14 \
O The address of the place where you worked
‘ last.
.‘ 140 N M
o i | Ifyou-have a.runcle who works for this place and )

- . he told you about coming here to apply for a job, .
. where would you write your uncle’s name? .
lLinel :

' O Line 4

OlLine 7

. P Line 8
SAY: ‘

Now look at t;he‘ next application blank on page 28 that someone filled

~

Then read

SR WS esne e s tiT NIRRT
¢ T

kY
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Les et din e
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-28-

— 4
FORMER EMPLOYERS (LiST BELOW LAST FOUR EMPLOYERS, STARTING WITH LAST ONE FIRST) T o L 3
- M(;N T::LED v‘m; " NAME AND ADDRESS OF EMPLOYER SALARY POSITION REASON FOR LEAVING ‘ 5
5 rou MY 1977 Joy Manufacturing Co. Parts . b
. 55 Eaton Place ', $4.00 - ! CORG
L o Present Chicago, Illinois Assembler Still employed . 2% 3
o ~ Jan 1977 White's Dept. Store . ] s
RoM 735 Walton Blvd. $2.90 | Packer . | Wanted better s
o - May 1977 Chicago, Illinois ’ job . } o}
AOM July 1976 Pligs; Ségztgpxsxiizg tProj ect §2.50 Maintenance Wanted more ;
70 Nov-1976 Moline, Illinois . Helper money I
Mar 1976 | Speed Messenger Service R P Fa )
8 15 State Street $2.20 | Messenger Wanted more {
.10 May 1976 Chicago, Illinois . Creney T )""“"‘I*”'
... | EMPLOYMENT DESIRED . . g
sosmon & ° S anyeine S 54.50 10
) ) - IF SO MAYWE INQUIRE OF .
AREYOU EMPLOYEDNOW? _Yes * YOUR PRESENT EMPLOYER Y €S . -
EVERAPPLIED TO THIS COMPANY BEFORE?  NO where B WHEN :
15. , 16. o
.What job did this person hold right before the job In the blank where the A is, which of these thmgs i

he or she holds now? would make sense if you wrote 1t?
O Packer » O 247 Jay Street ';,
Fe . J— .—v,—d(:
- -- ¢ Maifiténance helper ) - CO$4.40 an hoir - o
O Messenger . O Sales person '
D Parts Assembler O No night work’ -
i 170 ’ . : g
What should be put in the place marked B? * )
¢ Don’t put anything. T ©o Y
: O Other places the person applied for jobs. 3 i

 Where the ‘persoh worked last

O Where the person lives.

I'LEADE STUI’ HERE. .
WAIT TO BE TOLD HOW TO DO THE NEXT GROUP OF QUEST]ONS !




s Now turn-to page 29.
‘Look at the directions in the box at the top of the page. “Read them

silently while 1 read ‘them out loud.

¢

AN TR b RN SR g 55 §8 P TS
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X '.l‘he staten:ents that: follow give the names of jobs that people do .

e and tell a~little about ‘the job. After each job it asks who you

" think SHOULD .do that job. Answer the question by putting a mark
- in the box that tells: how you feel about who should do the job.

SSAO

-

v -

e

Number 1. Sewing maching operators are people who sew clothing on

- machines to sell to other people. - T

o

..... ”

X M =

Only ‘women.- Y T
More women than men. oo

«About the same number of men and women.
= - . a
t-, >

More men than women L -

Only men.

<

Mark the answer that tells how you feel.about who should do the job.

NOTE TO THE ADMINISTRATOR

“'. COntipu'e reading tité rest of the items in a similar marner.




—— s, b

- ‘The statements. that follow give the names of jobs t:hat “people do

_ and. tell-a 1:I.t:t1e about the job. Aftex each job it asks wh6 you
think .SHOULD do that job. Answer the question by putting a mark
i1 ‘tlie box that tells how you feel about who should do the job.

SSﬁOl i ' \ - " - “‘

S . - . \

PP T T N

.

1. Sew j;achine operat:ors are people who sew clothing on machines

to sell to other people, o °

. Who do you think SHOULD be sewing machine operators? -

] D Only women ’ K - g -
. O Moxée women than men
[0 About the same number of men and women
[0 More men, than women '
3J Only men

[

prd

ce

Fire fighters work at putting out fires.

" Who do you think SHOULD be fire fighters?
Only women

More women than men

About the same number of men and women -

More men than women R

DDbDD

Only ‘men

3. Airplane pilots are people whose job is flying airplanes.

Who do you think SHOULD be airplane pilots?

Only women
More women than men
About the same number of men and women

More men than women .

opooa

Only men
129

Modified and reprinted by permission of the author

oo o
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2T Cody Grade school’ teachers -axe: people who teach kindergarten or one ) \
e T of :t:he first’ six wgrades. :
"jj; . . Who do-you think SHOULD .be. grade school teachers? 'z
‘ \ ‘3 0Only women -
v , ".[] -More. women {than men ’
- '] About the same numbér of men and women "ty
" [£] ‘More men ;;}_\an women
(O Only men - ' > RS
A 5. Nurses help -take ea’re of people when they're hurt or sick. K
;40" . Who go you think SHOULD be nurses? ;
() Only women - St e t
i [T More women than men . L
2 [ About the same number of men and women - — o
: {TJ More men than women e
et - -[F)Only.ien o . 3
- . _ 6. Store salespeople work-in shops or stores selling things to A
v E their customers, ) | ' . -
'a 'Who do you think SHOULD be store salespeople?
B " [ only women s
' {T] More women than' men
2 {7]. About the same number of men and women
i . ‘[3] More men than:women . : . ] -
\ 3 Only men ' '
Z; . 3 . . z
i 7. Train engineers are people who are paid to drive trains. -
Who do you think SHOULD be train engineers? s
.. [:] Only women A ,
i - {J More wp@eg'-:thap men -
: ). About theé same number of men and women R
B [CJ More men than ivqgnenl -
- - [:j Only men ° . ‘ ' - .o
: . 1l2 )
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8.' Elevator operators are péople who are paid to. run elevators,
" taking-people up and down in tall buildings. )

Who do yéu think, SfIOQLD be elevator operators?

3 Only women . '
| .‘ ‘Ho;e women td';xan men _

Fbwt the samé number of men and women
l':]”\__Hore men t:t_xan wometi .. . . -

-

[ Only men ' o .

“

. 9. Mail carriers bring mail to homes and businesses.

Who de you think SHOULD be mail carriers? -
(] Only women _ Ve L
[ More wemen than men '
, [CJ About the same number of men and women
O More men t:han"women ’ )
(] Only men _

-

> . A

' 10. Ballet dancers are people who work performing for others by
dancing gracefully to music.

i

Who do you think SHOULD be ballet dancers?
J only women
] More women than men

About the same number of men and women

More men than women

0000

_Only men

i

]

11. Writers are people whose job is using written words to tell
others about their thoughts and feelings. They write books,
stories, plays, and poems.

Who do you think SHOULD be writers?

‘Only. women

More women than men .

.
- )
] About the same number of men and women
O More men than women '
- .

‘Only men ‘ .
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12 g_rgent:ers are people who make things out: of wood to sell.
. ¥ho do you think SHOULD be carpenters? . -
: 3. Only women ) ;
& [ More women than men S
. : - It A s
' O -About the same number of men and women
) [ Mot¥é men ‘than women ;
3 oOniy men.
, 3. Libranans are people who work in 1ibraries checking books in
md Ol!t. \ ) 3
o Wno do you think SHOULD be librarjians?
. v G
_ (7] Only women o _
! 3 More women than men -
- — "‘l:] 1 About the same number of men and women "
] More men than women
‘ 3 Only men
"* 14. House cleaners_arempeople who ar¢ paid.to keep other people's
. houses clean.
-3 , N - ~
. Who do you think SHOULD be house cleaners?
] Only womén
- [J .More women than men
1 About. the same numbew men and women ;
] More men than women W
c ! L
) {C] Only men - =~ )
g < - - ’ . ’ I

15. Secretaries are people.who work in %?ficeq answering telephones,
- typing Ietters and papers, and greeting vi{s:!.t:ors to -their offices.

do you think SHOULD be secretaries? ’

Only womegn

»

More women than men

¥ho

(.

3

3 About the same number of men and women
Ej More men than women

jm

Only men

l .- ——
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16. Plumbers are people who fix pipes in houses ‘and other buildings.
. T ‘

Who do‘,' you think SHOULD be plumbers?

.3 dulywomen'.‘ o - :

0. More women than men

N About the same number of men and women

- O }(ore ‘men than.women .
[} Only men . .

.

. 17.. "Football coacﬁes are people .wlio coach football teams.

.

Who do you think -SHOULD-be football coaches?

[} Only women

-

e (). More. women.than -men- - - -~ - .
[0 About the same nugber of men and women . .
] More men ‘than women ‘ . ..
[J Only men ‘ . - , ' .

» ~

18, Restaurant cooks are people who fix meals for the re/t:aurant: 8-
customers. . . N

1

o do you think SHOULD be restaurant cooks?

=

Unly women
Mozre women than men
About' ttie same number of men and women

More men than women

oooaao

Only men:

19.- Bus drivers are people who drive buseé, collect .t:icketsw{ money,
and give directions and information to the passengers.

Who do you think SHOULD be bus drivers?

- Only women ;

] More women t:han men

(3-._Abqut the same number of men and women '
D Moré men than
(I (.;nly men

women -
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. / 20. Ship captains are people who are in charge of large boats. ?

- Who do you ;:hink SHOULD be _shi;) captains?
) b 2 .

‘'TJ Only women . _ ‘ &

{3 -More women than-men

: ' [C] .About the same number of men and women v Lo
v - :
‘2 - O] More men than women "
J Only men .
. , 1
2 . \ ¢ . .
21. Airplane attendants work on airplanes serving food and drinks.
SR . They ‘make sure the passengers are safe and comfortable. _

/ Who do ‘you think SHOULD be-airplane attendants?

- T ] Only women ’ ' oo

] More women than men . )
‘ [3 4About the same number of men and women L ) CA
3 More men than woiien
1 Only men
§~ ¢ )

-~ b ,

3 / :
bt / ~ ;
fi‘ . v / :
. . ' .
B « A
2 L PLEASE STOP HERE. _
F “© . WAIT TO BE TOLD HOW TO DO THE NEXT GROUP OF QUESTIONS.
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———-&>The digloma’s not going to do anything to
. helr someone like me. oy

C) I might get a little better ]Ob with the -
. diploma. -

‘ SOlcould really have it made with a diploma.

<

- . ——
.=35=
- = f o -
a ‘ b -
The p:ctures that follow show everyday kinds of situations in 'which a petson mnght be involvad, )
“Mark the space next to the way that tel tells best how- yo&woul&feel if you- were the persoan that
_ . ;_ 7 Cq;dgh; © 1978 by Educational Testing Sesvice.
~ - . > -
¥
- §
.‘ - lo '
If you were the person gettmg thc dlploma how
would you feel? -

. ™
2. , b
What would you think if someone at the job said
this to you? ,

O Twould probably be the lest person they
would give a-promotion to.

> 1 would be one of the first people fo get ,
promoted on a job.

1 might stand a chance for getting a promotion.

s
ERFN -
2




3. °
How do you thmk you'd make out if you were in
court? s

O The judge would probably go easy with me- '
I'm worth giving a chance. -

< Iwould probably getthe worst poss.ble
pumshment thereis.

O Iwould probably ‘get a small fine=but
nothing too bad.

—~——

N - '
" . :
If you were the person the counselor was trymg to
" help, how would you feel?

O There’s probably nothing: much the counselor
cculd do for me.

OOlknowl could thake good on a job if the
counselor helped me get the nght training.

OOl might stand some chance on a jobifIcould
get some kind of training.

>

m.‘rms SOME EXTRA
TIME AFTER CLASS TO
HELP YOU WITH THE WORK.

kg

5. .
- How.would you feel if the teacher said this to you?

-CO1lt wouldn’t do any good—I wouldn’t learn
" anything anyway.

OOlt's always worthtrying—I can learn with
ssome help. -

S tey, butit might be a waste of time. - T

- »

I s & e 8 A — - - - - - - e e
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N ' 6. .. :
o What would you think if one of your parents told
you this? o :
. &> 1could really make good if my family was -
. . willing to make plans with me and back me up.
C Planning out my future with my family
wouldn’t do any good—I wouldn’t make
2t ) _ itanyway. .
: O Maybe I could make it if my family backed me
' up—but I have my.doubts. . |
S0 YOU THINK YOU. 7. )
WANT A JOB HERE? _ ) .
; How do you think you’d make out if a job inter-
7 Y, viewer said this to you?
<, ) . : Co
g% O They would probably tell me I'm someone
’ they can’t use. 4
k O 1think they would offer me a pretty good job.
~ €O They might offer me some kind of a job—but
nothing too good. 4
/
i / i
’ /
. /
:. . > . I/
8. ) /
- How.would you feel ifyou saw this sign? °
' . O Imight try for a job in that store, but they
probably wouldn’t want me.
O They would turn me down cold and wouldn’t .
: i __ think 'm worth givingachance. <
L © They wouldjthink I'm worth hiring fora job
T in that store.
SHE
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"What usually Thappens ifyou are wamng to be
taken care of in a store?

OO lusually wait until the sales pérson gets
" around to paying attention to me.

O 1 would walk away if the sales person is busy—
they usually treat me like nothing. *

. @ lusuallydemand good service and expect to

be waited on right away.

10.

What would you do-if someone came to your door
-and said this?

O Iwould register and vote—it’s the only way
Ican make things better.

O I'd register and vote—but'it’s not much use
for improving things.

“ O No sense in even bothering—my vote doesn’t

change what happens to me.

<

11.

How do you think you would make out if }ou were
one of the people the cop was talking to?

O IfIdidn’t do it, the cop wouldn’t blame me.

O The cop might blame me—but I don't think I
would get in trouble if it wasn’t my fault. .

O I'musually the one who would get blamed and
arrested even if | didn't do anything.

i
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12. .
How would you feel if you were the pér'son talking ;
to the group? TR
i

¢ I'm not sure people would pay too much
" attention to what I have to say. R

& People wouldn't listen to someone like me.

O 1can get across what I have to say and people e
usually listen.

13. N -

Suppose you were the person being cheered by
the crowd. How would you feel?

& I'm the kind of person who can be a leader and
who people look up to—Tlike in this picture.

& 1 could never be like that petson in the picture
with people cheeringme. - i

Aor e Sderdhaay e v vedoesaten s LD e a0

C I might be good at some things that peaple
“ would look up to me for.
) "N\

~

14. 2
How do you feel when a sales person is showing :
you something? v

O I'm always treated right and get good service P
from a sales person in a store. .

O People who sell things in a store often treat :
me like I'm ncthing and try to get ridofme. =

O Sometimes sales people don’t pay too much
attention to me-—but it depends on the store.

139 F
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WE'RE: CHEUING

- ON EVERYBOOY'S
TO SE& WHO
“WILL GET MORS

How do you think you would do if your supetvisor
at work said this to you?
O I might stand a chiance for getting more pay

O The odds are they wouldn’t think I'm worth

= lyofﬁ(_l usually be the first one to get more

- 1

on a job.
more pay. -

_~payonajob. i .
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CONTROL' GROUP STATUS' SURVEY

.

Interviewer Instructions
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5
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1
!
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<.

Print the name of the project"a't the top of .page 1 -of thg _survey.

&2

4
&t 3
3 A ol o S A pa 0 3

£

%

Pleaée tead the d:l,tec_:tions qn. thn cover sheat of the Status Survéy to the

[

i b
CRENT S

.
g i B

rupondent. Then read aloud uch of thc qunt:lons in the survey. 7You .

PhS
aioh

L ‘may show the questiona to the. tespondent as> you read them. Fill in the v

s [

- e

ot R

TR 2 S

~

responsea -as the reapondent answera ‘each queation. 'l.'hia instrument should

v
wless,

e
oriw Lo

Gk g 0t 51
A

N

o
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P
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be filled in, by the interviewer only. -

B

¢ -

v
i
St 0 Rn

Apeg T~

. e

Try to read and explain the mterial in.a telatively informal manner. " A

N

The' approach is one of working with the respondent to obtain information”

that is as accurate as possible. .

< e
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Item 1: ' ETS ID Number. Enter this number in the .

-
A

boxes provided. The ID numbers for the
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pretested control gronp members sre listed ’

e T
.
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on the rosters sent to 'you by EIS.
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Items 2-20: oo Self-explanatory. Fill in as-indicated. ;
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(Notice the "gkip" instruction for Item 15.
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{ © . .Items 32-33:

N8 VE A et A e
- ¢

s
>
F
.
p

. Items 34-42:

RN NP 5 A

Jtem 43¢

L4

apaamaphny

.

-

———"Obtain a specific occupation when probing

or "stock élétk"ygnthtr than "work in a stere";

s e R st wpan o = i oo et s kb e eeemcmdon e e — - o e - - - [EOREUESUO R USRI A

..for a job choice. For example, "salesperson"

Sllf-oxphutory. Til1i in as indicated.

?or Itei 32, make a note.regarding reapondenté

_who pri‘not looking for a job because they

2

are in school; etc. °

- Probe for a job choice when the re.pondent
seens heoitant or uncertain about vh!,,job’/”’/

hc or ohe\yould d _look for or 1ike best.

~

» . .

"secretary," "receptionist,” or "bookkeeper" -

rather than "work in an office." E
Self-explanatory. F111 in as indicated. For 5

- Items 37, 38 and 39, 1f asked, family may be defined.
‘as "anyone related to you by blood or marriage". - ‘1

'(uéticc the "iﬁip" instruction for Item 37.)

X
Notice thit. "trouble with Police" 1s defined as ,_;3
"arrested, charged or‘bookcq." As noted in the 'g
sucvéy, status offenses would include parking g
tickets or runaway. L »i%
Self-explanatory. A »;
;
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Any-of the. hfomcion obu:lnod :I.n thio item - ;

lhould bc dupucatod und l_n_ogt ;n zour 110 v
. o:lucc 1t could ts hclpful in futurd follow-up

ctforto. L

- . .
L

e - R the part about payannt for. follow-up

+ -

ta o TR

only’ if you are sure tnat your progru :lo
'doing 80.

~
~
~

- Ask tbghrupondent' if thare 'art-dny couments oo ‘;;

thut he or ohc vould like to uke. Su;:h conments

T - . niaht include feelings about the survey quutiou. L
" the interviever, etc, Pluu record these douunto i

as cl_ou to verbstim-as pouible.
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* We're trying fo find out how peopie who have been In your trolnlng . e

pnooram forawhlle hovo boon doing since they left the. program—Iiike’ o

Hhow thlnqs have been worklng out for you In‘ganeral; what yc: * ihink B 4 :

; ) you've goﬂen out of being In the. ptogrom. what you are doiny now and . v
what things you would IIike to do from now on: how you feel about jobs; e
1 -, ‘andso on. We would like to know your feel‘nos about these things. We ;
" plan to uso what we find out to moke programs Ilke this better for trainees.
t ¢ The answers you give 1o any quesﬂons will all be conﬂdenﬂal ond prlvate - ;
Anything we find out from these Interviews will be reportec forawhole S :
: . group at a time (llke a few hundred) so that no one can know your answers. .
£ - * However, all the infomation-requested Is important and your response to . LG
{ ' : each question will be appmcldto‘d
¢ Let me goover the quesﬂons with you. It should take no more than about _ i
] . 25 minutes. Remember, if you don‘t understand a question, plecse stop v o
{ ; 4 me to make sure it's clear, :
o . ' ASSESSMENT OF YOUTH ALTERNATIVES PROJECT
g‘ - :
e~ - 14 | ‘ -
¢ EMC . E . ) 141
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.. - CounselorsRating Form PROKCT —
1 . N N LI . | - .
-7 © Counselor'sName _ Date
Name of Envotée - EERS
m Rated: | N
. . L ETS ID.NOMBER
- — ‘ — — , -
. On this sheet are 1l statements about enrollee behavior that counselors consider important in
. detemmining how well an eniolee is coming along. We would appreciate your avaluation of
how.these apply to this enroliee. - ' :
Please read each staternent carefully. Then clicle one of the numbers 1o 5 that best indi-
‘ cates how the staterhent applies to the envolies.” . -
. 1=This 2=Thls:ls\ . 3= Sometimes 4=Thisis $ = The enroliee
_describes true thisis nof is not
o the entoliee mest of ' true of the usually like this
! v, perfectly. - the time. envoliee. $0. atalt.
CIRCLE ONE NUMBER.
) 1. Pays oftention to good grooming and dresses appropriately. . . ... JUTT 12 3 4 5
" 2. isnotvery open about discussing personal and job problems. .. ... ...« 1 2 3 4 5
-3, Showsalotof resentment and hostlity . . ......oovviiiiiiiiin 1 2 3 4 8
- 4. Is cooppratwe andwiling tolistentoadvice. . ...........coveeenen o 1 2 3 4 5§
T 5 Makesredlitic plans GbOUHUIUI®IODS - ....cvvesiresneee 1.2 3 4 5
. 6. SHOWSIHH POISE 0" SEI-SSUIINCE ... voeosssscreeeesse e 1 2 3 4 5
, 7. Is coherent in expressing himself (herseff) . . . ... e 1 2 3 4 5
8. ‘Is motivated to want ;o work and expeil'sd offort .....ooii i 1 2 3 4 5
9. Doesnot show good day-to-day planning so that he (she)can
handie the job (let's home life interfere, forexampie) . ..........0...... 1 2 3 4 6
10. Indlicates a willngness fo envollin school ~ ,
. or some sort of trainingonapart-timebasis. . .......c.cveveieenn eren 1 2 3 .4 5
1. Shows qualties that indicate he (she) T
: _ will do well afterleaving the Program . . ... c.eeveveianan i eeens 1 2 3 4 5
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- ASSESSMENT OF YOUTH ALTERNATNES PROJECT

o

Ptogram Compleﬂoh Survey prOVECT

Py

@ : 2. DATE OF - > 5
ETS1.D. NO. ; ' : INTERVIEW 3 :

. ] ’ ' : , . MONTH DAY YEAR

'

LAST NAME . FRST NAME ML

o o -

" 3. NAME OF RESPGNDENT_ ' : ' ' , o

. HOME ADDRESS

&

NUMBER AND STREET

0 e

5 , ) CRY AND STATE B . JPCODE '

L

i 5. TELEPHONE NUMBER WHERE RESPONDENT CAN BE REACHED . .... ﬁ B
{ - . AREA CODE . TELEPHONE NUMBER . K

' 6. RESPONDENT'S SOCIAL SECURITY MUMBER ......... O @ &

N -

o . %

¥ %
7. SEX.......... 3 Male () Female 8. DATEOFBIRTH ..... i -

hed

Since you'ye been in the pugram have you been o ‘ :
+*oiking on a ganeral equivsizaty high scheo; diploma (GEDJ?.......eveveeeeee. e Ys [ No[J - CoR

" 9a. Ifyos havs yeu gotten ihe 20 - SO Yes [J No[J - M
L . . . 9o Dld vou get (or will you be getting) your high school diploma in June? . :
O Yes [7] No: Wil get it later (end of O No: Leo.vlng school
summer or next school year). without it.
10. What types of things did you tcka part in durng the program? (Check all those which are applicable.)

1 [] Personal counseling . 5 [ Closstoom training: GED ‘s
2 [0 Job counseling . 4 [J Working on a job

3 [:] Classroom ttolnlng vocational skills 7 (3 Refemai to a full-time permanent job
4 [:] Classroom tralning: remedial education 8 [0 other (specity) . ..

[ 11. Of the things you took patt in during the progrom which two do yout think ware most,helpful to you?
_ (Check only two,) ‘ .
1 [ Personal counseling - 5 O Classroom tralning: GED ¢ .
2 [J Jobcounseling - . 6 [ Working on @ jot+ ' y
3 D Classroom tralning: vocational skllls 7 [ Referal to a full-time permaner]? job
- : 4 |'_'_] Classroom training: remedial educoﬂon 8 [J Ofther (specify):

12. How do'you feel about your experiences In‘the progiam?
[ Very satisfied O Satistied [0 Very dissatisfied .

13. Are you stiil enrolled In the program?
[ Yes (Skip to question 22)) 0 No (Go on to question 14.)

14. How many Weeks has it been since you leff theprogram? . .............. cociiiieienian.. WEEKS
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i5. Ao youprésentywoing? -1 - - o - ]
D»Ves(sdéhioqu'oiﬂéﬁw) “T [).No(Kptoquestion20) . - T R

3

T AR U

-

%

: v 16 Areyou presenﬂyworkthOormorehoursperweek?w-v e ) e i
RE [J:Yes (G5 on fo question 17) . [J No (ki fo questicn 21.) o '

Y . . . .
- . . . -

&

.. “A7. Where doyOU WOIK? . NAMEOF COMPANY.——— — =

~ - B

NUMBER AND STREET OR ROUTE — - - :

- CITY AND STATE TS Ty }
ve - (9 - v - \:
e TELEPHONE NUMBER (. ) At g ;

. o

‘e

e«

. 18, What s your lob tltle? i : : — : ' .

, \ 19 How helpful was the proqrom in prepodng you for this ]ob? Y o 5
‘ \ - lt was ne help atall O helped.a littie, now and ”then [J 't was very helptul in g lot of ways. =
« . H

« N 8}

c . \~ - 1‘. ) . . (Sklpioquestlon22)- . ’ : . . KW

20 ove you woiked slnce leavlng the progrom? ............ e ettt e ety OYes [ONo .

-

29. Whosre you dolng now?. (Cheuk al those whlch are applicable.) -

A [ Logking for a job "3 [J Jn another CETA training program : . ' -
B 2 Omin school : 4 Nothlng speclol (Probe: How do you spend your daw Bdeﬁv Qescrlbe) i .
| N

\ ' -
1 would like 1o know Whot you thlnk about cerfoin things relating to jobs —_—

22 Do you think you're o\ble to get the klnd of job you wom’?

0 iwould have o \E\ 3 ! might have J 1 won't have t
very good chance. r some chonce. » much chance, > /

23, Do you think you'rs able to do the work on the job well enough 10 satisfy any boss?

[ 1 won't be able, ‘\\ ] Imlght be able . O | definitely will be
to, on most jobs. to, on most jobs. able to, on any job. ) .

N

24, Doyou think you're able ‘to get by ona jobwithout a lot of help from the boss, or the people you.work with?

K 0 Yes. lil get by on . [j\l may need a little 3 'm going to need a lot
mv own without help heip sometimes. of help from other pepple.
S - s \ . hi ‘
25. Doyou think, it you have to leam somethlng new onajob, you could leam enough to do the ]ob right?
.[ Yes. | could, anytime O Maybe | could leam, J twould have o tough time If | )
for any job. - for some jobs. have to leom something new. o
i

25. Do you think you've got‘whoot it takes to get'pror‘noted and move up to better jobs?’

[ it would be roudh for I (O Maybe | could, ' . [0 lcould get promoted
* me to get promotions. - on some jobs. - forsure, on any job.

27. Doyou think belng in the progrom has made you feel more like you're going to be able to make It in ajob
later on? ' i ¢
[ it was no help to me at all. * [J it wassome help to me. J " helped me a lot.




People look for different things in thelr choice of jobs.

28. How Impor‘qnt islt that you get fo do Inteiesting work? . . ol

.—That's real Important D I may be lmponont . [ don’t really .
" fome., Ifmnottdosure. care about that. - =y
29. How impoden? Is‘lx:\ot y?)u can'get paid what you're worth? ST ”
[ Mmatsreatimpottant - [ It mcy be important: [ I don't really ' :
=¥ tome. I'm not too sure. - care about that. RS

e 30 How Imponant Is It that you wouldn't have to wony about belng fired?

[:1 That's real Important - O !t may be Important; , [ | don't realty ..
jome. I'm not too sure. care about that. .

/_31‘. HoWImponant Is It that you feel Iike you're d9lng work that's worth doing? . N

[ That's real Imgortant. O 1t may be Important: . - [Jtdontrealy
‘ta me. - I'm not too sure. care about-that. ™, .
32. How Iméodant is It that you can get ralses and make more money fast? .o /‘J 4 ’
. “ o, ” ¢
D‘ That's real Important : 3 It may be Important; 0 I don't really o

- L tome. , I'm not too sure. care about that.

\
-

.33. How Impoﬁonf 181 that you have a chance for steady work? :

‘0 T_hat's real important - [ tmaybs Imporfant:\\ . [ | don‘t realty
tome. " I'm not too sure. care about that.

he v Ban gt a4 e ean N e d -

34. Wnaf kind of full-flme Job would {did) yoh look for right after leaving the program? ) *
Write )} klnd of job: . ;

35. whatkind of ful-time job would you llke best right now? ' - /
Wdte In job cholce: - . .- -

e — > ¢

36. Whatls the lowest hourty pay you would "
take for the job you would like best right now?......... Crreeerieeieraeaas $ ‘ PERHR,

37. How much do you know about what it takes to do the job yéu would like best right now?

] I know a lot about ’ . [[7 Lknow afew things (3 1 don‘t really : ’ i
that kind of job. about what the job takes. know much about It. i

38. How williing would you be to go Into a tialning program for the job you would like best right now?

2 [ 1 would do It only if I'were paid. 40 I am alrgcdy trained

39. Since belng In the program, has there been a change in the way you get aiong wlth your fomlly? , :

[0 thave no famlly. (Skip to question 42 )’

[ | get along betterwith . 1 1 get glong worse with [ t get along with them
them than | used to. them than l usedto. - the same way | always did.

-~

40: How does yc/mr famlly feel apout how you're dolng {did) In the program?
] They think I'm dolng great. O] Tey think'i'm geﬁlng by okay. [J Thev think 'm doing poorly.

. 148 " |
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41. Out of whatyou eam a week, about how much do you give o your family?..........

it i

0 don’t.eam any money.

P 42, Since being intheprogramhave ™ 1) Savifigs .......oooeieenenn. ;e O 0 [

3 there been any changesin the 2) Home and family (rent, food, clething)  [J . O G- .-
;- . * way you use your money? 3) Leisure (tecreation) ...... . eeeees .. O O O >

: ; ) (Check one bex in each row) - 4) Education .............ene S ... OO O O

. - "43, How often db you save money from your pay? (Check only one.) o .

_“ [ I don’t eam any money. C ) )

- * [ 1 save something [ Sometimes ! save. ’ [J ! never save. ol
' . nhe any of my pay. S

-

44. Which of these people or agencles have been giving you a hard time lately?.(Check as many as apphy).

1 [ Supérvisor at work E 6 Ei The police orthe courts 11 [:]'Sorﬁebodyln your family
2 [J People you work with 7 [ Neighbors ) . 12 [J A hospital, or people who
, Soclal - - . work in a hospital ;
3 [J Soclol worker (Weffare) .. 8 [] lawyerss - (iike the doctors; the clerks)
-4-[]] Employtent agencies 9 [J Credit collection outfits 13 [ Friends. .
5 [J Program people . 10 {7 Storekeepers . ‘ ’ U .
. (like the C?Unse‘or] 14 D Others (S{:BC"Y)' b -

. - ’
45. .Since you've been in this program have you gotten inany trouble with the police; been arested, charged
or booked? (Do not Include status offenses, such as parking tickets or rungway.) -

. OnNo .-

. ‘ \ g,
[ Just once. [J A couple of times = [ More than g couple of times

-] 3

[0 Real important: | go cut of [3 ! usuclly try to steer clear unless [J Not too important; if | bet In \ -
_.my way to avoid trouble. @ I'm pushed teul hard. trouble 1 don’t care too much. ‘

. 46. HowImportant Is It to you to keep out of trouble with the police and the law? 2

/v .
47. We appreclate the nelp that you've given us. We would like to keap up with how you're doing. We will want
to talk with you again in the next few months. At that time we'll pay you $5.00 for your help. Please give us

the names and addresses of two people who will know where to reach you during the next few months.

[
Name Name -
Address - Address .
Phone Phone :
Relationship Relationshlp .

[

48. Additional Comments by Youth:

ATIACH ADDITIONAL SHEET, IF MORE SPACE NEEDED. .

Additional information [To be obtained by Interviewer from the program records)
I

1) /Number of different work sites to which the N 2) Number of.days "
enrollee has been assigned since jolning the program absent from the program

-




Wsork 8upervlsor S Roﬂng Form  erouec

b " City i
L .. . . - ¢ X ’ ?
o <
Work Supervisor's Name —_ : L Date .
Name of Enrollee Being Rated - ]
' - . ETS1.D. NUMBER .
How many months has the enroliee worked for you? " , - . ;
* . i > v: f
: P \ . ) :
Below are 10 statements about things that work supervisors consider Important when It comes :
) to how the enrollee is doing. We would.appreciate your telling us how each one applies to )
- this enrollee. The Information Is stricity pﬂvah and will not have any effect on the enrollee A
lnanyway. ° . ‘ L.
Please read each statement caretully. Then put a check in one of the five boxes to show how *
_ that statement fits the enrollee,that you're rating. , ' s
B - ! :
. - A * ¢ tem. T : .
< . ¢ . & . .
1. KNOWS HOW TO FOLLOW INSTRUCTIONS PROPERLY. .. -
Thi> describes, * _ This is true « Sometimes this This Is not . The enroliée .
justhowthe ° most of the . is true of the usually so. Is not-like )
eniollee is. . timg. - enroliee. : . thisatall: "¢ -
. ,D ‘ . D - L D - ) D . D . - 4
~ - < A - . e B
- - ’ ) . - c 1’: < ‘ i . .-
, + 2. RESENTSTAKING ORDERS FROM THOSE WHO SUPERVISE HIM/LIER. o A~ S s
: ’ 3 " This o’a;cri)b'es‘ . Thisistrue  _ . Sometimes this - Thisisnot . < e ef'\rojle_é " '\ B -
. , “7 - jusfhowthe . most of the- i5 true of the usually so. * Is not like”, L7
, enolleeis. .  time. enollee. ' T ° thisatal. "« T
i " s, 0 -l o
,D 7 Db..- . 1‘/ D\ D‘ v, . D" ¢ A /1 g.
. ' ! S e | <y,
3. KNOWS HOW TO DRESS RIGHT FOR THE JOB. . > oo o) ¥
- This describes This is true Sometimes this Tisisnot The enrollee CS -
just how the most of the | Is true of the. usucliy so. is ot ilke" <! . - ¥
. enrcilea'ls. « fime. . .enoliee. & v .. e thisgtal o
: * * * PRl

. .
-] n

-
< . R B '

4. TAKES SCV!E PRIDE IN THE WQRK AND DOESNT JUST RUSH THROUGH TO GET IT FINISHED.

’
¥ . - ‘

This descrlbes This is true . . Sometimes this This is not The enroliee
just how the most of the Is true of the usuaily so. Is not like
_enrollge is. time. enrolles. . this at all. ‘
0. O O . O M)
; - ) . . PLEASE CONTINUE ON REVERSE....
] e

~,’
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§. HAS TO BE TOLD WHAT 10 DO EVERY MINUTE OR CAN'T KEEP BUSY.

This describes Sometimes this This Is nc%? "The enroliee
just how the. " s true of the usually $0. is not like
enollee Is. enrollee. T thisat all. *
o O =l O
6. GETS ALONG WITH OTHERS ON 1nZ JOB. _
This describes« Sometimes this “This-Is not The enrollee
Just how the most of the - Is true of the usually so. is not llke
enroliea Is. enrollee. this ot all.
O O 2 0
7. CAN'T GET TO WORK ON TIME.
This describes Sometimes this This Is not The enrollee *
_ Justhow the Is true of the usuglly so. Is not like
3 enrollee Is. enroliee. this at all.
D . H D . D ' D
8. SHOWS SOME INITIATIVE IN TAKING ON A PIECE OF WORK.
This describes " Sometimes this " ThisIs not The enrollee
just how the Is true of the usuaily so. Is not llke
enrolles is. enrolle_e. : this at ali.
- 0O O O O
9. DOESN'T MAKE TROUBLE ON THE JOB. .
This describes Sometimes this This Is not The enrollee
just how the .. is true of the usually so. Is not like
“enrollee is. - enrollee. this at all.
O O O 0O
10. ASKS QUESTIONS IF PﬁOBLEMS COME UP—DOESN'T JUST GO AHEAD AND DO THE JOB WRONG.
This desctibes Sometimes this This is not The enrollee
just how the Is true of the usually so. Is not like
enroliee Is. enollee. ’ this at all.
O 0. O O
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CONTROL GROUP STATUS SURVEY

® This instrument is to be filled in by the interviewer,
NOT the respondent. )

—

¢ We're trying to find-out how people have been-dv 1g since
.our. last contact--like how things have been working out

_- you would like to do from now on; how you feel about jobs;
S and so on. We would like to know your feelings about these

q) things: -

» The answers you Qive {0 any questions will Exll be confidential and private.
Anything we find out from these interviews would be reported for @ whole
group at a time (like a few hundred) so that no one will know your answers.
However, all the information requested is important and your response to
. each question will be apprecioted.

<

e tot me go over the questions with vou. It should take no more than about -
. 25 minutes. Remember, if you don’« understand o quesﬂon please stop
w" me o make sure n" cleor

[

1 ) . for you in general; what you are doing now and what things -

: . ASSESSMENT OF YOUTH AUERNATIVES PROJECT

5 pap————

i
CJt
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" ASSESSMENT OF YOUTH ALTERNATIVES PROJECT ’ v . .

CONTROL GROUP STATUS| SURVEY. -~ ‘ PROJECT
- ’ ¢

— city
- l . 2. DAIE Cf
1. EIS1.D. NO. INTERVIEW
I MONM DAY YEAR
3. NAME.OF RESPONDENT_ :
LAST NAME FST NAME M1
* 4. HOME ADDRESS
NUMBER AND SIRtET .
CHY AND SIATE N ) - P CODE
5. TELEPHONE NUMBER WHERE RESPONDENT CAN BE REACHED ..... :
» AREA CODE « TELEPHONE NUMSER
6. RESPONDENT'S SOCIAL SECURITY NUMBER . ... .....uureeneennnnnsns
2 [IMae (] Female 8. DATEOFBIRTH .....
) MONM DAY YEAR

9, Have yo=u‘_been- working or a general equivalency
high school diploma (GED) over the last 6 MOoNths? ceeecseseessves [

<

9a. if yes, have you gotten the G,gD - o S e Yes [
9b. Did you get (or will you be getting) your high school diploma in June?

0 ves o ’D No: Will get it iater {end of {1 No: Leaving school
summer of next school year). without it.

10. Over the last 6 months, ‘have you been enrolled in any government-
sponsored employment and training program? (If yes, on this list,
. enter the number of weeks that you were in each program.)

CETA Job or Training [T ] weeks

Summer Youth Program {~y—} weeks .
Job Corps 7] weeks . o
Young Adult Conservation Corps [T ] weeks

Neighborhood Youth Corps [T ] weeks

(- NV B VL L

No (3
No (O

Other”Government Sponsored Programs E]‘_’]_ weeks
) (Name of Program)-

11. What types of things have you taken part in over the last 6 months?
(Check ALL those which are applicable.)

1 [[] Personai counseling $ [J Classroom training: GED
2 [ Job counseling 6 [} Working on a job
. 3 [J Classroom training: vocationol skills 7 [] Refenat to a lull-time permanent job

4 [ Clossroom training: romedial education 8 ] None

lendl
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13.

14.

17.

18.

19.

20.

16.

9 [0 oter (specity):

3 [J Inschool

" Of the things you took part in over the last 6 months, which TWO
of you think were most helpful tec you? .{(Check only TWO.)

1 [:] Personal counseling ) 5 [J Classroom taining: GED
2 [ Job caunseling. - - 6 [J Working on a job
3 [ Classroom training: vocational skiits 7 [ Referal to o fuil-time permanent job

4 [J Clossroem training: remediol education 8 ] None

How do you feel about what you have been doing over the last 6 months?

O very sotstied (O Sotistied O Verw dissatisfed

Have ycu worked at any time during the last month? -.--........... . ...[] Yes

Are you presently working?

D Yes (Go on to question16.) ' [ No (Skip to question 20)

Are you preserily working 30 or more hours per week?

0 ves 0 No.

~ 4 -
Where do you work? MAME OF COMPANY.

0O N'o~

NUMBER AND SIREET OR ROUTE -

Cit7 AND SIATE

TELEPHONE NUMBER { ]

what is your job title?

e

Which one of the following sources was most helpful in getting you your
job? (Check only one.)

1 [J School Counselor

2 [ riiends or peopie in neighborhood

3 [0 Newspaper

4 [J Government (public) employment agency

s 3 Non-govemment {private) employment agency

6 (J Fomiy

7 [J Help wanted sign

8 [J Church or community laaders (e.g., teachers, ministers, and so on}

0 [J None of the above: | got it on my own.

°

Whot ote you doing now? (Check all those which are applicoble.)

1 O3 Working and not 4{J In a CETA training program
looking for a job r_‘] Noming special {Probe: How do you spend you: day? Briefly desctibe:)
2 [J Looking for @ job

¢ et e
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R 24'

i would like to know what yéu think about cértain things relating fo jobs.

21. Do you think you're able la get the kind o job you wont? .
~_ [ twould’hove o [ ! might hove O twon’t have .
* “yety good chance. some chance. " much chonce.
22. Dayou think you're able ta da the wark on the job well enough ta satisfy any boss?
[ 1 won't be able : [J ! might be able ‘ (] ! definitety will be
ta.'on most jobs. ta, on mast jabs. able ta. an ony jab.
23. Daoyaouthink you're able to bet by on a job withaut-a lot of help from the bass. or the peaple you work with?
{1 Yes. V1l get by on [Jimoyneedaiittle . []Imgaingto need o lot
my awn without help NN help sometimes. of helg from other-peaple.
Da ycu think. if you' have to leain something new an a job, you could leam enaugh ta da the jab right?
[ Yes. ! cauld. onytime * [ Moybe | could leam, [J 1would have a fough time if |
far any job. for some jobs. r have ta leam something new.
25. Ip you think you've got what it takes ta get prcmoted ond mave up to better 1obs:?
" [J # would be tough for ] Moybe! could. > [ tcould get promated
me ta get promotions. an some jobs. fot sure, an any jab.
26. How important is it that you get ta da interesting work?
[] Tot's real important " [J 1t may be importont; [ 1 don's really
to me. . " ¥'m not too sure. core abaut that.
27. How important is it that you con get paid whot you're warth?
[0 ™ot's real important J 1t moy be important: [ t don’t reclly '
ta me. I'm not too suie. care about that.
28, How impartont is it that yau wauldn’t have to wony about being fired?
[J That's real importont [ !t may be importont; {1 I don't really
to me. I'm not tao sure. care about thot.
29. How impartant is it that yous feel like you're daing work that's worth daing?
O That's real important ' J 1t may be important; [ ' don’t really
ta me. i‘m not too sure. care abaout that,
30. How importont is it that you con get raises ond make mare maney fast?
[J That's teal importont J # may be impcrtont; [ ! don't reclly
to me. I'm not tao sure. care about that
31. How impartont is it thot you have © chonce far steady wark?
[J T™hat's real important O 1t moy be importont; ) ] !don't reaity
to me. I'm nat too sure. core about thot.

PR




32, What kind of full-time job would {did) you look for right now? o -

- Write in kind of job:

33. Wnatkind of full-time job would you like best right now?

Wirite in job choice-

34. wWhatis the lowest hourly pay you would ~ - o .
take tor the job you would likebestrightnow?...............civivinieenenn, S d PER MR

35, How much do you know obout whot it takes ta da the jab you would like best tight now?

O ' know o lot about O3 1 know a few things ] 1 don't really
that kind of job. . abaut what the job tgkes. know much about it.

‘

36. How willing would you be to go into o training progrém for the.jab you would llke best ’rigm now?
{Check only one.}

) 1 [ t wouldn't bother. * 3 0 | would da it fof no pay.
2 ['_] I would do it only if Ilwetrepaid. °~ 4 [Jlem olfeady trained for that ]ob
37. Over the last 6 mont:hs, has there. been a change in the way you get along with your
O thove no fomily. (Skip to question40) . family?
O !get olong better with . 0 1 get aiong worse with D | gei along with them
them thon't wized to. them than | used to. the some way | always did. /
38. Howdoes your fomily feel about how you've been doing over the last 6 months? /

(0 They think I'm doing greot. .0 They think I'm genmg by okay. [] They think 'm doing poorly '

39, Out of what you eorn a week, about how much do you give to your fomily?............ S ]

! WK.

[ 1don’t earn ony money. )
MORE LESS SAME
40. Over the last 6 months ,have ;1) Savings ............ e, a a a
there been any changes in 1he 2) Home and family (rent, food. clothing) [ d d
way you use your money? 3) Leisure (recreonon) .................. a O a
(Check one box in eoch row.} 4) Education ........oiiiiiiiiieiiien, d a a

41.Haw often do you save money from your pay? (Check only one.)

[0 'don’t earn any money.
1 1 sove something {0 Sometimes | save. ’ O ! never sove. .
) ' any of my poy.

-

42 .Which of these people or ogencies have been giving you a hard time lotely?.(Check as many as apply.)

1 [0 supervisor ot work 6 [] ™he poiice orthecourts 11 [ Somebody in your family
People you work with Neighbars - 12 A hospital, or people wha

20re 'p'y ' 7g 9 O wark in o hospital

3 [J Social'warker (Welfaie) 8 [J Lowyers (like the doctors: the clerks)

4 [[] Employment agencies g [J Credit collectionouttits 13 [ Friends

5 [ School Counselor 10 [ Storekeepers
14 [ Others ('nocity)

i
f CJY?
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43.

Over the last 6 months, have you gotten into any trouble-with the police;

been arrested, charged or booked? (Do not include status offenses, such L
as parking tickets or runaway.) ‘

D No

N

»

[ Just once. i {0 Acouple of times [0 More than a couple of times
) 2.1. . . Howimpostant isit to you to keep aut of trouble wlth‘th‘e police and the law?
- [0 Reatimportant: | go out of O usuBIly try to steer clear unless ] Not too impoitant: If | get In BN
. myway to avoid trouble. I'm pushed real harid. trouble | don’t care too much. -~ 3
45. s appreciate the help that you've given us. We would like to kéep up with how you're doing. We will want
* * to talk with you again in the next few months. At that time we’ll pay you $5.00 for your help. Please Qive us -
the names and addresses of two people who will know where to reach you duting the next few months. 4
, Name__ S ) Name
Address __ Address
o A \
) Pr;one : Phone - ) 5
Relationship _ Relationship i &
. , A
46" " Additional Comments by Youth:




PO TET S YW E N RO VI S Y

FARTICIPANT FOLLOW-UP. SURVEY ‘

Interviever Insiructions |

~

. . g

:Thc !o;;gyévﬁ‘Sprvgi is to be administered to cvcryﬁindividuil who. has

. . - - - [ .
participated in the program and every individual who served as part of the

control group for the program. Different forms of the Sﬁtvei\have peen

devclopcd'ﬁnr.participants‘and controls =o please be sure that you are

administering the correct one.

N

Pollow-Up Survey . ,

Please read thé introduction on the cover sheet of the Wollow-Up ‘Survey to

- the rasgpndent. Then read aloud each of the questions in the survey. You

show the questions to the respondent as you read them. Fill in the responses

as the indfvidusl answers each question. Thiélinstrument i3 to be fillad in

"~ by_the interviewer only. .

Try to read and explain the material in a reliatively informalfﬁanner.

The approach is one of working with the respondent to obtain information that

is as accurate as possible.

In the box in the upper right corner of the first page of the survey,

indicate how many phone calls, home visits or other contacts were needed to

complete the questionnaire.

AL e eab
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Item 13:

°

ETS.ID number., Enter this number in the boxes provided.
The ID numbers for -the p;etested respondents are listed
on' the rosters, sent 'to you b§ ETS.

Self-explanatorf. Fill in as indicated. Notice the

"akip" instruction for Item 10.

Self-explénatory. 'Notice, however, that for this item

and a number of'tﬁose thag'follow, the interviewer is
requirad to read the correct temse in relation to the job |
expgrienée items. Th;t'is, "do" or "did," "ig" or "yas,"
"present" or "last" até required when stidg job-related
quéstions of those who‘either are working full-time new or
gggg.wdrkeg fuil-timé since leaving the program or since

v
program personnel's last contact with the respondent.

Obtain a brief and simple description from the respondent
of what constitutes the main business of the company named
in Item 11. (For example, "a factory where auto parts are

made"; "a store where clothes are sold:") Digregard box at

efid-of response line.

Be as specific as possible in the job title. If the respordent
does not know the job title, obtain a specific description of ' !

the job tasks or duties. Disregard box at end of r%sponse line.

e e A



Items 14-23:

Item 24:

R

“frem 37:

Item 40

Item 44

Items ‘25-36:

Items 38-39:

"gkip" instruction for Item 38.

3 Items 41-43:

'

Self-explanatory. Fill in as indinated. Notice the
"skip" instruction for Item 19. -
After reading the question, .read all ten options. Check

only one box as directed.

'Self-explgnatory. P11l .{n as indicated.

14

Notice the ''skip" instruction.
For Item 37;,'ind1cace the specific type of work
performed on the job and obtain a job title if possible.

- -

Self-explanatory. Fill in as indicated, Notice the

’

\

After reading the question, read the 8 options and check
all boxes that apply.

As indicated in the "Interviewer note," Items 41-43 are only
Note that the 'skip"

@

instruction in Item 42 should have appeared in Item 43.

for respondents presently employed.

ftem 44 is intended only for respondents who are presently

unemploved.

Lo .
- 430 b Tt s n e «
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Self-explanatory: Fill in‘as indicated. Probe for a -
job choice when the respondent seems hesitant or uncértain
about what job he or she would look for. Obtain a specific

occupation when probing for a job choice. For example,

-

"galesperson" or "stock clerk" rather than ‘work in a

store"; "secretary," 'receptionist,” or "bookkeeper" rather
hY

than "work in an office." Disregard box at end of responser = -——

line.

0 \ 3
M %

Items 46-54: Self-explanatory. Fill in as indicated. Notice the "skip"
. o

instruction for Item 49. , s
‘ , rereaton m - e . ) -
\ -

~

Item 55: Selfmexplahatory. Check as many as apply.
ftem 56 Notice t.. ¢ "trouble with the police" i3 defined as : "
"arrested, charged or booked." _As noted in the survey,

status oifenses would include parking tickets or runaway

and should not be included.
Item 57 Self-explanatory.
Item 58: Copy this information and keep it in your file as a
reference for a possible 8 month follow-up. Read the

part about payment for follow-up only if you are sure

.that your program is doing so.

16;
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'\Iﬁem 59 Intended only for resandents who answered Item 11.
~ 77 . * %
: ‘After reading the item. show the Employer s Rating Form
. . . 1 )

} D | to the-respondent and go over ‘the questions if necessary.

PR

\' ' Stress confidentfality of -the information to be obtained.

° \ o L |

Vo If ‘the respondent anwers yes to Item 59, check the 4ppro-

% . ) priate box and filiﬂin the name of the job supervisor as DN ‘

e indicated. If the respondent answers no to Item 59, check ~.

- | ‘ N . ¥
‘ . T :fthe appropriate boxi and do not attempt to contact the

ii‘ w : employer. ‘ o ) . T

. . / 4 \

G ) i 7/ . - :

. ; ' : : ﬂ

Item 60:. Sol;%gg any additional comments that the respondent may - :

care to make about future job plans, feelings about the

“training program or schodl, or the survey just compléted.

[
N ;

.

e

. Employer's Rating Form

Fill in the ETS ID number of the tespondent being rated and the date of the

Follow-Up Survey at the top of the form. Print»the name of the individual on

*

the appropriate line in the inéroduction. The completed form should\be

t
» '

1

returned to you, Please remember to enclosé‘a gtamped, return-addresséd ‘
o ' N

N
envelope. | . | \

[ v - 4 R - - [ - . - R ed
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Program Follow-qp Survey

’

,

s We're ttylng to find out how peopla who have been in your tralnlng

program for a while have been dolng since they left the progran—like
how things have been working out foryou In ganeral; what you think

‘you've gottery out of being in the program; what you are doing now and

what things you would like to do fromnow on; how you feel about jobs
and so on. We would like to know your feelings about these things. We

plan to use what we find out to make programs like this better for fralnees.

¢ “ |
The answers you give to any questions will ail be confidential and private.
Anything we find out from these interyiews would be reported for a whole

group ot a time (ike a few hundred] so that no one will know your answers.

However, ail the informat'on requested is important and your response to

. ‘each question will be'oppreciated. ~ :

Let me go over the questions with you. It should take no more than about
25 minutes. Remember, if you don’t understand a question, please stop
me to make sure it's clear.

A=
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ASSESSMENT OF YOOUTH ALTERNATIVES PROJECT , -

[N

vy ETS],D..NO. Jen '
A - a‘ M -47
3. NAME OF RESPONDENT .
. /
4. HOME ADDRESS
NUMBER AND STREET
. CAYAND SIE ' pm 7P CODE .
T | 11
*, 5. TELEPHONE NUMBER WHERE RESPONDENT CAN BE REACHED ... .. . i
. ’ . . N AREA CCDE TELEPHONE NUMBER
b. RESPONDENT'S SOCIAL SECURITY NUMBER. ... ........... SUTURR . E
F 2 ST O maie [ remate 8. DATEOFBIRM, . ...... = g
. . 4 . MONTH DAY YEAR
Y . ,
v ) ] .
| 4 . .
1 - 9. How many weeks has it been since you left the program {number of weeks)? ............. WEEKS
10. Are you presently working full-time (30 or more hours pér week)? 4
t L4 .
. I [ Yes. (Go on to question 14.)
t) .
- . , O No. out lhave worQed {ull-time since leaving the program.
) -{Go on fo question 11, but ask about most recent job.)
\ « O No: | haye never worked full-time since leaving the program.
(Skip to'question 36.)
1. Where doy(did) you . . .
s(most recently) work? NAME OF COMPANY_
- . 4
) " NUMSER AND STREET OR ROUTE 4
* & 4 -
" . CilY AND SIATE.
' \ TELEPHONE NUMBER ( -

. 12. Wnat kind of business Is (was] that?

13. What is (was) your job fer - .
"14. How helpful was the progra:n In preparing you for this job? , - , )
[ wwasnohelpatall. [0 ithelped alittle, now and then. [J 1t was Very helpful In a lot of ways.
. s
15. How many hours a wesk do (did) you usually work? ....... ...... T HOURS
2
16. How many weeks have you been {were you)on thatjob? ..........c.....coooevninnen WEEKS




“
[3
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.25. In how many places did you actuglly "

2

17. How much pve:z'hour do (did)you eamatthatjob?...........ocoveiiiien onn $

DOUARS CENTS

PERHR

18. .15 (Was) this @ temporary CETAJOD? ... ..uvcvrurerneeneeenieensns /x\ .......... .0 Yes O No

19. Is (Was) this your first job since you left the program?
(if yes. skip fo question 23.)

20. How many jobs (full-time and part-time) have you had since leaving the program?.......... ’

1
1.~ Why did vou leaye your last job?
Otqut.  DOiwoslaidoft. [ 1wasfired. N

21a. What was the main reasén fog that? {Probe.) : /

-

22. What was your starting hourly salary - %
on your first full-time job after leaving the progrom’> ...................... U ]

23. How long were you out of\the programbefore you got your first ful-ime Job? .....cooieiiiiiin

24. Wrich one of the foliowing sources was most helpful in getting you your first fhll-time job? '
{Check only one.) )

1 [ °program staff

2 [ Friends or. people in neighborhood

3 [ Newspaper

4 [ Govemment (public) employment agency

5 0 Non-govemment (private) employment agency

& O Fomily )

7 O Help wanted sign™

8 [ Church or community leaders (8.g.. teochers:‘ ministers. and so on)
. 9 [ Ofther (specify):

0 [ None of the above: | got it on my own.

. *

fill out an application before you go;your first full-time job? ...... s [ pLaces

26. In how many places did you cictually get to have an intetviaw before you got your first job? PLACES

27. Did the program staff refer you to.any of those places

where you either filled out an application or were interviewed? ..ot O ves 0 No

28. Since leaving the program how well have your jobs gons?

(7 Much better thar | O worse than | O About what |
thought | would do . expected to do expectad | would do
29. Have you gotten a raise on your piesent (or last) full-time job .. ........... e Oves ONo
\ ? . [ [ D
20a. fyes:Numberofraises ................coeevnennns e e e

‘
30. DId ybu get a promotion on that full-time job?

2




>

® | would like to find out how you feel about your mdst recent full-time job.
{Refer to job Indicated in‘answer to question 11). - o .
31. What are your feelings about the kind of work you do (did)? :
!:l it's great: | like it a lot. ’ [ 1t's okay. y [J Don't like the work at all.
\
32. How's your pay for the kind of work you do (did)?
O Good pay for the kind O Just about whatit - O Alot tess than the
of job | have.(had) - should be ybr the job ) job is (was) worth ’
. | o \ E ;
33. if you Have your way, would vou want to we .k for t7|s place five years from now?
O Definitely not. 3 rm not sure. [0 Yes, 'm sure | would.
34. if you knew then what you know now about this [b—would you have taken the job?
O No—not if | knew g O rm not too sure. O Yes. I would take
what | know now. the job there again.
35. Whean you finish a day’s work. do (did) you feel like you did something worthwhile? ) /
J 1 almost never teel [ sometimes I feel [J 1 aimost, always feel \
(felt) that way. . (felt) that way. (felt) that way.
36. Since you left the program. have you
received any unemployment Compensation Payments?<—=r. .. ................ . O Yes O wo
36a. If yes, how much per week / ‘
have you received?. ...... F PP $ PERWK.
37. Since you left the program have you done any parf-time work for less than 30 hours
PBIWEBK? . et e e e [ ves O no
. | [ 1tno.go on to.question 38, ]

37a. if yes, what kind of work did you do on your iast jpt??

(Describe type of job.)

%\
73
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37b./ How much per hour didyou eamn at thatjob? ... ..............0 e $




gt N \

-

Here are some ques& about educational or training activities you might presently be invclved~
with. - L

38. Are you now going to school or involved in any other training activity? ..ol O ves [ No

o v Ay, e

— (it no, skip to question 41.)

39. Is your education or training program full- or part-time?
O Full-time O port-time

40. Which describes your education or training program? (Check all thbse that apply.)

1 [ Other CETA training program

2 [ Regular high school

3 [J Business/vocational, technical/trade high school

4 [0 High school equivalency program (GED)

s [ College

6 [] Business/vocational technical postsecondary (not high school)
7 O Union apprenticeship program

8 [ Oiher {specity):

| would like to ask you a few questions about your plans for the future. . .

{Inferviewer note: For those respondents who are employed, continue with question‘di.
For those respondents who are unemployed, skip to que:tion 44.)

" FOR THOSE PRESENTLY EMPLOYED:

b2,

. PR [ ]
41. What's the highest pay you expect to get on the job you havenr /2 .......... $ I__l Bt PERHR

42. What plans do you have for the next six months? (Check ali those appropriate.)

1 [ Keep working at job/no particular plans 4 [0 Go to school full-time
2 o0 Look for a better job 5 [ Join the amed forces
3 O o into another fraining program 6 [ Other (specify)

{Skip tc question 46.)
¢,

43. What kind of a full-time job would you look for if you were to leave this one?

Wirite in job choice

PLEASE CONTINUE ON NEXTPAGE...

-




FOR THOSE PRESENTLY UNEMPLOYED:

44. What plans do you have for the 'next six months? (Check all those appropriate.)

- . ~4-[F-Lookfor-a jet——— e .
2 [ Gointo another training program
. 3 [ o to school full-time
) .. . 4 [J Join the amed forces

5 O Other
* 6 O Not‘hing special (Probe: How do you spend your day?)

45. Wnhat kind of a full-time job would you look for if you were nows.looking for a job?

. Wirite in job choice:
46. What is the least hourly pay you would take forthatjob? ........... ......... $ o PERHR
47. How much do you know about what it takes to do that job?
[ tknow a lot about . [ 1know a few things about [J 1 dont really know
that kind of job. what the job takes. . much about it.
.“,(':':
48. Wnhat do you think is the highest hourly pay you could earm for the job? ....... $ 21 PERHR
-
49. Since being in the program, has there been a change in the way you get along with your family?
0 r'have no family. (Skip to question 52.)
O get along better with O get aloeng worse with O get along with them
them than { used to. them than | used to. the same way | always did.

50. How does your family feei abour how you did in the program?

O They think I'm doing great. O They think I'm getting by okay. [J They think I'm doing pooily.

51. Out of what you eam a week. about how much do you give to your family? ........... $ PER WK

52. How often do you save money from your pay? (Check only one.)

O 1 don't eam gny money.
[ 1save something O sometimes | save. O 1 neversave
each week. sometimes ! don‘t. any of my pay.
83. Do you buy things on credit?
~ O No. 1 don’t use credit. O 1 buy some things [J 1 buy most everything

on credit. on credit. '

54. Since you left the program have you gone to a public Employment
- Service Office (e.g.. State or government employment service?) ....................... O vYes O No




55. Which of these people or agencies have been giving you a hard time Iately?

(Check as mony as apply.) -

1 O supenvisor at work : 8 [ Lawyers

2 [ people you work with 9 [ Credit coliection outfits L .

3 [ social worker (Welfare) 10 [ storekeepers '

4 O employment agenciles 11 [ somebody In your family

5 [0 Program people (iike the counselor) 12 [0 A hospital, or peopie who work in a )
6 [ e police or the courts hospital (like the doctors; the clerks)

7 [0 Neighbors 13 [ Frends

14 O Others (specify:

56. Since you've been in this program have you gotten in ar,, srouble with the police; been arested,
chq;qed or booked? (Do not inciude status offenses, such as parking tickets or runaway.)

Cl no i .
3 Just once O Acouple of times . 0O More than'a couple of times
57. Howimportant is it to you to keep out of trouble with the police and the law? » }

] Realimportant; I gooutof [ 1usually try to steer clear unless O Not too imgortant; if 1 get in
my way to avoid trouble. I'm pushed real hard. . trouble | don’t care too much.

58. We appreciate the help that you've given us. We would like to keep up with how you're doing. We will
want to talk with you again in the next few months. At that time we'll pay you $10.00 for your help. Please
give us the names and addresses of two people who will know where to reach you during the next
fewmonths. - -

Name

Address

Phone

Relationship

Name

Address

Phone

Relationship




Interviewer Note: Ask this question only of respondents who answered question 11.

59. We hope to make future progroms better by talking to employers who have hired youth from the program
you were in. We want to ask your present (or former) employer how you are (were) doing on your full-time
_job. Can we ask these questions? (Show questions for Employer’s Rating Form and STRESS CONFIDENTIALITY).

1 Yes 0O no

if yes, obtain job supervisor's name:

60. Additional Comments by You*h:

5609902 ~ Lc3IP30 — 200253
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| Employer's Rating Eorm DATE

We're doing a study of young people fd‘rmerly enrolled in a government spdnsored Youth
Program. We would appreciate-your giving a brief assessment of one of your employees (or
former employees) who was enrolled in one such program.

/Tho;indlvldual we are interestedin s
We have his (her) permission to ask you for this information.
. Your responses are compietely confidential. .

ASSESSMENT OF YOUTH ALTERNATIVE PROJECT

1. Doyou feel that this employce puts in a decent day’s work?
O ves, definitely O Generally; not always O Definitely not

- ~
e

2. Does this employee get along with the other workers on the job?

O ves, definitely 0 cenerally; not always O pefinitely not
3, 'Would you proma.e this employee? e »
O ves, definitely O Maybe: not certain O pefinitely not

4. Would you hire this employee again? .
[ ves, definitety [0 Maybe; with a few reservations [ pefinitely not

5. Compared to other young people who work here, how would you rank this employee? .
O Clearly better than most [J About the same as most O Clearly worse than most

. 560993 e Y50P28 0 20025
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CONTROL GROUP. FOLLOW-UP SURVEY

o

o This instrument is to be filled in by the interviewer,
NOT the respondent.

« We're trying to find out how people have been doing since
our last contact--like how things have been working out
for you in general; what you are doing now and what things
you would like to' do from now on; how you feel about jobs;
and so on. We would like t&-know your feelings about these
things. T '

! %

« The answers you give to any questions will all be confidential and private.
Anything we find out from these interviews would be reported for a whole
group at a time (like a few hundred) so that no one will know your answers.
However, all *he information requested is important and your response to
each duesticn will be appreciated.

¢ Let me go over the questions with you. It should take no more than about
25 minutes. Remember, if you don‘t understand a question, please stop
me o make sure it’s clear.

>

sk s > e
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Bm— ASSESSMENT OF YOUTH ALTERNATIVES PROJECT
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) . o NO OF PHONE CAL(S o
ASSESSMENT OF YOUTH ALIERNAIIVES PROJECT . 10, OF HOME VISIS

' ’ « ) NO OF OTHER . i

CONWCISATIEMPIED —

Foliow-up Survey ¢ , ;

. 2. DATE OF .y
1. EIS1D. NO. : - ) INTERVIEW_ H
. MONTI DAY YOAR p

3. NAME OF RESPONDENTY

1 N \!

4. HOME ADDRESS

NULDER AND SIRTE! B s
b

N

C.'v AND SIATE 2P CODE .

5. TELEPHONE NUMBER WHERE RESPONDEN] CAN BE REACHED .............. B '
7 . AREA CODE . TELEPHONE NUMBER 7

. .
L Res e e S

6. RESPONDENT'S SOCIAL SECURITY NUMBER. .. ....vviienei e : . .

MONTH DAY

B e tad el

7. SEXuennnnn OMmae [ remae 8. DATEOFBIRM ........ o

T N

" 9. Are you presently working full-time (30 or more hours per week)?
DYes. (Go on to question 10.)

DNO, but I have worked full-time
- within the last three montks.
(Go on to question i0, but ask
about most recent job.)

D No, and I have not worked full-time.

i within the last three months.
(Skip to question 33)

10. Where do {did) you : .

{most recently) work? NAME Of COMPANY : )

NUMBFR AND SIREET OR ROUIE -

CITY AND SIATE

TELEPHONE NUMMR ( )

11. What kind of business is (was) that?

12. Wnhat is (was) your job title?

13. tlow many hours a week do (did) you usually work? ... ...... e e e e . OIS

e g

14. Viow many weeks havo you bean jwoto you) oninhatjobs® Lo L e e e witas

173
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15. How much per h'our do (did) you eamn at that job?............... P $ ] PER HR.

DOUARS CEnts

I§ (Was) this a temporary CEfA job?

e, e 0 ves O No

" 17. Is (Was) that the only job you've had in. the last

tl‘ree months?«cccOoocOooooooocoooococoocooooooooooo'oooooooooDygs DNO
{

(Lf yes skip to question 21)

18, How many jobs (full-time and part-time) have you had in
the 1ast threQe months?............'.....'C'.....‘.’...'.......‘..'..'...'.'JOBS

19, Why did you leave your last job? ' .
. / -
g 1 quit. O t was taid oft. O 1was fired.

19 4. Wnhat wos the main reason for that? (Probe.) !

20. whotwas your starting hourly salary = .
on your first full-time job in the lzst three months? ......,........ S ) PER HR,

21. When did you 8et tllat full"ime jOb?ooo 000 00 00 00000 0000 lJI
. ‘ MONH DAY YEAR

22. Which one of the following sources was most heipful in getting you that full-time job?
{Check only one.)

1+ 3 School counselor

2 [ friends or people in neighborhood

3 O Newspaper

4 [ Govemment (public) employment agency

5 [J Non-govetnment (private) employnEnt agency

6 [J Fomily

7 [J Help wanted sign

8 ] Church or community leaders (e.Q.. teachers, ministers, and so on)

9 3 other (specify): — 2 S
0 [J None of the above: | got it on my own. \

[

23..In how many ploces did you actually
fill out an applucchon before you got that full- time ;ob” ....................... Ceeeeas PLACES -

24. \n how many places did you_oc'ucllv get to have an interview before you got that full-time job?

@
-

25, Have you gotten a raise on your presant (or lcs') full-timejob 2..........c.. ool O Yes O nNo

25a. Ifyes: Number of raises ........... T, D
26. Did you get a promotion on that full-time jo5?. ......... e Oves OnNo

i 27, How well have you done on the job during the last three months?

thought | would do expected to do 1 ',7 *3': . expected | would do

U S e T S S RS

[0 Much better than | - [0 worse than | O Avout whot | .
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i would like to find out how you feel about your rggsi recent full-time job.
. . . ]

¢ by

28. Whot are vour feelings'obout the kind of work you do (did)?
O ws g‘eot: | like it a lot. O 1t's okay. O oon't ke the work ot ofl.

\ -

20, How's your poy for the kind of work youdo (did)?
\

[ Good poy for the kind CJ Just obout whot it O Aot less thon the
of job | have (hod) v - \ should be for the job job is (wos).worth

30. If you haove your woy, would you want ta work for this ploce five years from now?

i O petinitely not. O rmnotsure. ~ 01 ves. I'm sure | would.

31.!f you knew then whot you know now about this job—would you hove token the job?

7] No—not if | knew O ¥m not too sure. O ves. 1 would toke
, whot | know NOw. the job there ogoin.

32, Wnen you finish o doy’s work, do (did) you teel like you did something worthwhile?

" 1 oimost never feel [ sometimes  feel (3 1 oimost oiwoys feel
(telt) thot woy. {telt) thot woy. {telt) thot woy.
. 33, Have you received any unemployment compensation

payments during the last three months?............cccnee O ves ONo

33a. if yes. how mi=h per week

) hove you e 1T - e ¢ 2 T R e S : PER WK
: 34. Have you done any part-time work for less than 30 hours
per week during the last three months? OYes OMNo
r o
- [ If no, go on to question 35] o
34a.lf yes. whot kind of work did you do on your lost job? —
(Describe type of iob.)‘ :
S PER HR

34 b . How much per hour didyou eom OtthotJOD? .iviveernaear e SL
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Here are some quesﬂons about educotlonol or ttolmng ocn\.mes you might gresently be involved
with. x ;
\ ) . . .

" 35, Ate Vé\ﬁ now going to school of involved in any cther training cctivity? . ... . T 0O ves O ~o .

' (i no, skip to question 38.)

36 . Is your education or troiﬁing pragram full- or pant-time?
DO runtime [] Part-time

37 . Which describes your education or training program? (Chéck all those that cpply.}

- 1 0 A CEIA taining program
2 [0 Rregular high schéoi
- . 3 [0 susiness/vocationai, technical/trade high schoo!
"4 [ High school equivalency program (CED)
. g 5 [0 College \ . .
if : ? 60 BusmessNgcoﬂonol technical postsecondory {not high scinool}
7 O union qpprenhceshnp program
} s 8 [ other (specify):

o
L { [

.

| would like to ask yow a few questions about your plans for the future

[In'ewiewer note: For thgse respondents who are employed, continue with question 38
h

For thbse respondents who are unemployed, skip to'question 41.]
./
\ .

FOR THOSE PRESENILY EMP{.OYED:
38..What's the highest pay you expect to'get on the job you have nov{? .......... S . PERHR
39, What plans do you have for the next six months? (Check all those'appropriate.)

1 O Keep working at jobsno pomculor plor%j ‘4 O coto school fuil-time 1 :

2 o Llook for a better job 5 [J Join the armed forces

3 (JGo into a training program 6 [ other (specify): 2

e \ 1 . ’ I’ ) \ .

o ‘ N

i

40 . What kind of a full-time job would you look for if you were to leave this one?

! .

Wntﬁ in job choice: : i} ‘
2 ; | (Skip to question 43.)

i LS

-~

o

: PLEASE CONTINUE §5N NEXTPAGE...




FOR THOSE PRESENTLY UNEMPLOYED:

/

i

< - /
41, Wnot plans do you have for the next six menths? (Check all those appropriate.) |

t
’

. + 1 [0 took torajob:. e
20 Gointo another training progrom //'
N 3 3 Go to school full-tima y
4 [ Join the armed forces - }
5 [ Other '
° 6 thhmg speciol (Probe How do veu spend your doy?)

42 . Whatkind of a full-time job would you look for if you were now looking for a ,0b?

<«

Writg in job choice:

43, What is the least hourly pay you would take for that job? ....... SRR S d PER MR
44 . How n?uch'cg vou know obout what it takes 1o do that job? ! ~
" [O 1knowa lot obout - [ 1 know a few things about O 1dont really know
thqt kind >f job. what the job takes. much about it.
f
45, Whatdo you think is the highest hourly pay you could eamn for the job? ........ S ) PER MR

<

46. Wicthin the fast three months, has there.been a change in the way you get alang

with \your family? : |

B n |h0ve na family. (Skip 1o question 42, )

u) tget olong better with O 1 get olong worse with O 1 get along with them |
‘them than ! used to. them than ! useqd iQ. tha same way | olways gid.

en doing over the last t:h‘i"ee months?

47. How'does your family feel about how youfve be
(O mey think I'm doihg‘poorly.

0O They\thmk I'm doing greot. O They think F'm g tting by akay.

—_ -

<

48, Outof whot you eamn o week obout haw much do you give ta your fomily? ........... $ . pERwK

49, How often do you save money from your poy? (Check only or\e )

. 3 1dont earn any money. ) _ \
: ; D | save 'samething (O sometimes | save. (O 1 never sove
each week. somelimes | don’t. any of my pay.

50. Do you.buy things on credit?

O No. 1 don t use credit. O 1 buy some things [0 tbuy most everything
. on credit. on credit.
G hdve you géne to @ public Employment

51, puring the last three months,
Service Oifice (e.g., State or gavernmen

t employment serxvice?) ... Oves ONo

S1a. if yes, how mony himes (number of visits)?
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52. Whicr_\ko( these people cr ogencies have been giving you a hord time iately?

(Chéck as many as Gpply.)
) 1 O supervisor at work . : 8 [J towyers ’
2 O'Peoplo youwokwith . 9 [ Zisdit collection outtits
3 [ social worker (Welfcre) |, ot 10 [J storekeepers
4_[J employment agoncios 11 O someboay in your tomily ;
' 5 0 .school’ Counselo'r:.- o2 D A hospitol. or people who work in o
- 6 [J me polite ot the courts hospita! {like the doctots: the clerks)
7 O Neighbors 13 O Friends

14 [ Others (specity}: ,

53, Within the last three m;mths, have §ou-got_ten._in any trouble with the police;
been arrested, charged or booked? (Do mot include status offemses, such as

parking tickets or runaway.) . . :
i (O No ' ’ ' ' ) : _
[ Just once ‘0 Acouple of times O More thon o couple aof times . :

.4 . . .
54 , How impottant is it 1o you to keep out of trouble with the police ond the low?

[0 Reotimportant; 1gooutot [ tusually ty to steer clear untess [J Not too importont: if t get in .
my way to ovoid troubla. I'm pushed feal hord. trouble | dgn’t care toomuch.

55. We oppreciote the help thot you've given us. We would like to keep up with how you're doing. We will
wont 1o talk with you again in the next few manths. At thot time we'il pay you $10.00 for your heip. Plecse
Qive us the nomes and oddresses of two peaple who will know where to reach you dunng the next <
few months. i " .

f Nome

Address o

/ Prone

v, Relationship : ' X

b
§ ‘ Nome -

Address___

Phone

Relotionship

¢




interviewer Note: Ask this question only of respondents who answered question 10.

'

56. We want to. ask your‘present: (or former) employer how you are (were) doing
on your full~time job. Can we ask these questions? (Show questions for
Employer's Rating Form and STRESS CONFIDENTIALITY). :

O ves O no

it yes. obtain job SuUpPEVIsor’'s NOMe”

i
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DATE

Emﬁloyer‘s Ratiﬁg\ Form

j ! ‘ ?
\\

|

We're doing a study of-young people formerly enrolled in a government spons;ored Youth
Program. We would appreciate your giving a brief assessment of one of your employees (or
former employees) who was enrolled in one such program. ;

. ) ;

The individual we are interested in s : '
We have his (her)‘fpermlsslon to ask you for this information.
Your respons?,s are completely confidential.

ASSESSMENT OF YOUTH ALTERNATIVE PROJECT

1. Do you feel thatthis employee putsin a decent day’s work?

O Yes. 89ﬁnﬁely A O Generctiv, not always O Definitely not
2 Does this employee get along wit’h the other-workers on tﬁe job?
O Yes, gefinltely O Generally; not always O Definitely not =
3. Would you promoté thls employee? |
O ves definitely O Mmaybe; notcertain O Dpefinitely not—

4.}. Would your hire this employee again?

O \‘es, definltely 0 Maybe; with a few reservations [ Definitely not

:
i
l
|

\

5. rCompcrea to other young people who woik here, how would you rank this employee?
1O cleatly better than most

+

O About the same as most [ clearly worse thanmost

5609903 ¢ Y57P28 © 200251
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PROJECT AND PROCESS
INFORMATION
QUESTIONNAIRE

1. Demonstration Project Descriptors

Project Title:

Name and Type of
Project Operator

Name:

Type: (0) CETA.Prime Sponscr Sta@%”

(7) Other Local Government Agency or
Unit -

{T) Secondary Public School

(") Post-Secondary School or Other . i
Educational Institution k

" () private "For-Profit” Training
Organization -

(0) Private Nonprofit Community-Based
Organization Offering Predominantly
Employment. and Training Services

(C) private Nonprofit‘Community—aaééd
Organization Offering Wide Range of
Services (e.g., health, housing,
child care, senior citizens activities,
etc.)
(), state agency
O Federal agency
- (C) other
Project Location: ’
Initial Funding
Date:
Termination Date ‘ ) o
of Present )
Funding: : !
Termination Date
of Prcject: 4
Type of Project
In-School . 4
In-School & Summer &
Summex —_— D...e Questionnaire
0ut:-of-;-,S,chool ¢ : Completed
‘Mixed in School .
Out of School I Title Person /’
o Completing {
’ Questionnaire

181

. 4
- 5

-
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Number of Plannnd Participants at Peak Point

Number of Plannec Participants Currently =< -

Planned Enrollment ) °
Period for Tvpical .
Completer: No. Weeks X
No. Hours Per Week
" ‘site
Characteristics

The geographical area (1l mile radius) '
- surrounding the project location or : g
target area may best be described as: '

Central City Poverty Area

1Ceﬁtra1 City Nonpoverty Area

Suburban Poverty Area
Suburban Nonpoverty Area
Rural Poverf:y Area _— .

Rural Nonpoverty Area

The econory of the surrounding labor
market (approximately 1 hour commute
by automobile or public transportation}
may best be classified according to its
aggregate unemployment rate as follows:

Excessive Unemployment 10 8 or above

High Unemployment 7 % - 10%
Moderate Unemployment S § - 7%
Low Unemployment Below 5%

Project Cycles

List dates cohorts of your
project begin and ended
@

Group Number of Youth Start Date End Date
~ 1

2
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A ruiToxt Provided by ERIC

2. Project Services Profile

M @ G) - Q) &)
Program Activities/ | Check mark the | Check mark What percent- | What percent- |What percentage
Services_ activities/ser-| the activ- age of total | age of par- of time does a

: vices provided | iti ’‘ser- nonclerical ticipants re- !typical program
directly by vi pro- staff time is | ceive services|completer Spend
your project viged to spent in pro-|{ or partici- in each checked

. partici- viding each pates in ac- |[marked activity/
pants in check marked | tivities service 1n
your proj- | sctivity/ser-| check marked |column 1 (Per-
ect through | vice in in either centage must add
arrangements | column 1 column 1 or to 100%)
'with other (percentages | 2 -

. agencies must add to
- 100%)
™ 1. Outreach/Recruit- -

ment of Youth

2. Eligibility Cer-
tification

=

3. Testing/assess-
ment and employ-
ability plan
development -

4. Counseling for
career or per-
sonal problems

S. Uthexr preexploy-
ment services in-
cluding world-of-
work or basic
skills training,
job application .
and search assis-
tance

6. Vocational explor-
ation in classrooﬁ
or in worksite
visits, jot rota-
tion in training
capacity in multi-
ple worksites

s -

-—

7. Classroom train-
ing in vocational
skills

8. Remedial educa-
tion, GED, ESL

9. On-the-job train-
irg

10. Work experieuce

Support services
(transportatior,
medical, child
care, etc.)

11,

12. Placement and job

development

13, Other In-Program

activities

o

14, Post-progran
assistance (e.g.,
coaching, coun-

seling and follow-|

¢ up

+ Iy
183

4 — 1
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Which of the following do yru think are most critical in achieving
i

& successful outcome with youth in your program? (Rank them in

% < - . -
order from most important to least important, 1-7.)

x Personal ‘and character ‘development (motivation, sglf-image,
; self-concept, interpersonal skill3, appropriate sdcial
¢ behavior, etc.). .

Information about jobs and employers (world-of-work orien-
< tation, occupational and lator market information, learning
- to search for a job/complete employment application and
interview, etc.).

.

Work habits z-.d attitules (acceptance of supervision/
authority, interpersonal relationships in work settings,
promptness in reporting to and performing job, etc.l}.

- Training for specific job skills (OJT, classroom training,
job internships, etc.).

: Basic educational skills (remedial education, GED. cognitive
skills, etc.}.

Brokering placement (connecting youth with placement oppor-=
tunity - identifying opportunities whether at employers,
schools or military, arranging interviews for these oppor-
tunities, getting youth to the placement setting, etc.).

Followup support rarvices after leaving orogram (job coaching/
counseling - zontinued contact with youth and/or employer,
1chipol personnel, etc.).

- IJW
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3. Linkages

Please describe as best possihle the importance to the various dimensions
of the project of linkages and coordinative arrangements involved in

this project. This should include informal working relationships

formal written agreements as well as contractual relationship.

-

! Placement
pDesign and JAdmini~ Recruiting/] Service and
Plann, stration | Outreach pelivery‘liFollowup

[ (]
-~

Y

£
q
&
Sk

Y | ad
mportance |2
None'
mportance

I rtan
ltelpful

Helptul
None
Im

Important
inox

Q
-]
<
»
g% £

CETA Prime Sponsor . .

Impoftaht
lielpful

@
S
0

None

None

Helpful
inor
elpfu

Ihportant

CETA Private Indus-
try Council

Other Local Gov- ) : .
.  ernment Agency
or Unit

ernment Agency

Other Federal Gov- l .
or Unit !

Zocal Public School |

Post-Secondary . .
School

Private-for-Pro-
fit Training
Institution

Local Nonprofit
Community-Based
Organization
Offering Employ-
ment and Training

. Services -

Local Private-Non-<
Profit Community
Based Organization

. Offering Wide

. Range of Services
(e.g., health,
housinyg, child care

.senier giti &e
-V

* “National Community

Based Jrganiza-
tiong

Local Organized
Labnr

or Organiza-
tions

1

Privaté Employers “ . . I
~Btate: Agencies I
!
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Please describe as best possible the types of linkage and

coordinative arrangements which have at least minor

project.

Placement

NAH L ad i br N AmR e )
A b

and
Followup

o e eman v

RS

- s

ST YA K SSa AT D pMm rEa Ry

a »mwrmww«ucmwm
, butyaom satavedooy |

JUB3WI8ILY
TR TOURUTIUON TRuLtod

30aloxg o3l
Uo13INGIIIUOD PUTN~UT
t

|juoTangrIjzuo)~JRISURUTY

3datoxd Aq sadyaAxos

importance to the
icus table.

the prev

Service
Delivery

T atysuotyeray

ot
HUTIIOM 0>wruummooo

JUdWIDIbY

399(o0xg. 03
UOTINATIIUOY PUTH-UT

302{oxd 03 juawived x0
UoTINGIIJUOD-~-TRIOURUTI

309L0xd AQ 890TAX8S

Recruiting/

3o ®seyoIng-TeIouUBUTI ’
dyysuoyazeioy “ j“"ﬂlﬂﬂl‘lﬂ.
bur)xoM 9AaTaIvIedoo)

JIuswesIby
VIDURUTIUON TVWIOJ

j08foxg o3
UOTINGTIIUOD PUIR-uY

Outreach

30afoxg o3 auawdeg 0
UoTINQTIIIUOI-TRIOURUT S

hina¥S SN

303toxd Aq 890TAxaS
JO aseyoang-IeIduUvUTI

Administration

dyysuoyjerayd
HurxIOM 8atiexadoo)

IUUIVILY
IRFOURUTJUON Tewiod

303toxd 03
UOTINGEXIUOD PuI~ux

308{oxgd 03 juawleg xo
UOTINGIIJUOD~[RIOURUTS

308l0xd Aq sedjAIes
O _9seyoIng-yerouRut

t

Cxcludd linkages judged no importance in

Design and
Planning

SuyyaoM eariexsdood

JuseIdvxby
JeyousuUTJuUON Jewxog

3%9toxg 03
uorInNgIIIUGY pUIN~-UY

|g0¥INGTIJUOD~ L FOURY

309foxgd 03 juawivg 10

. 309L0xd Aq SIOTAXBS

JO I8RYDING-TRIOURUTI

CETA Prime Sponsor

try Codneil

- CETA Private Indus-

.Other Local Gev~

ernment Agency

or Unit

Other Federal Gov-

gency-:- - -

it

‘ernment A
or Un

Scheul

Local Public School -
Post~Secondary -
Private~for-Pro-

Training
Institution

fit

3

Com\m:&y-sased
Organization

Local Nonprofit

s
o
F)

Offering Employ-
ment and Training

Services
N\

N
\

-

profit

on

COmmﬁhity-Based )

. Organization

N,

Local

AY

of Services

Wide Range
health, he

Offering

(e.qg.,
i\nq,

Rillen52e 310405

and the like)

N\
&>

4
Based Organiza-

tions

O

National Community

.

=

Labar.

Private Employers

Local Organized

. State Agencies
or Organiza-

tions




7
3
§
<
~

N Ee % MR R et was 7 Py AW s CAZICWE L& e aic =
1 X EERSTRC N

SRS

B

4. StaffProfile T T

|

RN

- Full=Time Professional part-Time Professional

PERASRICT

. . staff (Nonclerical staff (Nonclerical Staff
o staff Who Work 30 or Wwho Work Less Than 30
. More: Hours Per Week) Hours Per Week)
:‘ ‘Mxﬂ&-ﬂxniﬁﬂf-ﬁ No. Funded Positions No. Funded Positions
2 . Staff lraid i Filled’ . Filled,
d No; Positions No. Positions
: . Vacant © Vacant
:\‘.
3t - Characteristics of Paid (Percentages Are Re- (Percentages Are Re-
: Staf lated to Staff in ldted to Staff in
) ‘ Positions Filled) : Positions Filled)
\ '
: SEX \ .
£
Male 3 s
: Fenale ' . N
X ¢
N e % — Z
: % T
\ 'Y L
; / N ’ n
Non-White . .
Hispanic T -3
‘EDUCATION -
B.A. or B.S. Degree ' % ) * %
. or more ) T - .
- M.A., M.S. or Ph.D.. . 3 3
Degree ‘ B
' EXPERIENCE .
e Attended Similar Program % 3
- as an Enrollee
Worked as Staff in % ' 3
Another Program Which
Se-ved Youth Similar
to Thode in This
Progran
) Experience in Youth
Programs
Less than 1 year 3 3
1-2 Years 3 3 :
3-4 Years % %
S or More Years ) “ 3
: ° °




Employed by the Program
Oparator for

Lesg Than 1 Year
1-2 Years

3-4 Years

S or More Years

Salary

Less Than $7,5Q0
$10,000~-512,500
$12,%00-$15,000
$15,000-$17,500
$17.500-$20,000
$20,000-$25,000
$25,000 Plus

Activities

Spend Less Than 25%

of Their Current Work
Week Directly Provid-
ing Services to Youth

- Spend between 25 to 50%

~ Spend between 50 to 75%

- Spend more than 75%

Volunteer Assistance

Volunteers assisting
staff or participants

Hours Per Week
Averaged by
Volunteers

> er| or| 0| 0] 0| ]
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N . 5. Project Start-up and Stability

Start-up Time /

Number of weeks between Signing of contract .

for the local project and first enrollment of

participants * .

Number of weeks between signing of contract and

- £filling at least 75 percent of budgeted program L
slots for youth

lumber of weeks of operatio; gsince reaching o
ggi?t where at least 75 percent of slots were
lled

Organization Experience

) Experience of Experience of - Experience as s
organjzation - organization recipient of
operating this oparaving proj- government (State,
proiect wi ect with employ- local or Federal)
employment™and ment and training funds
. ’ training programs programs ’
o . exciusively for
: i ecofiomically
: "disadvantaged

youth 14-21 e

years old

. ° Less than 1 year
, 1-2 years '
3-4 years

5 or more years

Project Background

This project represents O Continuation of similar project
) funded under other sources
) Significant modification of ser-
vices under previous youth procject
) (O Change in target group of
previous youth project’
(7) New activity and youth target group
for program operator

(") Modification of program previously
=" gerving adults; increased emphasis
* . on youth

Modification _—

puring the first year of operation, to what extent was the prqject
modified either in terms of emphagis or types of services delivered?

Was not modified
Was slightly modified
Was significantly modified

To what extent are changes still being made in program design
and operation? .

No change being made -
slight changes being made ) v ;
Moderate changes being made -
Significant changes being made

ERIC . : ,
T o ) . / .o g
o - ' . .

NAhe 1 -
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" The p;dg;am as currently operating is -

project already completed | : \

,/ unlikely to undergo any modification in the immediate future
- : " ldkely to undergo slight modif?cations
constantly undergoing moderate changes

s constantly undergoing major changes
What were reasons for modificaticns

No modificationg

Funding change

Staff change ] . !
Performance probiems - . /-
External Factors g ’

. . Other

What kind of modifications occurred

ot

-

No modifications \

’ ~

Prpogrammatic /
Administrative
Other ‘

COntinuitz ‘ .

»

How many project directors have there ‘bere)s since the first - --" - -— -
‘enrollment .

1l
2
3
. 4 or mors

.~

il

‘Cumulative ‘Number

. . fmployed - Individuals who
J . At Since Have Worked With .
On-Board  Peak Project Project Since .
Now Staffing Inception First Enrollment

- Number full-+ime . A
-~ . orofessional staff i ) . .
(nonclerical work . . .
30 or more hours / ' ’
per week)

Number part-time . .
professional staff : A
(nonclerical staff ) -

who work less than )

30 hours) -
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Enrollment Patterns

Monthly Average
Number Partici-
pants On-Board

4 \

Terminations

Ylaw Enrolleas
During Month

During Mcnth

1978
January

. v
’

¢

P?bruary

March

April

May

June

53

July

August 1-

Sept.

October

November

December ~

1979 ,

January

‘February

March

April

May

Juge- .

July

August

Septembexr

October

November

December

1980

January

Februaxy

March

April

May

»

June

July .

August

September

w-freee] ——

ctober’ .

November—...

December
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© Expenditures During Last Calendar Year-- -

6. Cost Analysis

o Total Expenditures to Date

¥

CETA Youth project budget :

CETA Title LI D or VI Public Service Employment
workers involved in project

Other funds used in_project

Estimated Valne'of In-Kind Contributions to Date
—From Any Source | ,

CETA Youth project budget
Other CETA Title IX D or VI Public Service Employment
Other funds used in project

Estﬂmiied Value of In-Xind Contributions During Last
Xean . ‘

? q
itures Per Month At Fall Operating Level
)
c Youth project budget
Other CETA Title II D or VI Public Service Zmployment
Other funds used in project

O Expe

Estimated Value of In-Kind Contribution Per Month at
“Pull Operating Level N

o Est&mated Cost Breakdcwns Duri;g,Month af Full Operations

L)

Administrative and clerical staff requ;red
for operation of program ’

"Administrative and clerical-staff required
to handle research and spacial reports
which are part of demonstration

Direct services delivery stasf
Materials, supplies and equipment
:Income support for partxcxpants
Other ' e

g
’

o0 Estimated Cost Breakdowns Since Start of 2roject

Adminiftrative and clerical staff required
for joperation of program

Administrative. .and clérical staff required
to handle research and special reports ;
thch are part of;demonstratxon

Dire,t services delivery staff
Materials, supplies and equipment ,
Income support for participants

Other — / . /
' ' i
X /
| -
H
/ \
!
1un
w
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Appendix 2
Youth Demonstration Projects Utilizing
’ ' the SAS through
March-1980__ o

\

.. 6ie’de%ailed information on the projects listed in this

appendix is available in The Knowledge Agenda and Knowledge
Development Activities, Fisca 8-1 .

\
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Appendix 2
DEMONSTRATION. PROJECTS UTILIZING
STANDARDIZED ASSESSMENT SYSTEM

NN THROUGH MARCH 1980

¢

et v o et o e e U S O

ESTIMATED
SAS- ¢ YOUTH SAS
‘CODE: PROJECT "~ SERVED -  RESEARCH
¢ NUMBER STITES * NAME OF PROJECT* BY PROJECT AGENT
- - In=-School %
- I-1 31 _Youth Cateer Development for 3400 Educational
“ ' School~to~Work Trensition Testing
Demonstration Project (YCD) Service (ETS)
1-2 2 - Health ;Oppqrt:mit:iés/?osit:ive 120 ETS
Entry Démonstration Project (HOPS)
1-3 3 Youth Career Development for School- 300 ETS
. to~Work Transition Demonstration .
Project (Puerto Rican Forum)
1-4 5 PUSH/EXCEL School-to-Work 250 ETS
Transition Demonstration Project
I-5 1 New Youth Initiatives in Apprentice- 150 ETS e
ship Demonstration Project (BAT-
Rockford) }
I-6 1 New Youth Initiatives in Apprentice- 150 ETS
ship Demonstration Project (BAT-
Des Moines)
I-7 1 New Youth Initiatives in Apprentice- 150 ETS
ship Demonstration Project (BAT-RI)
I-8 1 Junior Achievement Adaptatiun 60 ETS
Demonstration Project
I-9 8 Jobs for Delaware Graduates 1497 ETS-JDG
Demonstration Project (Delaware)
Rt - - o e ‘ : - ‘@i e e
v I=10 55 Exemplary In-School Youth Program 9200 Youthwork . a
Q4 Demonstration Project (XEMP) B 'lu

v s
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o sAS # - ' YOUTH SAS

e emadonme s ek

© copk: PROJECT . i SERVED RESEARCH ESTIMATED
i". NUMBER -~ SITES ' NAMF. OF PROJECT* BY PROJECT AGENT ENROLLMENT :
; *, -‘Out-of-School - : . ;
v - TO=E 3 Service Mix Alternatives 324 ETS r
o Demonstration Project (SMAD) ) :
: - 0=2" 1 Corporate Career Demonstration 112 ETS
. ' Project . .
z 0-3 - 5 Public vs. Private Sector Jobs 1520 St. Louis
. . . Demonstration -Project Univ.
-0-4 1 GIANT STEP Youth Development - 124 ETS
! Demonstration Project
0-5 1 Job Factory Job Search Assistance 600 Brandeis
Demonstration Project (Brandeis Univ.) Univ.
0-6 1 The Workshop Job Search Assistance 750 Brandeis
Demonstration Project (Brandeis Univ.) Univ.
N .
0-7 13 Rural Youth and Housing Pa.tnership 600 ETS
Demonstration Project
0-8 5_ Career Advancement Voucher 500 Clark, Phipps,
Development Project & Harris
e 0-9 1 Low-Head Dam Youth Employment 60 Michigan
: ) Demonstration Project (DAM) State Univ.
0-10 21 Private Sector Initiatives Demonstra- 1000 - CPPV

tion Project (PSI)

0-11 1 . Alternative Program Strategles for 1350 VERA
. digh Risk Youth Demonstration " -
y A Project. (VERA) L ~
0~-12 E ﬁ_" : _ Green Thumb Youth Demonstrat ion Project qé ' 300 ETS ) ‘
5 Youth Enterprises Demonstration 350 ETS

Project (CYE) - | 19 N
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L TSAS # YOUTH . SAS T ,
= CODE: PROJECT SERVED RESEARCH ESTIMATED ;
¢ NUMBER STTES NAME OF PROJECT* BY PROJECT AGENT ENROLLMENT ;
SN
L 0-14 8 Ventures. in Community Improvement - 1235 CPPV ,
- Demonstration Project (VICI)
Summer ’ o _
oS- 1. 7 - Summer-Career—Exploration—Demonstra= — S TT18720 0IC
tion Project {Separate Projects at .
0IC, RTP, and HRDI)
§-2 4 Summer Career Fxploration Demonstra= 519 RTP =
. tion Project (RTP) %
S=-3 ) 9 Summer Careex Exploratioi. Demonstra- 1070 ETS
tion Project (SER)
S~-4- 8 ' Summer Science Student Demonstration 90 Oak Ridge
Project (Federal Energy) Univ,
"§=5 1 Theatrical Alcohol Awareness Summer 26° Mt. Multnoma- ~
Demonstration Project .Wash., - CETA
56 8 ‘ Impact Evaluation of Summer Youth 1000 A.L. Nellum
) \-\!' Employment Program (ALNA) Assoc,
v 1~
§-7 20 Upward Bound/CETA Summer Demonstra- 797 Marquette
’ tion Project (Marquette) Univ.
S-8 5 Vocational Education/CETA Summer 400 PA Dept. of Ed.
Demenstration Project ;
5-9 7 Summer Career Exploration Demonstra- 300 Ruttenberg, .
tion Project (HRDI) Friedman ‘
Killigan
* Grotchess & Assoc. .
Greenleigh Assoc 1

29 !

[P



- 8AS # YOUTH SAS
: CODE PROJECT SERVED RESEARCH ESTIMATED
|- NUMBER STITES NAME OF PROJECT* BY PROJECT AGENT ENROLLMENT
; S-10 3 Summer Career Exploration Demonstra- 226 ETS
L tion Project (National Urban League)
. §-11 3 - Summer Camp Vocational Exploration 2134 ETS
N Demonstration Project (NFL-PA) ///
S~-12 3 ~—-American—€amping-Association T3S Hawkins &
. Assoc., =
Mixed .
M-1 16 . Vocational Exploration Demonstration 3200 St. Louis
. Project (St. Louils NAB VEP) Univ.
M-2 7 Syracuse Assessment Demonstration 354 City of
Project Syracuse
M-3 1 Assembly Youth Employment Demonstra- 32 ETS
tion Project (Nat. Assoc. For Southern
Poor)
M-4 5 Mixed Income Demonstration Project 700 Mark Battle
Assoc.
. g
M-5 7 Volunteer Agssistance Demonstration 165 13S

*Descriptive information on these projects are available in The KnowledgeéDe

Project (IBS)

velopment Agenda and Knowledge

<

Development Activities, Fiscal 1978~1979 published by the 0ffice of Youth Programs.




