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The majority of the proceedings of the workshop held in

CcTpcil Bluffs, Iowa, March 26th and 27th were compiled and edited

for this publication. Scripts from films and slide-tape presentations

were not included. Information on the Wide Range Achievement Test,

APEX, and Talent Assessment Programs was added to supplement the

'information provided during the workshop.

This material was compiled and printed to provide eductors

and other professional personnel informationeneer assessment

systems. However, it should be recognized that the descriptive

information that has been included may change periodically

since revisions are being made to improve the systems. The

informttion in this publication was accurate as of March 22th,

1973. Up-to-date information should be requested from the

distributors.
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Assessment Systems
in

Career Development Programs

Jim Athen
Assistant Director, Career Education
Iowa Department of Public Instruction

Presented at the Iowa Invitational Workshop
on Assessment Systems and Career Development Programs

Council Bluffs, Iowa
March 26-27, 1973

When the Special Needs Section staff approached me OE the possibility of

my meeting with you this evening, they indicated several'areas that might

be appropriate.' A few of those areas were:

(1) What is the outlook for assessment programs?

(2) How much attention has been given to assessment in Vocational

Education?

(3) Where do assessment programs fit into the funding structure?

(4) Who is to give leadership and direction to assessment efforts?

These appear to be very appropriate and pertinent points to raise. Before

we move into comments on each, let's digress just a bit and see if we are all

on the same wave length regarding this subject at hand.

This conference is centered around the subject of "Vocational Assessment."

Are we together on purpose? What are we after? What do we wish to accomplish

as a result 'of being here? How do our efforts relate to, or complement the

direction being e tablished for the implementation of career education?

1
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When we use the term "Vocational Assessment II are we using vocational as

a descriptcr of an assessment process with the intent to limit assessment to

a specific area (manual dexterity) or skills of an individual? Early efforts

(the movement begin in the early 1900's) promoted the search for one's true

vocation. This focus on individuality was complimented by respect for the

occupational multi-potentiality of each Individual. The reshaping of our

occupational structure during the past few years, however, has greatly

eroded the meaning of spiritual calling in the term vocation. A modern

secular version is found currently in the American obsession of self-
,

fulfillment. How compatible is this to the philosophy of vocational education,

manpower, and realities of life?

We now wonder whether it is possible for all our labor force to find

in work a sense of vocation or an avenue to self-fulfillment. :Some uggest

that the alternatives of work either as vocation, as occupation', oras a

kind of undifferentiated employment may be deliberately chosen by an

individual as part of his career development. A semantic distinction of

interest here concerns the meaning of vocation in Vocational Assessment.

The social reformers who generated vocational education movement probably

£hared the _eLeenth century view of vocation as a calling and as a means

of self-fulfillment. But vocation in vocational education and in the

meaning of vocational assessment has been more narrowly identified in terms

of trades. The Smith-Hughes Act officially confirmed this craft orientation.

Recent changes in manpower policy, particularly the Vocational Act of 1963,

have tended to loosen the definition to include the wide range of occupations

requiring various degrees of competencies.

2
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Some individuals involved with establishing and implementing these

educat4onal efforts, however, are likely to continue to define vocation

in terms of the standards and qualifications of specific occupations.

Many teachers, administrators and support personnel are not seriously trying

to reconceptualize the mission and content of the educational programs,

services and activities for which they are responsible. They have tended

in recent years to orient their efforts more broadly to the notion of career

and to orient services to career development.

Let's look at the outlook for assessment programs. I believe it goes

without much disagreemeet that if we are to more effectively meet the

career development needs of a greater number of individuals, we must eometiow

provide the resources (expertise, monies, setting) and commitment to assess

these needs. We have too frequently implemented educational programs in

response to guidelines conceived in federal agencies which may not be

appropriate for especific setting. The challenge is great to educational

administrators, directors, coordinators, counselors, and instructional personnel

to find more effective ways and more appropriate approaches to facilitate

a more productive assessment effort. How can the career development needs of

individuals be met-if assistance in assessing one's interests, attitudes,

and competencies is not available? The question seems not to be one of

whether assessment should be viewed as an integral part of the continuous

educational process or a specific center approach (three weeks of concentrated

assessment experience at the 10th grade), but one of assessment assistance

to be assured.
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-----...\Outlook in terms of need for sound assessment' efforts is great. The

commitment by all educational agencies appears to be growing. The uncertainty

of categorical funding previously available to stimulate development and

support assessment efforts necessitatea us all to look to other sources of

support. This search will test the commitment to these types of services.

The efforts such as those in Pottawattamie County and other areas will serve

as very valuable benchmarks and examples of why, how, and for whom such

services be provided.

I believe we may'all agree to a statement that "not enough" vocational

assessment has occurred in vocational education, 4owever, efforts to

-ditiess and/or evaluate students have increased. The needs of an individual

within a specific program population has be 4n a growing concern probably

because of the great deal of stimulation provided by federal legislation with

increased emphasis on accountability.

Some of the best effort- in vocational career assessment have come from

the multi-discipline approaches supported through the leadership of the

Special Needs Section and the Guidance Services Section of the Department of

Public Instruction. These activities have been administered by the area

schools (Iou Area Community Colleges or vocational-technical schools)

either as a part of the student services division or as a special center

within the institution's administrative structure. The following institutions

have been identified as making considerable contribution in this regard:

Indian Hills Community College, Ottumwa; Kirkwood Community College, Cedar

Rapids; Hawkeye Tech Institute, Waterloo; and Des Moines Area CommUnity

College, Des Maim:. The project here in Pottawattamie County and Protect

Discovery at Red Oak, Iowa, have also been identified as contributing sub-
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stantially to the efforts being made in vocational education on an organized

special project basis.

Vocational assessment-4'0es' fit into the funding structure. To be quite

iaalid, it appears that if educational agencies hold a commitment to provide

quality education that meets the needs of the youth and adults, it must accept

the responsibility for vocational/career assessment.' They appear inseparable.

The support in resources to assure service or assistance in assessment of need

and provision of relevant educational experiences is built into the base

support of the institution. The chall nge appears to be to obtain the

appropriate commitment or resources (e pertise, funds, setting] to assure s.

that local millage and general aid serve as base support in this regard.

Categorical state and federal dollars haVe served and indications are that some

funds should be available, in fiscal year 1974, to provide support for

exemplary, pilot and demonstration activities. Relatively small Portions of

the monies have gone toward maintaining assessment efforts as an ongoing

function of an institution. These exemplary, pilot and demonstration efforts

have been administered throtigh the following units within the Iowa Department

of Public Instruction: Special Needs Section; Special Education Division;

Rehabilitation Education\and Services Branch; Guidance Services Section;

and Career Education Division.

Leadership and direction should be given to the assessment effort. The

best response can only come from those who understand and who are committed to

the effort, and who manage resources. Administrative responses may-become

philosophically laden with platitudes, subject to much review and may fade

into oblivion due to a lack of concensus operationally. The responsibility

5
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for leadership and direction may already be fixed in the structure you are

now attached. The question may more appropriately be, "Are we all aware

of 'whoTand 'what' is being done to influence the implementation

the service of assessment?" We in the State educational agency are cemmittad

* Iand we will continue to strive to provide leadership and help to provide

quality career assessment services for all youth and adults in Iowa. With

your commitment and support, we look forward to moving ahead in ttls very

essential componenr of the educational process.

Jim Athen

we
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VOCATTONAL ASSESSMENT: WHAT CAN BE COINED FROM IT?

Donn Brolin
University of Missouri - Columbia

Paper Presented at the Iowa Invitatirnal Workshop
On Assessment Systems and Career Et-iclopment Programs

Council Bluffs, Iowa
March 26-27 1973

I am very pleased to again have the opportunity to return to Iowa and

speak on the subject of vocational evaluation. As most of you knew, Dur

current systems of delivery of services to the various types of handicapped

persons have really come under considerable fire. At a recent conference

on career education for the handicapped in New Orleans, Dr. Edward Martin,

Associate Commissioner, Bureau for the Education of the HandiCapped, re-

,

ported that still only one-half of the children needing special education

are actually getting it. He indicated further that we have not developed

appropriate education at the junior and senior high school levels for our

handicapped children. At that same conference, it was indicated that

students have to learn about jobs vicariously, that teachers are not pre-

pared well ( :h to instruct in the vocational area, and they lack adequate

materials. Interdisciplinary teams and more help from guidance personnel

were indicated to make the student's preparation for life more relevant.

At that same conference, New Jersey Senator Williams criticized our delivery

of services to handicapped persons even more vociferously. Senator Williams

indicated that continuous hearings regarding the Rehabilitation Act of 1972,

reveals that reb,hilitation services are not doing their job. He indicated

that difficult cases were not being served adequately, that many clients

7
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were not being .teatted_well, and that services to the handicapped continued

to miss the mark and do not meet the needs of the citizens. His speech

proclaimed that we have rejected the rights of handicapped people, that we

actually make them more handicapped by virtue of our.services, and despite

legislation, handicapped children and adults are given only token services.

Williams called for providing our handicapped citizens more of an opportunity

to achieve their potegtial.

The 14.habilltation Amendments of 1973 that have finally passed Congress

and are now befOre the President, call for more and better services to more

handicapped citizens. The committee criticizipg current and past services

to our handicapped, reported that many'persons are too readily considered

to be of terminal employment level, relegated to workshops, and not given

the opportunity to progress to a higher level of community: employment.

Their recommendations attempt to assure these people of getting adequate

s ,4vices so they can reach their maximum level of vocational potential and

functioning.

Disenchantment with programs for all kinds of people continues to draw

considerable attention throughout the country. I was pleased to learn

there are a number of instructors and counselors from correctio4a1

institutions at this meeting. These institutions have certainly been the

object of many demonstrations and revolts around the country from those

claiming many injustices and lack of programs for inmates. Missouri recently

had 63 prisoners at one facility bring suit against the Department of

Corrections alleging poor treatment, vocational training, etc. On a recent

field trip to that facility, I noted that there was only four "counselors"

(with limited training) to meet the psycho-social-vocational needs of these

individuals.

8
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There are many people in this country who say that education has not

done its job. The Pennsylvania decision and those since all assure retarded

an(' other handicapped children that they no longer will be excluded from

school because they do not fit into the program. Instead, educational

programs must fit the child rather than the child fitting the program as

previously. Students, parents, inmates patients, college students, etc.,

are now demanding their rights and quality services and eventually will get

them. Changes in our funding systems are attempting to bring responsibility

and accountability to the grass roots level where it should be. Hopefully,

this will assure the delivery of the needed services.

The new thrust today is toward Career Education--for all people--and

for all periods of life. Career education does not mean vocational education- -

it means total education for life including preparation for personal, social

and economic functioning. For teachers, it means they are going to have to

become more aware of the world of work and design their educational efforts

so what they teach is directly relevant to career functioning. No longer

can we teach primarily academic skills with the anticipation that the student

will somehow miraculously
assimulate into society, secure satisfactory

employment, and live happily ever after. No longer can education pass the

buck and expect rehabilitation agencies to pick up the pieces and somehow

prepare their students for some kind of job. Now, the responsibility rests

with education as well as rehabilitation. If an individual still needs

rehabilitation services after terminating his education, the likelihood of

eventual success should be_greater because that agency should now have an

individual to work with who has a higher beginning functional level. No

longer may we think only of dishwasher, janitor, salad girl, laundry worker,

and the other traditional and restrictive jobs that handicapped students are

9
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placed in. From now on, we must assume more responsibility for developing

the potentials of these individuals to their fullest, sos we better meet their

needs and interests. This is the way I read the current tone of disenchantment

with current services and what is going to be demanded. It means that not

only do we redirect our own programs but we really initiate truly inter-

disciplinary cooperation among the helping agencies. I don't mean, for example,

merely administrative arrangements between special education and the state

vocational rehabilitation agency for OAP (work-study) programs as they are

now in most instances being conducted. I mean utilizing the special expertise

of personnel within the various agencies so direct client services are delivered

to those that need them.

Educational, rehabilitation, and correctional workers must be able to

identify and develop the vocational interests and skills of the handicapped as

early and accurately as possible. This doesn't occur magically at any one

point in time but is a developmental process. Vocational assessment or

evaluation, as I prefer to call it, is still a relatively new and emerging arc

that has a long way to go before it can be considered highly accurate.

Currently, the Vocational Evaluation Work Adjustment Association is studying

the speciality of vocational evaluation. Sixteen individuals have written

position papers on various topics about vocational evaluation, practitioners

are not responding to taese papers, and a workshop in May will try to pull

together the current state of the art in vocational evaluaSion.

During this workshop, you will have the opportunity to hear specifically

about some of the major vocational evaluation systems that have been developed

over the past few years. All have potential value for helping to assess the

vocational potential of many types of aandicapped persons. However; I must

stress that none are a panacea or can purport to accurately assess the vocational

potential of every type of handicapped person. Therefore, it is very important

for you to become knowledgeable about each system so you can make a judgment

10
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about the appropriatehess for the people that vou work with. It is not my

intention to Lritique'anv of the systems presented at this workshop because

you will be able to do this by listening to the Speakers that present each

system and by observing the various components of them. Keep in mind that

these vocational evaluation systems are a certain aspect of vocational

evaluation, that is, each is primarily a work sample system. As I indicated

last year, I feel there is much more to vocational evaluation than the

administration of work samples. However, each of these systems has been

subjected to considerable developmental study and refinement, and those

individuals who have developed them should be commended for their fine work.

Let me give you a.checklist of considerations that I feel you should make

when evaluating whether or not a particular system can meet your student's or

client's needs.

1) Does the system take into account expectancy to fail? If your client

has had a history of failure, it may be that by this time anything he tries,

he expects to fail. Therefore, despite having the potential to perform a certain

task this expectancy works against initial performance and he fails. For these

individuals, the system should take into account this aspect and provide enough

flexibility so that the conditions for failure are minimized.

2) Does the system take into account academic limitations? It is important

that a person taking work samples or any other vocational evaluation task is

not being unduly penalized because of low academic capabilities. Thus, any task

requiring some academic performance should indicate what level is required

to do the task satisfactorily.

3) Does the system take into account verbal limitations?. Many retarded

and culturally disadvantaged individuals are unable to express certain interests

and ktiovledges despite the fact they have them. A system that does not allow

or take into account these limitations may neglecting and not discovering

important strengths, weaknesses, and potentiatgf such individuals.

11
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4) Does the system take into account limited 4xperienceY Fur many

handicapped and disadvantaged persons, we cannot assume that they have been

exposed to as many life experiences as the typical citizen. For example,

certain common objects and places may be totally unfamiliar to these people.

Therefore, it is important for the person administering the task to understand

the client's experiential level and do the necessary pre-instruction before

administering the task.

5) Does the system allow for more than one trial on tasks? Research on

learningith the mentally retarded has discovered that frequently these

individuals do much poorer on the first attempt but make significantly greater

gains dating subsequent trials than "normal" persons. This research is

extremely i\mportant because we may assume too quickly that a previous per -
\

formance is too low for further consideration on a work activity that actually

a client has potential for given enough time.

6) Does the system allow for repeated instruction and check for comprehension?

This is particularly important for mentally retarded individuals as well as

the emotionally disturbed or culturally deprived. A system that is too rigidly

adhered to and lacks flexibility may be totally unfair to its clients.

7) Does the system have lAge validity? A system that looks interesting

and is work-oriented, can be very motivating to its clients. However,; many

typical nuts and bolts and some mechanically oriented tasks often turn off a

great number of people taking them. While these tasks may be very good for

some individuals, for others they may be quite detrimental and non-revealing of

their potentials and interests.

8) Does the system allow for appropriate conditions for testing_ i.e.,

rapport, pleasant surrounding, orderly administrationi fatigue? Enough cannot

be said about these aspects of any testing situation which can completely

\..nvalidate the assessment.

1.6
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9) Does the system use "spaced" rather than "massed" evaluation? It is

better to try to evaluate clients by distributing the various work tasks over a

period of time rather than to cram them all in as quickly as possible.

10) Is the system adequately nonmed on the handicapped and the workers who

are doing the various types of tasks and has it conducted further follow-up

studies of its vocational prediction validity?

It is difficult for me to feel that there is any vocational assessment system

that can accurately predict vocational potential. Vocational potential depends

upon so many aspects of one's own personality and also the influence of the

family, community, and job site on one's functioning. However, a system that

does make legitimate attempts to do the above should be of considerable value

in determining an individual's strengths, weaknesses, interests, and vocation

potentials.

In addition to the value of vocational assessment alluded to previously,

i.e., the assessment of vocational strengths,
weaknesses, interests, and

potentials, there are several other reaso.is why vocational evaluat' an

be extremely beneficial in any educational,
rehabilitational, or correctional

program. Some of the ones that I would like to list are the following:

1) The student really starts thinking about jobs once he begins taking the

vocational assessment battery. Sometimes, talking about jobs stimulates little

interest in people and it isn't until they are confronted with an actual or

simulated job to do that they really begin thinking seriously about their future

and what they would like to do. 2) Job exploratidn can be initiated by conducting

and administrating vocational assessments. The student has the opportunity to

try out a number of different types of work tasks that are related to a variety

of job 'amilies which can prompt the student to do further reading on specific

inbb related to specific interests. 3) Actnal simulations of real jobs can

be brought into the classroom, rehabilitation facility, or institutional setting

13
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and tried out without any pressure. As I mentioned, many of our clients

have a problem in the area of pressure, and in a more relaxed and non-
,

threatening atmosphere, they can try the various tasks without any undue

pressure. 4) Utilizing a vocational assessment system can be a meaningful

deviation from the more traditional verbal activities of the classroom.

Many handicapped people, particularly the retarded and disadvantaged are

fflore likely to enjoy and to be successful in more manipulative tasks and

activities than the verbal ones that they encounter in a classroom situation.

5) A vocational assessment system can act as a motivator to learn more

academic material so they will qualify for specific jobs they are interested

in. Too many times, former students regret not learning certain academic

material while they were in school because such deficiency is now precluding

any chances for the kind of work they would really like to do. 6) The

vocational assessment system allows a method of comparing student abilities

with those on actual jobs. Many times the teacher, evaluator, or vocational

instructor are surprised how well a client is able to perform certain tasks/

jobs that people are actually doing. 7) Vocational assessment measures can be

used as behavioral change instruments. For example, work habits, interpersonal

relationships, cooperation, and other behaviorsthat are required to satisfactorily

perform different jobs may change when one is engaged in vocational assessment

activities requiring these behaviors. 8) As an indicator of specific vocational

strengths and weakensses, the school will still be able to develop such

strengths and work on such weaknesses while the student is still there rather

than finding out these problems near the end or after the program. This again

can make the school program more meaningful-and individualized for each

particular student. 9) Vocational assessment brings reality into the classroom

and gives the student a reason for learning materials. He is able to see

when confronted with actual vocational tasks why he has to be able to read,

14
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write, compute, be aware of his surroundings, and appropriately relate to

other individuals. 10) Vocational assessment tasks can be a builder of

self-confidence and a different technique of learning. As mentioned earlier,

the more verbal and abstract classroom material is.often very frustrating

and self-debilitating to many handicapped individuals whereas perceptual-motor

activities may often be much more appropriate. In fact, there is evidence

that the skills required in school are different to those needed for satis-

factory community adjustment, i.e., the same sills needed for academic

success are not directly related to community success.

None of us have really done enough to assure the successful adjustment

of .the handicapped person into our complex society. If we think we have,

we're kidding ourselves. Our services to these pebple have been desultory,

and no one really seems to know what the other person IS doing for the

individual, just what he thinks they're doing. I am currently doing an

extensive study of former-special education students, their parents, employers,

-4
and various types of school personnel in a large Mid-Western city. Although

I have not yet completely analyzed the results, preliminary inspection of the

data appears to indicate that most of these 18-23 yeaold former special

needs students are not adjusting satisfactorily to society and that they are

not learning many of the skills felt necessary to learn in a high school program.

Let's not have illusory ideas that we are doing all that is needed for our

handicapped citizens. They need much more than we're currently giving them.

If we are really concerned about our handicapped citizen, then many

of our past failures can be minimized in the future by initiating a meaning-

ful vocational assessment program to complement the fine accomplishments we

have made in the academic and psycho-social development areas. Then we will

really begin to meet the career education needs the handicapped so richly

deserve to have met.

15
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Assessment Systems
in

Career Development Programs

Dennis J. Dunn
Research and Training Center

Department of Rehabilitation and Manpower Services
University of Wisconsin - Stout

Presented at the Iowa Invitational Workshop
on Assessment Systems in Career Development Programs
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Career education and vocational evaluation are two very in" but

"fuzzy" concepts. They are concepts we can certainly agree ith up to

the time we try to put them into operational practice. Then, if we look

at a program and ask the program operators what they are doing, why they

are doing it, and what they expect to acdomplish by doing it, we encounter

a bank of semantic fog that clearly indicates that we really don't know much

about either career development or vocational evaluation. We have some

technologies available to us, but the linkages required to form these

technologies into an operational system are lacking.

In this presentation I would like to discuss career development, the

role of vocational assessment in career development, and the application of

commercially based assessment systems within career education programs. As

I go through this presentation, I hope to be able to establish some linkages

between our current state of theory and our current technologies.

Career Development and Career Education

Career development, as I understand it, is a lifelong developmental

process which closely ties in with what has been called developmental counsel-
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ing. When we consider the ramifications of our careers on our total life

styles, the importance of career becomes obvious. Our status in the commun-

ity is based largely upon our occupations; our income from the job we hold

places constraints on many of our activities; the satisfaction we have with

our job can affect our family lives; who we work with influences who we have

for friends. Yet, if we stop to take stock of ourselves for a moment, and

if we ask ourselves one question: "How did I get here?" we come up with an

interesting finding. All of us are in this room, but I doubt that we could

find many common elements in the sequence of events that brought us here.

Instead we find a sequence of decisions and choices, some major, some minor,

that brought us here. Some of these decisions were strongly influenced by

chance or circumstances existing at a moment of time; others were th culmi-

nation of a planned set of activities. But all of these decisions and

choices had an effect upon our careers and on our being here. If we look

into the future, we will be making other choices and decisions that will

influence our careers. Some of us may decide to take an advanced degree;

others to take a certain civil service exam; others to have a child.

Career development is something that extends over a lifetime and, most

importantly, is a reflection of a series of choices and decisions we have
r-

made. At one level, decision making becomes the crucial dimension of career

development. This is esse/ntially the position taken by Tiedeman (1963) and

Kroll, et 'al (1970). Once we begin to consider the ingredients of a decision,

particularly a vocational decision, we find that this is actually a rather

broad approach that includes such things as self concept, need states, and

other types of information.

Clarke, et al (1965) have stated that there are two requirements for

"good" decision making: (1) The person needs adequate information and (2) the

18
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persony4needs a strategy for processing the information to arrive at a

decision. It is my contention that career development essentially involves

the person in a series of decisions in which he uses information about him-

self and information about occupations and processes this information accard-

ing to a set strategy to arrive at a choice. His "career development"

summarizes the choices he has made.

It is not my purpose to describe the career development process in any

depth or to engage in a technical discussion of decision making in career

development. If you care to go into this in more detail I would suggest

reading a recent book by Kroll, et al (1970) who present a reasonably good

discussion of these subjects. The point I would like to make is that when

we talk about career education as something that ties into lifelong career

development, we are basically talking about training a student to acquire

information and to process that information to arrive at a valid choice.

If we can accomplish those two goals, then we have provided the student with

a generalizable skill that can be utilized throughout his entire life span.

You will note That I said we should train the student to acquire infor-

mition. One of the biggest shortcomings of current career education programs

is that they are primarily occupational information programs that provide

the student with information. This may be adequate during the school years,

but it is inadequate over the long run. The way the labor market is changing,

the way jcbs are changing, and the way careers are changing, we will have to

produce students who have the capacity to deal with vocational crisis and

make transitions into new careers (Adelson, 1970). Essentially career educa-

tion becomes a means of teaching a student an approach to these future prob-

blems by focusing upon decision making.

19
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This will be a more difficult task than it seems since most of us really

don't know how to handle these career problems. We have a substantial number

of unemployed teachers floundering around who`re unable to select alterna-

ttve careers. More dramatically, the recent collapse of the labor market in

the aerospace industry confronted a substantial number of highly skilled

people with a vocational crisis. An emergency federal program had to be

instituted to assist them.

I have referred to the two major requirements for good decision making,

information and strategy. In the reminder of my discussion I will focus

primarily upon the information component, and particularly upoh the role of

vocational evaluation in career education programs.

Oocational Assessment in Career Education

By the time a student reaches the secondary level he is required to

make increasingly sore specific career decisions. For example, he may be

required to select a high school curriculum track or he may be required to

select certain courses for his curriculum. To make informed choices such

as these, the student already most have reached a point in his career devel-

opment where he has made some broad, but tentative career choices. Students

generally have reached this point by the early high school ye. ztui are

able to make adequate choices.

It is important to recognize that the type of information required for

these decisions is broader than merely information about jobk, occupations,

or courses. The student also has to have information about himself. Typi-

cally this information comes from two sources: his previous experiences

and what we have told him about himself. This latter information can derive

from course grades and standardized tests.

20
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The special needs student population presents some problems in a model

of this sort. First of all, they generally do poorly on standardized tests.

Secondly, we tend to discount their self evaluative statements since they

are based on experiences that are different from those of other students.

Closely related to these is a third problem of providing additional infor-

mation to the student. As decisions become more specific, increasingly more

informationitneeded by the decision maker. HOcheof this information can

be provided in written, spoken, or media form to the normal school population.

However, as Reissman has noted, the special needs population includes a sub-

stantial number of individuals who acquire information through the kinesthetic

channel -- via direct, hands-on experiences. (I should note that although

this causes problems in the auditory and visual world of the school, the

openness to direct bodily experiences is an advantage in latcr vocational life

and is something that other students have to acquire.)

Basically we need a component within the career education program that

does at least three things: (1) provides us with vocationally relevant infor-

mation about the student; (2) provides the student with s set of experiences

comparable to those of other stuchents; (3) provides the student with a means

of acquiring information about himself via direct, hands-on experience. A

component that does these things may suffice to meet the imediate, in-school

problems of the special needs population. However, if we consider the life

span approach to career education, the problem of decision strategies emerges.

Specifically, an effective strategy for choice involves examining the short

and long run consequences of a choice. An appropriate educational goal would

be: (4) provides a situation in which the student can.learn to test out the

consequences of a choice. And if we reflect back to the need of the "normal"
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student to learn to acquire information through direct experience, we can

establish a fifth objective for this career education component: (5) provides

a situation in which the student can learn to evaluate himself on ti4 basis

of direct experience. These five objectives delimit an assessment component

within a career education program that will provide information for school

personnel And, more importantly, provide both a self assessment and learning

situation for the student.

Vocational evaluation using a work sample approach is a technology that

can be used to attain these five goals in career education programs. Specif-

ically, work sample vocational evaluation programming can function as follows:

(1) through observation of student performance and behavior on a series of

work samples a trained vocational evaluator can assess vocationally

relevant variables including abilities, interests, temperaments, and

physical capacities.

(2) by establishing a core set of work samples, representative of a wide

range of occupational areas and job requirements, the evaluator can

expose studenis to a comparable set of vocationally relevant experiences.

(3) work samples provide a direct, hands-on experience for the student during

which he can experience and feel what it is like to perform specific

work tasks and to acquire information about his reactions to performing

these tasks.

(4) by providing the student with the opportunity to choose those work

samples he would like to perform, the vocational evaluator provides a

situation in which the consequences of a vocational cholce become

immediately known to the student.

22
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X5) by providing the student with an opportunity to indicate his reactions

to his performance and behavior on work samples and following this up

with a statement of performance and behavior as seen by the evaluator,

a learning situation for developing self evaluation abilities is estab-

lished.

The use of a work sample based vocational evaluation progriam can attain

these objectives within a career education program. In other words, the

assessment component can extend beyond the obtaining of data about the stu-

dent and into the realm of providing the student with a learning situation

in which he acquires basic skills that will facilitate vocational decision

making in the future.

I could go on to discuss some of the additional implications of voca-

tional evaluation techniques in career education programs. However, I think

some of the time available to me would be best spend discussing some of the

traps people fall into in implementing vocational evaluation programs.

Hopefully, by being aware of some of these traps, you will be able to avoid

them.

The first trap is program planning and budgeting. Vocational evaluation

is one of the most expensive services that can be provided. A program such

as that I described above is very expensive: the cheapest program that I

could develop would handle about 180 students per year at a cost of $250 per

student. Very frequently during the planning phase of the program the mis-

take is made of determining the need for the program on the basis of an

existing backlog of students who could benefit from it. This produces a

misleading figure. A more accurate figure is based on the projected rate

at which new eligibles will be entering the system in the future. This

provides a better estimate of whether there will be a sufficient number of
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new asps co justify operational costs. By the same token, the annual oper-

ating budget has to provide a healthy amount for maintenance of work samples.

In a work sample system you are using the same equipment over and over and

it is being used by inexperienced students. This leads to equipment break-

.

down and failure. Materials are being consumed and must be replaced. These

equipment and material costs have to be included in the budget and added to

the expense of operating a program.

Trap number two relates to the program planning trap. Basically, trap

two involves establishing a program with too narrow a focus. Vocational

evaluation is often regarded strictly as a substitute for psychometric test-

ing with handicapped and disadvantaged groups. I indicated earlier that we

canconceptualii,e vocational evaluation as assisting us to attain five career

education objectives. Only one of these objectives refers to the psychometric

issue; the remaining four relate to what the student can derive from

evaluation,' Rather than narrowly focusing upon ourselves and how we can

benefit, we should consider how students can benefit from evaluation.

oee we take this point of view, vocational evaluation becomes an extension

of our 2areer education teaching component. It is applicable to a wider

range of students, including the co- called "normal" student.

Program trap number three is the failure to provide for the implementa-

tion of the findings of the vocational evaluation program. Vocational eval-

elation has tremendous implications for student curriculum planning. As the

student eperiences different occupations and jobs and comes to select future

ele,:tioual goals, he also is able to determine the relevance of his acadealic

course ..)rk to attaining future goals. The student may, for example, discover

ehat he is interested in, and has the abilities for,work as a machinist.
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At the same time, since he has actually performed work tasks from this occu-

pation, he becomes aware of the fact that he needs math skills to be success-

tul as a machinist. Our experience at Stout with evaluation programs for

secondary school students has indicated that such a student is likely to show

improvement in his academic coursework, provided that the school makes changes

in the student's curriculum to include vocationally relevant courses.

There are two barriers to implementation of findings. The first barrier

to implementation is that vocational evaluation reports often do not contain

the information necessary co translate recommendations into action. An

evaluation report has to communicate and, in order to communicate, it has to

be written from the frame of reference of report consumer -- the person who

has the responsibility for translating recommendations into action. Voca-

tional evaluators frequently ask the question "How do you write good reports?"

The best way to answer this question is to ask the consumer what information

he needs to implement the findings of evaluation. The report then becomes

a medium for communicating this information.

The second barrier to implementation is a failure to adequately prepare

teachers and other school personnel for change. I have mentioned that voca-

tional evaluation has tremendous implications for curriculum development

and change. Yet change, by its very nature, is threatening. It is one thing

to talk of individualized instruction and meeting the individual needs of

students:, it is another thing to actually implement this programming. I

have been greatly encouraged by the fact that schools can be extremely flex-

ible in academic programming and accommodating to individual student needs.

However this requires an extensive amount of in-service training and

individual conferences and staffings to achieve. In other words, the staff
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of the evtluation program have to be able to reach back into the school if

the progra- is to be successful. They cannot be confined to a simple assess-

Tent and reoort writing role.

rhe fourth trap in evaluation programming is a failure to hire adequately

trained vocational evaluation personnel. Once we begin to think in terms of

the kind of career education vocational evaluation program I have outlined

here, we have to give consideration to securing adequate staff. At this stage

of development of vocational evaluation we have some sophisticated technology,

but this technology is still only as good as the person using it. Trained

and experienced vocational evaluators are in short supply and this manpower

shortage will continue to persist, if not worsen, over the next several years.

Vet we see school systems impose artificial hiring barriers, such a' requir-

ing the evaluator to be teacher certified, that further restrict their poten-

tial manpower supply.

The fifth and last trap I will mention is the trap of not making adequate

use of existing knowledge in vocational evaluation. It may seem to many of

von that the taings we are talking about are new and innovative. In fact

they ire not, The use of work samples dates back to the early years of the

center' and, from a technical point of view, work samples haven't changed

such since the first \,,orld War (Chapman, 1921). My own experience with voca-

tio:.al evalHation programming with secondary school students goes back over

4 decade. v;e are currently seeing a resurgence of interest and the develop-

pent of better service delivery models. However, we are indeed foolish if

we ignore the experience and expertise of persons in the field of vocational

evaluation b, applying the illusion that we are "doing something new."
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Commercially Available Work Sample Systems

in Career Education Assessment Programs

The failure to make use of existing expertise I just mentioned extends

to the technology of work sample evaluation. There currently are three major

work sample systems available for purchases: the Jewish Employment and

Vocational Service (JEVS) work samples, the TOWER system, and the SINGER/

Graflex vocational evaluation system. I have elsewhere compared these three

systems on certain technical features (Dunn, 1972). Here I would like to

make some other comments regarding the use of commercial systems in vocational

assessment programs.

The commercially available work sample systems have numerous advantages,

particularly for a new vocational evaluation program. Not the least of

these advantages is that the developmental work has already been done for

you. The work samples have seen developed, field tested, de-bugged, and

norms and scoring procedures have been established. Although the price of

these systems may seem to be high, a recently completed study by the Research

and Training Center at Stout suggests that it could cost you two to four times

more to develop your own work sample evaluation system than what you would pay

for a commercial system (Dunn, 1973).

The question that comes up over and over is "which system should we

buy?" The point to keep in mind is that the three systems are complementary,

not mutually exclusive. Each system is best suited to attain certain goals.

SINGER/Graflex is basically a vocational exploration system. TOWER is

oriented toward vocational training areas. JEVS assists in assessing the

level of vocational functioning of the student. Each of these goals is dis-
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tinct and may he appropriate at a different phase of a career education pro-

gram. The decision' as to which system or systems to purchase has to be a

function of vont. ,,pecific goals and objectives for the vocational evaluation

prcgram. I tan See A role for all three systems.

It is ty!s to allow yourself to get distracted by extraneous factors

Ind claims made for a system. For example, the SINGER/Graflex system has a

slick pakkav,e And certa inly looks impressive. The JEVS system does not

present this initial impact of sophistication. Experience with a system

quickly reveals however, that what a system looks like doesn't have much

relationship to what it does. The packaging of a system can actually inter-

fere with operation. SINGER/Graflex i, particularly vulnerable to this.

The tIels look nice, but you find that you can't make very effective beha-

vior obserations of the student at work. The carrels also present problems

ire" a harm: factors engineering point of view (Munn, 1972). The Study-

Mate used to present the instructions is a good, durable machine for educa-

tional applications, but it is prone to frequent breakdowns when subjected

to the hard usage of vocational evaluation settings. The other systems

have their particular problems too.

(ne problem that particularly exists with the JEVS system is the ten-

deruv of eviluttors to salter the sequence of administering the 28 work samples

or to delete ti, e of the work samples from the battery. Once you become

fa,liliar with the TE."-; system you discover that, although it doesn't look

very impressi:e on the surface, it is actually the most intricate, subtle,

and sophisticated of the work sample systems. Altering the sequence of

delivery of certain work samples, or failing to administer particular work

samples, In alter the level of difficulty of other work srples and also
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result in a significant information loss. Because the JEVS system uses a

graded series of work samples, You need the information from the lower level

work samples to draw accurate conclusions from higher level work samples.

This subtlety is often overlooked.

As a general rule, a commerical work sample system shouldn't be modi-

tied without good cause and without a careful examination of the consequences

of the modification. A minor cnange in instructions breaks the standardiza-

tion of the system. The difficulty level of the task is altered and the

norms are invalidated. Similarly, the. use of materials and tools other than

those specified by the system has effects on the validity of obtained results.

A major limitation of any of the work sample systems is that they are

not completely comprehensive or totally applicable within a particular geo-

graphical locale or school system. Consequently, consideration will ulti-

mately be given to the development of additional work samples to fill in the

gaps in the assessment program. One of the distinct advantages of the com-

mercial systems is that they provide a foundation and model for additional

work sample development. Knowledge of the basic structure and organization

of any of the systems provides a good basis for the evaluator to determine

the additional work samples needed and to secure the information necessary

for work sample construction.

To summarize, the commercial systems save time and money during the

initial establishment phase of the evaluation program. From this point of

view they are a wise investment. Similarly, they provide the evaluation

program with 4 foundation and structure for additional work sample develop-

ment. It should be recognized, however, that there are some limitations

with the currently Available systems. No one system will do everything for

you and you have to think in terms of how a particular system will assist
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you in attaining your career education goals. Tt is easy to be mislead on

this point and to believe that a single system is the answer to all of your

problems. Finally, there is one point to be stressed again:: a vocational

evaluation program, even one that uses commercial systems, in still only

as good as the person operating it. The commercial systems are tools of

the evaluator. Unless the evaluator knows how to use these tools, and to

combine them with some of the other tools at his disposal, the system and

the evaluation program is wasted.

Dennis J. Dunn
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it

The Singer Graflex System consists of ten work stations outfitted with

a variety of industrial tools. The ten stations are:

1. Basic lools

2. Bench Assembly

3. Drafting

4. Electrical Wiring

5. Plumbing & Pipe Fitting

6. Carpentry & Woodworking

7. Refrigeration, Heating and Air C-nditioning

8. Soldering and Welding

9. Offie and Sales Clerks

10. 't..edle trades

An evaluator manual and evaluation forms are included which cover the

procedure; for using the system. In addition, an instructional filmstrip

with a sou'id cartridge accompanies each work station.

Each work station (36" w x 36" d x 19" h) is self-contained and is

designed either to be self-standing (it has extension legs) or to sit on

a desk top. For security and storage each'work station can be completely

enclosed and locked through the use of sliding panels inserted along rails

i,oardering the e\posed top and front of the work station.
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Each work station is outfitted with tools appropriate to the work

station function. In addition, an initial supply of consumable materials

used in the work tasks is provided. The work station also has a Graflex

Auto-Vance Study Mate rear screen sound/filmstrip projector mounted on the

rear panel along with a remote control box for trainee operation.

The work station can be moved to different locations. Therefore,

arrangement of the portable work stations 4s flexible and a variety of

physical set ups can be accommodated.

The manual describes the background and purpose; the system and its

components; and gives directions for utilizing the Graflex Vocational

Evaluation System.

Appropriate evaluation forms are provided in the manual. In addition,

an initial supply of forms are provided by Graflex as part of the system.

The manual takes the evaluator through the program step-by-step,

giving the suggested sequence of events and information on how to achieve

most effective use of the system.

Basically, the process involves:

1. Orientation to the program

2. Work Station I

(a) Audiovisual (AV) Presentation of:

1. How to operate machine

2. Jobs related to that work station

(b) Trainee rates interest based on AV*description

(c) Work Station tasks directed by AV presentation

(d) Trainee rates interest based on work experience

(e) Trainee rates own performance of tasks

(f) Evaluator rates trainee performance

33,
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I. Repeat tur other work stations

4. trainee rates interest by pictures of jobs

5. !.valuator tabulates total interest

6. Evaluator brings together all available data to rate interest

and performance and makes recommendations

The manual also contains inventory control lists of tools and materials

supplied as part of the Graflex Vocational Evaluation System. -Each item is

described and its quantity specified.

Each station has its cum filmstrip and tape cartridge for use by the

trainee. These are placed in the Graflex Auto-Vance Study Mate mounted on

the back of the work station. The trainee controls the presentation via a

remote control switch mounted on the right-front part of the work station.
.."

Trainee control is necessary for self-racing.

Problems Presented by diverse reading levels are avoided.' The programmed

instructions allow the system to be:used by illiterate participants with a

minimum of evaluator assistance.

Ohe audiovisual presentation:

1. Introduces the trainee to the tools of that work station and tells

him how to use them.

2. Describes a series of actual jobs related to the activities he will

carry out at that work station.

3. Instructs the student step-by-step through the work station tasks

which have been designed :o replicate facets of jobs as found in an

industrial setting.

The Graflex Vocational Evaluation program is oriented to self-study.

There are no rigid time limits. Usually, however, the screening progiam can

be completed in seven days. Both the trainee and evaluator pert-kcipate in

the assessment. trainee evaluation of his own interests and aptitudes is
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combined with the instructor's assessment to form a definitive picture of

job gaining direction wost suitable for each client.

The program engages the trainee in goal-directed work following a

brief orientation. The evaluator observes the trainee's behavior in a

variety of work tasks developed from descriptions found in the Dictionary

of Occupational Titles. The unique feature of the system is the occupational

exploration segment which helps the trainee determine interests by ocribing

through audiovisual techniques a number of actual jobs related to the work

stations.

The Graflex Vocational Evaluation System is a direct result of Graflex'

experience in training disadvantaged clients in a variety of programs:

Job Corps Center:.

Vocational Rehabilitation Training Centers

Correctional Programs

NABS /JOBS Programs

The,Graflex Training Division offers a full lint, of services, curriculum

materials, equipment, and management expertise for manpower development

programs.

'A price-purchase breakdown is shown below.

PRODUCT #

SYSTEM PRICING
THE SINGER VOCATIONAL EVALUATION SYSTEM

ITEM PRICE RANGE

THE SINGER VOCATIONAL EVALUATION
SYSTEM - COMPLETE WITH EVALUATORS'
PACKAGE, AND ANY TEN (10) WORK-
STATIONS, SELECTED FROM THE LIST

INSTALLATION/ORIENTATION -2-DAY
PROGRAM (CONDUCTED BY SINGER/
GRAFLEX PERSONNEL)'
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IAN( LS - FROM NORTON
GRHVE, FO DESTINATION

MoliTtO

PRICE RANGE

XXX.XX XXX.XX

HO \ MIL'. [0 US SHIPPING): From $8,866.00 to $10,544.00

'IU(L (['ER UNITWOR SUPPLEMENTAL
6 AJUNCTIVE WORK STATIONS

I. Hasic tools
!ench Assembly

Ele,tuical Niring
c, Pipe Fitting

re'try 6 Woodworking
1. -',efri,eration, Heating & Air Conditioning

N

Ot.iee c, Sales Clerk
lu. CtiIC Trades
;le "asc,nry

'Meet 'lett! 'Norkio,l,

lie (ookin.! i;aktng

t P,t,kac'e

1,1-,tallation/Orientatioo - 2-1)ay Program
(( c ,h,red by Singeraftaflex Personnel)

Ls ti nated & in, iced)

-- -

$ 872.00
1,112.00
849.00
805.00
q47.00
916.00
791.00
818.00
850.00
907.00
853.00

1,490.00
1,490.00

58.00

200.00

XXX.XX

' Put., i ny 1 t ol teq (10) or more work-stations only.

System purchases.

Itl ti ' fe I f! illerunt of the above thirteen (13) work stations,
111!-tAll,Ition/Orientation Program,

i i f 0 (,tt. ,1 \*()Qatioilal Evaluation System within a

t t;11 lo,:shirping charges)
r le-- tbrl I. H. ,H0 charges)

In
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The Singer Graflex System is applicable in:

a. Vocational Rehabilitation Centers

b. Vocational/Technical Schools

c. NABS/JOBS Programs

d. Manpower Development & Training Centers

e. Correctional Programs

f. Business and Industry Training Programs

g. Labor Union Training Programs Job Corps Centers

h. Community Training Programs

The Graflex Education and Training Division will work with any organi-a-%

tion to tailor the Vocational Evaluation System to the customer' equirements

and smoothly integrate it into existing programs. They will also work to

develop individual stations or an entire system to meet particular f'equire-

ments.

37
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CsL 01' TH1 SINGFR SYSTEM FOR CAREER EXPLORATION

Donald j. Andersen
Counselor

Hawkeye Institute of Technology-Waterloo

and

Bruce Stoll
Special Needs Coordinator

Hawkeye Institute of Technology-Waterloo

Paper Presented at the Iowa Invitational Workshop
On Assessment Systems and Career Development Programs

Council Bluffs, Iowa
March,26-27, 1973

Vocational Technical Edaation has for sometime tried to identify a

means to predict student's probably success in programs. The majority of

the instruments on the market are designed for the Academic Area. They

measure Intelligence, Aptitudes, Personality, Interests, and so forth, but

these are not totally relevant to our purpose. Motivation, dexterity, and

ability to follow directions are far more important.

We wanted to see people do things with their minds and their hands.

We wanted them to be able to project these activities into Career Choices

or Educational Plans. We wanted an evaluation of something other than

verbal behavior. We wanted to see how people behave under different

circumstances. We wanted an opportunity to discuss Career Plans in a

relaxed at:'1oL,phere. i'he 5ioger Craflex Evaluation System provided ,dany

of these things,

,e have used it in a s1 i2htiv different way than it's intended purpose.

The skill evaluation for each stition has been secondary. The psychological

y-)
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evaluations of how a person operates, perceives him or herself, and relates

to the variety of tasks is primary. You might say the knowledge of Self

has taken precedence over all else.

Hands-on experiences on the Singer are the Key to its success. Everyone

likes to be involved with something. The exposure to a variety of occupational

clusters gives insight into many things. The individual assesses himself in

terms off,

1. Do I like it?

2. Can I learn it?

3. Is it something I would like to do for an extended period of time?

These are the types of questions we hoped individuals would answer for

themselves. We felt the Singer System would assist in this decision-making

process.

We have used the Singer System with a variety or people. It serves

different purpo.es for each group. I will briefly discuss specific obser-

vations on each population -

A. Adult Women

B. Youth (Boys and Girls) 7th Grades

C. Pre-Career Students

D. Drop-outs from Jr. High & Secondary Systems

E. Haldicapped

F. Minorities (Black)

G. Adult Men (other than Minoritiesj

A. ADUL1 WOMEN The biggest value is the opportunity for them to discover

non-traditional areas of training and employment. Most Adult Women

perceive themselves in traditional rc,1.->q. ['he experiences with
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Woodworking, Wiring, Drafting, Soldering, Etc. and success in thct,e

areas stimulates thinking and opens a multitude of possibilities for

them.

B. YOUTHS (BOYS & GIRLS) (7th Graders) - We had excellent success with

this age group. The exploratory phase of Career Development is

extremely important for them. It gives relevance to the next 4 years

of school, a tentative direction can be established. Here again the

girls receive exposure to non-traditional Career Areas. There was a

surprising contrast between their behavior at the station and their

behavior in a Public Educational environment.

C. PRE-CAREER STUDENTS - Although A-G are all pre-career, there is a group

of 18-20 year olds, who are a little unique. The Singer coupled w,th

local business exposures provide a variety of information. This grout:

needs specific experiences relevant to where they are and .,here they

want to go.; Extensive career counseling is involved wit'i this group.

D. DROP-OUTS (JR. & SR. HIGH) - We must accept that not all youths will

complete 12 years of traditional education. Therefore, it is important

to provide career direction and subsequent training prior to aqe IS

We operate an alternative school lot_ this population. A part of this

schooling requires exposure to the SitNer. As a result many individuals

have experienced success in -,w(thing for the first time. It has

let the view the of Academic Fducdtion relevant Lo d particular

career choice. They identify . areas of interest through the use of

extensive supple,entary materl,,ls and proceed towlrd,, realistic gyals,

E.; HANDICAPPED - Depending on the particular vise, the Singer has been

extremely effective. -lhe basic tasks worked on, allow the individual

success in career clusters with :,1111 they ire (071Lletel,' unfamiliJr.

42
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It provides the evaluator an opportunity to evaluate physical and mental

limitations, and to provide counseling towards realistic areas.

Vocational Rehabilitation has found this a good tool for their clients.

F. MINORITIES (BLACK) - Exposure to areas of career choices is particularly

good. We have discovered that most Minority individuals are culturally

deprived when it comes to basic usage and identification of tools.

The Singer PrograM allows this needed experience to proceed at the

individuals own pace. The supplemental career materials and exposure

to training programs and jobs makes this a meaningful experience.

G. ADULT MALES (Other than Minority) - Most in this group have had at

least limited exposure to many of these areas. Their initial approach

is that it is menial and ridiculous: "Kids Stuff." However, they do

respond with considerable counseling and explanations of purpose.

The ability to follow specific instructions and the subjective eval-

uations obtained by the evaluator are valuable. They usually reverse

the normal sequence by forcing the adult male to make some kind of choice

before going through the stations.

We have found the Singer Grafle:: Evaluation System extremely valuable in

Career Exploration and interest identification. This was our intent

and it has for the most part lived up to our expectations. We have

discovered through it's usage that some areas are not covered or are

not realistic enough. The biggest need is the development of a work

station in mechanics. Although there is some transfer of knowledge

through the use of various tools, the element of Mechanical Reason:-Ig

does not exist. In a'Idition to mechanics, we nee ,omething in Health

Occupations, Llectroois, Animal and Plant Maragement and some way to
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get at the abstraction of many other Technical fields. We !,,aye' also

discovered the depth and focus of some carrells is rather shallow.

Fortunately we have at our disposal, 31 Career Vocational Techrical

programs to expand exploration activities. We are using 8mm cassettes

with tapes to further explore additional and mole specific areas.

One example of unrealistic exposure would be the Welding Station. It

is not realistic' to simulate welding with a butane torch in a well lighted,

air-conditioned building. Generally, if this is a high interest area for

the individual, we will provide him with an actual experience in our welding

career program for a short period of time. In addition, he will view

several films describing M.I.G. and T.I.G. welding. He will also be exposed

to the V.I.E.W. Sysitem which has Micro-film cards detailing local information

regarding employme outlook, requirements, good and bad points, average

wages, and where mi(ore information can be obtained. This combination of

experiences broadens the individual's outlook and provides adequate infor-

mation to form realistic career plans.

Administration or Supen,ision of the System is relatively sial,ple. We

would recommend that the evaluator be trained in Counseling. He or she

should also know or be able to learn, the workings of all the stations.

This means proper use of all tools and equipment. rhe Evaluator should be

a warm, empathetic, understanding person able to relate to all people.

Students, espe.ially, need reinforcement in their pursuit of a career.

This reinforcement needs to be well planned (Refer to counseling feedback

I and II).

The number of people worked with at any one time should not exceed (7).

This is particularly- true if there are time periods in between their

conpletion of the station. In our case, we have between 30 and 40 people
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working at various times. Any more than 7 would mean some major scheduling

problems.

The problems with running stations full is the varied times that the

individuals require the evaluator. There are times with 7 stations going

that (2) people are waiting or needing assistance.

The equipment involved is basically good. The tools for the most part

are Sears Craftsmen and if they break, they are replaced at no charge. The

Study Mate machine's major problem is the light bulbs. It is best to have

(1) dozen bulbs on hand because of their short life. We have experienced some

problems with the Audio and a few with the Inaudible signal. The controls

(on-off) may cause problems, aad if the switch breaks it is best to replace

it with a toggle switch.

Materials are best purchased locally. We have established supply

sources in the Community for all materials. An example of local savings is

the Credit Sales Tickets for the Office & Sales Clerk Station. Singer gets

$100.00/1000. You can buy Master Charge tickets from your local bank at

$12.00/1000. Another example would be the Drafting Vellum. Singer price

is 100 sheets for $15.00. Our local price is $6.25. The pine, plyvnnd and

dowels for 100 people by Singer costs ($201.40). Our local cost is $26.84.

We must admit difficulty in understanding the reasoning by Sir,er in their

pricing of materials and supplies. As owners of a $9,000.00 System, we

feel that more competitive prices would be in order.
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Pam:

Counseling Feedback': \ I

You are a very charming and interesting young\woman. You are the

type of person people like to be around and do thing with. You are polite,

usually enthusiastic, interested in people. You are mu h more capable than

you think you are.

Although your central interest is now in nursing, your econdary interest

in clerical is no less significant, for many of the tasks of a nurse are

clerical in nature--making reports, keeping patients charts up t date, etc.

Pam, I think you would make an exceptional nurse. In fact, I think you would

be effective in any occupation dealing with people.

Although you are really interested in only three of the tasks you got

into at Hawkeye, you performed very well at all of the stations. You are

very good with tools. That is important in nursing--especially if you

become a surgical assistant. You are very precise and exact--another

important quality. You are patient and persistent--no less important. You

are very neat and clean. You get along very well with people. Take algebra

and chemistry in school, Pam, even if you may have to study very hard.

Home economics would also be a beneficial sub:lect,

Pam, I am going to be very honest ::ith you. I eon't think you are as

confident as you are entitled to be. don't know why. Perhaps people

have been too critical of you, failed to give you the encouragement vou need- -

encouragement every young person needs. Because you lack self-confidence

you hold back, are reluctant to really get involved in things. Ani because

you hesitate or don't get-with the things you do, you don't do as well as
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you could. And confidence comes from being successful. It's hind of

circular, as you can see.

To start with, pick one subject and really get into it. You will have

to make the first step and then the people you work with will start encouraging

you to go further, "get into it" even more. Don't hesitate to ask your parents

and teachers to help you. TnIk all this over with some adult you get along well

with. You have plenty of natural ability. You're going to have to learn not

to be afraid to use it, test it, develop it. Don't be quite so cautious, open

up, become more aggresive and daring. If you hold back you don't run as much

risk of failing but you loose a lot of opportunities to succeed, too. Tell

people you want to make it. Tell yourself you want to make it. Soon all

of you will start believing it and already do.

47
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Counseling Feedback: II

Chris:

Wow! You get turned on to just about everything, don't you. With the

exception of sewing. Even this you don't dislike, though.

You are a very refreshing, warm and sociable young man. I really

enjoyed working with you. I like people who have so much energy they don't

really know what to do with all of it. Your good nature will carry you a

long way.

Although it is difficult to tell by your responses which task you

liked the best (your interest was high in everything), they do indicate that

you are interested in active things, in doing things. You ray not be happy

with a desk job, anything in which you spend alot of time in one position.

Even here we can't be certain though, for you had a very high interest in

both drafting and clerical tasks, jobs in which you would be content in

a job in which you were inactive for long periods of time. This need.to

be active probably gets you in a little trouble at school, doesn't it?

Anyone with as much energy as you have, Chris, will have a little

problem, I guess, a pretty serious one, if you don't know how to learn to

control and concentrate it. You may never become very good at anything

until you do learn to control it. If you do, there may be little that you

can't do. But, what do I mean by control, huh? What we're driving at is

your learning how to control yourself. Imagine yourself, for a mowent as

a young horse. Have you ever seen a colt on a spring day bucking, kicking

up its heels, rolling around on the ground, running back and forth across
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the pasture until it is just exhausted. Now apart from enjoying itself what

has the colt accomplished, other than getting tired. Very little. Compare

this colt to a stallion responsible for the survival of a wild herd of horses.

He is constantly on the alert for approaching danger. He is capable of leading

the herd to good grazing land. He can ward off competing stallions with very

skillful combat strategy. He can keep the herd in a tight group where they

have the protection of numbers. That stallion can control himself. Oh! He

may kick up his heels once in a while, run just for the joy of running, but

when he has to he can do just what he wants to do. He has a purpose' and he

can control his movements well enough to attain that purpose.

People go through this same thing in learning how to do something.

They learn how to control themselves. That stallion learned how to defend

himself by developing combat skills. You have to do this too, Chris. You

probably know how to ride a bike. Before you tried didn't you watch how a

skillful rider did it? When you began, you had a goal which you could

imagine--skillfully riding a bike. You had seen others do it but you didn't

quite know how they did it. Right off the bat, you probably fell down.

Slowly, after a few bumps you learned how to balance yourself. You learned

how to use the pedals, how to brake, how far to lean when you turned a

corner, how to stay upright when you stopped. You learned a very complex

skill by learning how co control yourself. Every skill you pick up, Chris,

is dependent on your learning how to control yourself. This goes for math,

English, welding, drawing, writing, walking, running, sawing, threading,

everything. There is always a goal you are reaching for first, then, step

by step you learn how to reach that goal. We will talk about this, Chris,

the next time we get together. Hang in there!
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SINGER/GRAFLEX SYSTEM - ITS USE IN CORRECTIONAL PROGRAMS IN WISCONSIN

Ricardo G. Cerna
Vocational Evaluator

Wiscons n State Prison

Paper Presented at he Iowa Invitational Workshop
On Assessment Systems and Career Development Programs

Council Bluffs, Iowa
Merril 26-27, 1973

HISTORICAL DEVELOPMENT

The Wisconsin Division of Vocational Rehabilitation has been serving

inmates and parolees of Wisconsin's correctional institItions for a number

of years. However, prior to 1964, this involvement wts limited and primarily

\ concerned with problems associated'with physical disabilities such as

chasing artificial limbs, hearing aids and other medical-surgical services

whici could not be provided through the Division of Corrections' programs.

In 1964, the first pilot program between the Wisconsin Division of

Vocational Rehabilitation and Wisconsin's Division of Corrections was begun.

In 1966, the first full-time D.V.R. counselor was assigned to a

correctional institution.

In 1967, other counselors ::2re assigned to other correctional institutions

and a full-time central office supervisory position was developed to deal

with the development and implementation of correctional rehabilitation programs.

1968 was an experimental year. A number of cooperative programs in

several areas of vocational training were developed. It was also in 1968 that

the concept of establishing a pre-vocational evaluation center at a ju-

venile receiving center was discussed. It was felt that by establishing

51
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vocational evaluation and counseling services at the reception center, a

more complete D.V.R. file could be established, providing for better services.

In August of 1970, the first full-time vocational evaluator was emplo'ed

by D.V.R. The task was to develop and implement an evaluation unit at

Lincoln Boys School, a reception center serving the northern 42 counties of

the state of Wisconsin.,

During 1971, D.V.R. became involved in the development of the Assessment

and Evaluation Centers being formed by the Division of Corrections. The

Assessment and Evaluation Centers were placed into operation at both

Wisconsin State Prisons, Wisconsin State Prison (W.S.P.) and Wisconsin

State Reformatory (W.S.R.) ip October, 1972. It was at this time that

a vocational evaluation lab at W.S.R. was staffed and equipped by D.V.R,

and began functioning as part of the program, The lab at W.S.R. started

functioning as part of the A & E program in January, 1973.

PROGRAM AT LINCOLN BOYS SHOOL

Ihe task of developing an evaluation lab at Lincoln Boys School pr,,,e,

to be a very interesting and challenging operation. This was because there

were ,,everal concepts as to what an evaluation unit was, what it was supposed

to Jo and how it wac to operate.

The first step at 1,incoin Boys School was to construct work sample,'

and jevelnp a program of vocational evaluation that would meet the needs

of Llients - males ages years mostly from rural areas ot 1Jiscurl5l
.,

it was_ not until approximately a year later that D.V.R, was able to purchi;e

a Singer/Graflex System for use at the school,:

Prior to acquiring the SiC System, a study was done to determine if

file \oc_ational e'aluation results obtained during the bov's second week

F-'
rstay at the school were valid. A group of 35 boys was re-tested six

52_
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(h) liter the initial evaluation. Thck results indicated that although

40

there da- an iwro%ement in ti performance, this improvement was very

,as1 ,fenf. It increa-;ed in a predictable curve, so it was decided to keep

the ealuatIon at the beginning of the boy's incarceration., The program

tailed for ealuating'all boys, ages 15 through 18 years, coming into the

Inatituri, t. The- results of the evaluation were then used to help set up

an indivival program for each boy.

BeLause of the two types of work samples available - the ones constructed

during the first year and the SiG System - there was an opportunity to evaluate

studtht performante on each type. Keeping in mind that work samples are

only sire of the tools used luring evaluation, the following observations

,,:ere

the S/G Svsten had a much greater face validity. The students responded

,ore [4ositiely to theS/G samples than to other work samples with possible

exception of the small engine work s:.cmnle.

The Sit, Systen also provided excellent pre-vocational information on

the different lob areas, information that was not built in the constructed

sa

a result of the fate validity and the information provided by the

S'(; 5.%sten, the students were able to associate far better the work sample

Oerformante with the actual jobs, The evaluation became more meaningful

to them. Once an interest area was noticed, other instruments and more

secifit samples were used to provide additional information.

During the time that -ost 15 through 18 year olds were evaluated,

eril ca.e into light:

ie .'as that the mijority cif the students were returning to a school

tc t leCe their odoc,ition. In this case, a vocational evaluation

somedhat premature as vocational interests changed as the student

anted In r,chool and was exposed to other area:, of work.
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, t students "e'en in the Lib had, at beat, a 'ery l i ited

the t, di., v oilcut. )oh of pro

, no 1,1) treat,, but the nuc.ber of areas was limited.

ihrev0 and ,,o,,siblv the rlost striking fact WAS that the great

,alority ot stuaent,, had the capabilities of performing most entr:, level

1,4) tasks that Are representative of the work samples. With proper training,

the majority of these, students could handle a skill 1oh. The key to all this

is interest and )(.1tiyation.

Four, because the great majority of the students had these capabilities,

the ealuation results, as far as vocational goals were concerned, were being

changed. lhat is, It was somewh.tt premature to make long range vocational

the results of the evaluation were being used for programming

tuJent,. there were many prograr changes resulting from changing interests.

lis'ever, there was a group that benefited greatly from an evaluation.

These ,7ere the slow or reluctant learner, the boarder line retarded, the

social!. or .ulturailv depried, as well as those highly unmotivated toward

II !i_%,) of ,chool training. These students were in tht minority of the

1 lc identAlv, the school became co-educational on June 1st, 1Y72.

tb( WQ't: ed through the progra,1 mid no signiiitant

r ,r,; It, were ()ser,e.L

t c'alutt! ! tjte e,:aluation 1) throl,o!,h

c' it olds, 1 Iv, wts slowed was placcd on those

ie,J, who (0t on an inde0e;,'e,,t idacernent, or were not to continue

n :a1,,aLion Pro4ri available at time

1.i- It.
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PROGIWS Al W.S,P, & W.S.R.

During 1971, the Wisconsin Division of Vocational Rehabilitation became

fnkolved in -he development cf the Assessment and Evaluation (A &

Centers being developed by the Division of Corrections. The objective of

the Centers was to provide a program of assessment and evaluation for each

offender idlitted (both new and re-admission) to the Prison and Reformatory.

The A & E' programs began operation at both the W.S.P. & W.S.R. centers

on October 6, 1972. The programs are designed to provide a more meaningful

and coordinated approach to the treatment of each offender admitted to the

Prison ,ind the Reformatory by informing, motivating, and evaluating him at

the beginning of his incarceration. Each offender is involved in the

develop-lent of his own case plan which utilizes both short and long range

D,V'.R.'s primary objective is to determine the number of clients who

need vocational rehabilitation services related to the A & E process and

to identify the other kinds of services that should be provided.

D.V.R. has equipped and staffed the A & E vocational evaluation labs at

W.S.P and W.S.R., as well as provide a counselor and counselor's aide to

work in cooperation with the Division of Corrections staff at both A & E

centers.

the System was chosen to equip the labs because of the positive

experientes with it at Lincoln Boys School. The idea was to use it as

a core set of samples and that more specific work samples would be developed

as needed.

At the present time, approximately half of the men being admitted

are scheduled for vocational evaluation. These men are selected to go

thromch the evaluation lab by the D.V.R. counselor if he feels that there

iti not enough vocational information to make a tentative rehabilitation

plan. However, other members of the A F. E staff can also recommend men

5 Ir%!1 4
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tor' ealuation: Other inmates already in the prison population can also be

reterred for evaluation by their social worker or re-classification

cc ittee.

the present schedule calls for medical and dental examinations as

well as orientation the first week. Interviews by D.V.R. and the security

coordinator and acadeqic', vocational evaluation begins the third week, if

the man is scheduled for it, and finally staffing is started on Thursday of

the fourth week.

Results from the California Achievement Test (CAT) and the General

Aptitude Test Battery (GATB) are available on all men coming through the

vocational evaluation lab. In many cases, these results are low, though not

all men with low results can be classified as retarded (mentally). Many

of these men have not had a good work record and certainly most have no

salable skills.

The men are scheduled for a four day evaluation. So far, only one

inmate has refused to go through the evaluation. The overall response from

these men has been very positive and the program is seen by most as an

honest program, working in their behalf.

The S/C System is used both to present job information as well as

to evaluate interest and ability. Other evaluation tools such as the

inter%iew, aptitude tests, and interest inventories are used as needed.

However, the mere fact that a man goes through the S/C System and the

appropriate ratings are given, does not mean that he comes out with a

vocational label and a ready-made answer to his vocational problems.

like with any type of evaluation, observation is the key word.

56
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A brief report is written after an inmate has completed the

evaluation. It is used together with other reports by the security

coordinator, program coordinator, guidance counselor, D.V.R. counselor

and a summary of test results at the staffing to help determine an appropriate

plan.

The evaluation report includes a summary of job sample results,

observation of critical behavioiand recommendations. The lab report seems

to provide the additional information needed to help determine individual

programs.

Usually six men are scheduled each week, although as many as eight

and as low as three have been scheduled. Six seems to be the number of

men that can be handled by one evaluator in the S/G System without many

problems. The main problem in scheduling seven or more individuals is that

after the first two stations are completed, scheduling becomes somewhat of

a problem. This is because of different work speeds; and the problem is

that usually a man has to spend some time waiting for a station to open up.

Also, because of numbers, time spent in direct observation is reduced.

The fact that only six men are scheduled per week has posed no problem

at W.S.P. because Intake has averaged about 12 or 14. Approximately only

half of the intake population shows a need for vocational evaluation. At

W.S.P., the S/G System seems well accepted by the inmates. Reports from

W.S.R. also indicate that response has been positive. The positive response

to the S/G System could well be due to the fact that it does not present

them with another opportunity for failure. Many of these men, could be said,

to suffer from what has been called the "failure syndrom". Where they c.nnot
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perform academically, they can at least perform with their hands. The

S/G System does not present a threat to them. It also has face validity,

and the men feel that it is a program that is beneficial to them.

So f.ir, no major mechanical problems have occurred. The men have

left the operation of the system to the staff - that is, the changing of

tapes, film strips, adjustments, etc. Operational cost of consumable supplies

per man has been reduced to approximately $2. The biggest alterations have

been: (1) the painting of tool outlines; (2) securing the hooks to the pegboard

with wire; (3) use of a card and time clock for recording time and; (4)

modification of the blue response sheet to show the errors the evaluator

checks for.

Time norms have not been established for the population at W.S.P.

These time norms are very different than the ones provided with the S/G

System. However, the S/G System is being used only as a tool for evaluation

and as a tool, it is only as good as what you make it.

Ricardo G. Cerny

.C....
0 v. 0
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THE USE OF SINGER GRAFLEX WITH THE MENTALLY RETARDED

Richard Schoonover

Director of the Pottawattamie Career Evaluation Project

Paper Presented at the Iowa Invitational Workshop

On Assessment Systems and Career Development Programs

Council Bluffs, Iowa
March 26-27, 1973

J. would like to visit with you today about our application of the

Singer/Graflex Evaluation System. The system is being utilized as part

of a Special Needs (P.L. 90-576) project serving the mentally retarded in

Harrison, Shelby, Cass, Pottawattamie, Mills, Fremont and Page counties.

These seven counties make up the Area XIII educational structure in

southwest Iowa. We are serving 24 school districts within these counties

and we will have served about 180 students throughout the area by the end

of June.

We are using the Singer/Graflex System in conjunction with our staff

to satisfy these program objectives:

Modification of Curriculum
Increased Student Awareness of Career Options
Increased Teacher Awareness of Student Potential

Increased Information for Vocational Rehabilitation Services

Each of the agencies involved keep us informed of the use they make of the

evaluations. With this information, we then can modify our program as

needed.

The Singer/Graflex System is housed in an 8 foot x 35 foot mobile unit.

This unit is transported between school districts for completing evaluations.
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The whole procedure actually began when the individual school districts

elected to participate in the project. At that time, an evaluation schedule

was developed that indicated the dates for each school's evaluation. The

amount of time spent in each school was dependent upon how many educable

mentally handicapped students that school enrolled in comparison to the

total Area XIII educable mentally handicapped enrollment population.

Because of the number of schools participating, and the difficulty in

scheduling, it was necessary to combine some school districts.

Prior to the evaluation, we asked the school staff to tell us what they

would like to know about each student. In addition to this, we asked for

the student's age, his IQ score, his reading level and his math level. We

also asked for the student's past history in school and medical problems, if

any. By studying this information, we have a better idea of which stations

to use in evaluating the student. During the evaluation, our unit evaluator

observes the student's performance and work skills. We are just as

interested in how the student performs the task as we are in what the final

product looks like. We observe the time very closely in the office unit and

in the bench assembly station and make a note of this time on the final

report.

A final report is prepared on the student's performance in each station.

After the student completes the evaluation schedule, which usually consists

of 6 to 3 stations, the evaluator will write up the final draft of the

evaluation report. This report is then typed onto a form which briefly

describes what each station evaluates and below this description is

how the student performed in that station. The unit evaluator also writes a

sul,mary wherein he gives his overall impressions of the student's occupational

maturity. Our evaluator takes into account interest, attitude, performance

and quality of the final product in preparing this report.
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Atter tiw c.aluitor .Deplete~ tht (..iluation report, he give, it to

'le and I prepare a curriculum modification report to acLompany this. report.

Most of the curriculum recommendations are based upon information supplied

to .e by the teachers. Prior to evaluation, we ask each teacher to prepare

a daily schedule and a curriculum report on each child. By studying these

reports, I can determine the academic areas of the student. With this

information and what I can glean from the Singer/Graflex evaluation in

regards to measurement skill, alphabetizing andwork habits, I can, then,

prepare a series of recommendations.

I am encouraging the adoption of a career oriented curriculum where

each area taught is built around the "world of work." The schools are being

encouraged to use their communities as a resource in developing work

experience and work study programs. The vocational rehabilitation counselors

'ire contributing a lot to this particular area. I also assist the teachers

with adapting the recommendations to their teaching situation. In addition,

I also make recommendations on teaching approaches to be used with a particular

child and encourage the selected placement of the special education child

into regular classes; and, if placement is not possible, I encourage them

to develop an independent study unit for the student.

After the two reports are completed, they are distributed to the school

sstem, thc, vocational rehabilitation counselor and the county superintendent's

office. We also hold a staffing with each school to review the evaluations

and to come to some type of conclusion about each child. I will return to

that school district about once every six weeks to assist with the implementation

of recommendations and in any other area that might arise. I also visit with

administration and guidance counselors concerning what additional programs

they -ighc offer to the special education student.
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During the first year of the project, we have concentrated on the

educable mentally handicapped student. Most of these students are enrolled

in special education classes, although some are integrated into the regular

classroom. I encourage some integration for all the students, particularly

in the area of vocational classes.

We are not attempting to identify future welders or air conditioner

repairmen. We are only trying to determine the student's level of

vocational maturit, and development. By evaluating the student, we can give

the school an idea of where he is vocationally and what skills must still

be developed. We feel this has been a profitable experience for the 37

girls and 101 boys who have completed the evaluation, as well as for each

school district involved in the project.

Richard Schoonover

Richard Keir .
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JEVS

H. Kulman, F. Drachman, and F. Stabene
Vocational Research Institute

1913 Walnut Street
Philadelphia, PA. 19103

Presented at the Iowa Invitational Workshop
on Assessment Systems and Career Development Programs

Council Bluffs, Iowa
March 26-27, 1973

The Philadelphia JEVS Work Sample Battery consists of 28 tasks or

samples. These samples are actual work activities performed in a simulated

work setting. They are administered to clients from the easiest to the most

difficult, and are thus arranged in a hierarchy of complexity. Sampling

is completed when the client has performed all 28 of the tasks, or when

he is no longer able to perform satisfactorily.

This system of vocational evaluation is particularly effective when

dealing with clients who have low reading levels or problems coping with

paper and pencil tests. To minimize work pressures, the required reading

level of each sample is kept at about the 4th grade level. Clients are not

pressured to work on samples which they do not want to perform.

Work-samples expose clienLa to a variety of vocational possibilities.

As a result of sampling, interest and work-related behaviors are observed,

and a job-related performance evaluation is achieved.

All the work samples are related to Volume II of the Dictionary of

Occupational Titles. Each work sample has a functional relationship to

the Date, People, Things hierarchy of the Dictionary of Occupational Titles,

and is therefore, classified in a specific Worker Trait Group Arrangement.
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in an orientation prior to work sampling, the client is made aware

that he should work as quickly as possible, and that he should perform each

sample as accurately as he can. The client can take as long as he needs to

perform the individual samples. There is no prior time limit set for his

completing it. However, his time for completion and the quality of his

performance is compared with pre-established norms based upon Cie performance

of his peers.

Currently, work samples have proven useful in a variety of settings.

These include:

1. Public Schools

2. Private Schools

3. Vocational Rehabilitation Centers

+. State Employment Serice

5. Correctional Institutions

6. Work Adjustment Programs

7. State Hospitals

S. Veterans Hospitals

9. University Training Centers

10. Private Vocational Evaluation Programs

Ongoing research and innovations are part of the Philadelphia JEVS Work

Sample Program. Recently, a research project was completed which supported

the efficacy of using work samples as an assessment technique with hard-to-

place clients. Current research is directed toward developing new Work

Samples in areas of work not covered by the present battery. Seven samples

are under consideration, and four are completed. Although prospective units

are encouraged to develop their own time and quality norms through guidelines

and statistical procedures outlined by the Philadelphia JEVS, a current

set of scales developed within the last six months is available for use.

64

71.



www.manaraa.com

These new scales are easier to interpret and more meaningful to those

using the system. An entire revamping of the reporting system (forms for

observing, recording, and analyzing the data) has been undertaken in recent

months. This new system !s now being utilized in all field units. A new

Handbook for Evaluators and Supervisors has just been released and is also

being utilized by all field units. This Handbook includes changes in

administration and scoring of the samples, as well as the changes in norms.

Included are pictorial representatives of commoa errors and correct assembly

of samples. Frequent scoring questions and procedures for handling

problem situations are also covered.

Thiw Work Sample System is available only through the Philadelphia

JEVS. For infOrmation contact:

Harold V. Kulman, Director
Vocational Research Institute

of the
Jewish Employment and Vocational Service
1913 Walnut Street
Philadelphia, Pennsylvania 19103

Currently, cost figures for the Philadelphia JEVs Work Sample

Battery include:

- Work Sample Hardware and Forms required
to evaluate 15 clients simultaneously 1. $ 4,000

- Shipping and Handling Charges 250

- Two week training in Philadelphia at

$600 per person (minimum one (1) person. 600

- Four (4) TeLnnical Assistance visits

throughout contract year. . . . 4 days

per visit. Room charges, food expenses,

and consulting fee 2,240

TOTAL $ 7,090
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Units that have their own time equipment mav dodo. t

time clock) and S196.00 (for a time stamp) from the h.irdyt,

Depending upon the a,quisition of our anti,ipated -;i;S ,I1,t t'n

Fhiladelchis J.E,V.S,, units having government affiliition

,)epartment of Health, Education and Welfare, may dedu,t

,harges for lechnical Assistance.

Harold Kulman

rank Ii n Drat_han
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ihe JU.S tiystem in a Community College

Dennis Krehbiel
Director of Career Evaluation Center

`nines Area Community. College
200b Ankeny Boulevard
Ankeny, Iowa 50021

Presented at the Iowa Invitational Workshop
on Assessment Systems and Career Development Programs

Council Bluffs, Iowa
.1t-t-rch 26-27, 1973

the Des Moines Area Community College has used the JEVS System as a part

of its Career Exploration Center for about three years. In order for you to

have a better understanding of how we use the system and why we made some

adaptations, I want to give you some background on the total Career Exploration

Center Program.

The career Exploration Center (CEC) is a work evaluation and exploration

nrogram Our objective is to assist people in identifying their abilities,

skills, and interests and then to guide them toward meaningful employment. We

not only wait to help them learn what kind of work they would like to do but

what they' can do best.

Hoy, does Ca' accomplish this Through the fo' components that make up

the evaluation-exploration program. They are: work exploration, educational

e 'aluation, JEVS and counseling.

the work exploration component is a hands-on experience in numerous jobs.

:e have four occupational groups where exploration is possible; Business,

r-rti'n;Ls, Iudustrial-'lechanical and Service Occupations. In each of these

rdtJoh are t,; is equipment Ind .miterills for our students to get their hands

t

'I't ihev ar, given job tasks or work samples that simulates a real

r,roces,, the student can learn the pros and cons of a

ui o olpatiol,e

() 7
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tliIR ilonAl (valuatIon component is used to deter7ine the academic

weakness, t i an, that a student may have. It is important to determ,ne an:

oilLies that ma, prevent the student trom being successful. Suggestion.;

ire -lade to the stuht on how he can correct his educational weaknesscs,

tour:set:1w is an important part of the overall program., In the two or

three weeks a student.. is in our program, he will be seen several times by

either our, counselor or the psychologist. During the interviews the counselors

try to help resolve any personal problems that may prevent successful employment

Ind to interpret evaluation information. In the final interview, the counselor

makes recommendations and helps the student lay plahs for the future.

Ihe Center has a staff of 12, There are four work evaluators, one educa-

tional evaluator, a counselor, a psychologist, an occupational consultant, a

secretary, a supervisor and two JEVS evaluators. Fhe work evaluators are

:)eoole experienced in the trades that they are evaluating in and may or may not

have any college training. Nie supervisor, counselor and psychologist are the

only positions requirthga degree. One JEVS evaluator has a B.S., in Industrial

Psychology and the c,ther is a few hours short of a degree, However, it. is not at

all necessary for the JEVS evaluator to be a degreed person. Qualifications such

as intelligence, alertness, sensitivity to people, the ability to develop rapport

and the sincere des ie to work with and assist people are much more important

:Ilan a degree.

he po:ialat by our Center comes it m a wide variety of sources

receive students from Mc. Itehab \ID'A, State Employment Office, communit'

co*-rection programs and public schools-any institution or agency working with

the disadvantaged and hindicapped,

are the disadvantaged and the handicapped? It seems these is always some
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confuston about who they are. They are viewed from a different frame of

reference as different people. So that we are all thinking about the same

people, let me give vou some of the causes of disadvantagement and handicapped

that are listed in guidelines put out by our Special Needs Section of the

Iowa Department of Public Instruction.

Causes of Disadvantaged

Poor educatioaal background

Home does not provide motivational or

educational stimulation

Lives in poverty

Family is dependent on public assistance

Member of a migrant family

Undesirable home and/or community

environment

Causes of Handicapped

Mentally retarded

Learning disabled

Seriously emotionally disturbed

Crippled

Visually handicapped

Hearing Impaired

Other health impairments

Fhe Career Exploration Center is located in the Industrial Manufacturing

Building on the Ankeny Campus. Besides the CEC, this building also houses tool

and die, welding and air conditioning training programs. The setting is definitely

an industrial one and not too much different than what is recommended for a JEVS

operation. Fhe room JEVS is located in what was designed to be a drafting room

and has a tile floor and a suspended ceiling with flourescent lighting.

Our students do not spend all day in the JEVS component as they may in

another JLVS operations. Our students are scheduled into three different areas

each day. They spend two or two and one-half hours in each area. Example a

student may spend two hours in graphic arts work exploration, two hours in business

occupation exploration and two and one-half hours in JEVS during one day. Each

(la% the schedule changes, Isually it takes between 12 and 24 hours to complete

6(4
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JEVS depending on the ability level of the student.

We use JEVS primarily to gain personality information, dexterity and

coordination information and to determiae the occupational grouping where
11.1110

success is likely. Since our program tries to stay away from standardized

testing as much as possible, our psychologist likes and depends on the person-

alicy information gained from JEVS. la some ways it is more valuable and usable

than personality information gained from paper and pencil tests.

We have modified JEVS in basically only two ways. We do not give all of

the work samples and normally only use 20 of them. The other variations from

JEVS procedures is chat we have only two evaluators and no JEVS supervisor.

Our evaluators do the work of both the evaluator and supervisor. They give the

feedback interview and write the report for our counselors. Each evaluator

has from 5 to 7 students to observe at a time. Otherwise, we follow JEVS

guidelines and procedures.

The JEVS program was shortened for two reasons. One was because we needed

to shorten the overall amount of time in our program. The other was because

some of the JEVS tasks were duplicated in our work exploration areas. We first

took a close look at the necessity of all of the work samples because of our

need to shorten it., Below is a list of the work samples dropped and the rational

behind why that particular sample was selected.

Work Sample

Rubber stamping

Budget Assembly

j()

Reason

Simple, monotonous and drew complaints from

the students

lime consuming and difficult for the evalu-

ator to score. Info gained from this

one can be gotten from others.
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Ille Sorting Ver\ simple task, students thought ridiculous

Metal Square Fabrication Duplicated in Industrial-Mechanical work

exploration area

Hardware Assembly Very similar to nuts & bolts, bothersome

to disassemble

Typing More fitting to our business exploration

area (since dropped by JEVS also)

Blouse & Vest Making Expensive, time consuming and employment

not available in our locality

We have not destroyed the work samples dropped and still have them. They

are used on occasion when they are more appropriate for an individual. Most of

the ones we dropped are simple tasks. They sometimes are used for the person

with limited abilities.

JEVS has some definite strengths. Che primary one is that it is an objective

evaluation tool. We in the work evaluation business need to do more to make our
ti

work sampling process more objective. It is all to easy to use terms such as

"I feel", "it seems", "it would appear", and other indefinite terms in referring

to a person's capability in performing a particular task or job. JEVS was

particularly useful to us as a new evaluation program. it is standardized and

has norms. It gives definite data about what tasks a student can or cannot do.

Another strong point is that JEVS will iudiLatc a grouping of occupation

where the student would be able to succeed. his information is made more

useful through correlating it to the Dictionar. of Occupational Titles.;

Another plus for JLY:), as ! ha ,'L, already mentioned, is its useful personality

information.

Lik, an ise- I's wLakreE,ses, have toned that it is diffi-L.lt

for the students to relate the individual work samples to any real work situation.
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It is important to give a good orientation and explanation of why and how it

works.

Another drawback is the time involved in disassembly of the work samples.

The work samples, of course, must be taken apart before they can be used again.,

Our evaluators do this thmselves. Not only do they not like to do it, but it

distracts them from their observation duties.

Our evaluators are very critical of having to lower a person's rating

because of giving additional help. They have stated it is difficult to follow

this guideline to the letter. I was happy to hear Dr. Kulman say some changes

have been made in this procedure.

he Career Exploration Center has encountered no real difficulties in using

the JEVS system, We feel it is a very valuable and useful component of our

total program.

Dennis Krehbiel
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The Tower System

Bernard Rosenberg, Director
vocational & Industrial Rehabilitation
Institute for the Crippled and Disabled

340 East 24e1 Street
New York, New York 10010

HOW DOES TOWER WORK?

The TOWER System of vocational evaluation uses the work sample approach

to determine the job potential of handicapped persons.

Currently, TOWER employs 94 work sample tasks, patterned after actual

jobs in business and industry, which represent 14 broad occupational areas.

Qualitative and quantitative standards are based upon performance of

non-handicapped workers. TOWER's usefulness as a predictive technique is

implemented by criteria, scoring aids and records.

Pioneered and developed by the Institute for the Crippled and Disabled

in 1937, the TOWER vocational evaluation technique is used by rehabilitation

agencies and instil.utions throughout the United States and by organizations

serving the hand_capped in other countries.

TOWER TECHNIQUES

Studies of clients who completed the four to five week evaluation

program at ICD indicate a significant correlation between TOWER ratings,

trade training scores and ultimate job placement.

TOWER's flexible and adaptable approach is used to assess disabled

and socially handicapped persons, ranging from critical to routine, on many

occupational levels. It is a reliable, accurate method for determining the
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vocational capabilities of severely disabled persons and those who, because

of cultural or other limitations, cannot be precisely tested with the other

techniques.

Conducted in a simulated environment that would be found in industry,

TOWER's work sample approach is designed to reveal the totality of personal

traits, including interest, work to'erance, work habits and attitudes as

they relate to the work experience, as well as specific vocational aptitudes

and skills.

The manufacture of useful products in TOWER, such as brooches in jewelry

manufacturing and picture frames in leathergoods, has proven a major factor

in stimulating client interest, motivation and involvement, which are essential

to the attainment of rehabilitation goals.

By exposing the disabled client to mock-ups of the actual work situation

and the myriad of demands implicit in it, the TOWER System enables the client

to test his own ability to adjust to the work experience.

Concurrently, it provides a laboratory in which the team of rehabilitation

specialists in non-vocational as well as vocational disciplines can confirm

previous diagnoses, set realistic (1.ient goals and gain new and valid insight

into client progress.

COMPONENTS OF THE TOWER SYSTEM

The TOWER System is organized into four components:

(1) The TOWER Textbook

(2) The Evaluator's Manual

(3) One-drawer file case containing all printed material required
for operating a TOWER evaluation program

(4) A 30-minute full color and sound film, "The TOWER Evaluators",
which is used for orientation of professional persons and
clients, and for development of sources of referral to TOWER
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THE TOWER TEXTBOOK

The TOWER textbook delineates the theory, development, purpose and

application of the TOWER System against a broad background of contemporary

trends in vocational evaluation.

The 1967 edition, issued as part of ICD's Golden Anniversary celebration,

has been reorganized, rewritten and amplified to reflect the evolution of

the work sample technique during the past decade.

The textbook establishes guidelines for those who have adapted or are

contemplating adaptation of the TOWER System to the needs of :heir own

institutions and agencies. It also serves as a text for students in many

rehabilitation disciplines and as a valuable source book for professional and

administrative personnel. It may be purchased by anyone at $7.00 per copy.

THE EVALUATOR'S MANUAL

The Evaluator's Manual is a comprehensive looseleaf book for the evaluator's

use. It comprises 425 printed pages, including copies of all TOWER evaluations,

reponie sheets and criteria, together with plastic scoring aids, general

orientation data and detailed descriptions of the employment possibilities

related to each category of testing.

FILE CASE OF TOWER SYSTEM EVALUATION MATERIALS

The third componentthe one-drawer file cabinet--contains TOWER evaluations

and printed response sheets for client use, and report forms for the

evaluator's use in analyzih6 and reporting client performance.

Space is provided for the maintenance of records and examples of past

client performance,
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The Lowplott, :-.et of printed materials is priced at $325 plus postage

and is available only to those completing the TOWER Evaluator's course at

1CD. Persons taking this course under the auspices of the Rehabilitation

Services Administration receive a set of these materials in conjunction

with their training.

FILM--"THE TOWER EVALUATORS"

This full color and sound, 16-millimeter film depicts the vocational

evaluator of three major types of disability.

NEW AND REVISED TOWER SYSTEM EVALUATION CATEGORIES

CLERICAL
1. Business Arithmetic
2. Filing
3. Typing
3 a. One-hand Typing (Alternate)
4. Payroll Computation
5. Use of Sales Book
6. Record Keeping
7. Correct Use of English

DRAFTING
1. T Square, Triangle
2. Compass
3. Working Drawing
4. Drawing to Scale
5. Geometric Shapes

DRAWING
1. Perspective
2, Forms, Shapes and Objects
3. Shading, Tone and Texture
4. Color
5. Free Hand Sketching

ELECTRONICS ASSEMBLY
1. Color Perception and Sorting
2. Running a 10 Wire Cable
3. Inspecting a 10 Wire Cable
4. Lacing a Cable
5. Soldering Wires
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JEWELRY MANUFACTURING
1. Use of Saw
2. Use of Needle Files
3. Electric Drill Press
4. Piercing and Filing Metals
5. Use of Pliers
6. Use of Torch in Soldering
7. Making Earrings and Brooch Pin

LEATHERGOODS
1. Use of Ruler
2. Use of Knife
3. Use of Dividers
4. Use of Paste avid Brush
5. Use of Scissors and Bone. Folder in Pasting
6. Constructing Picture Frame
7. Production Task

LETTERING
1. Lettering Aptitude
2. Alphabet and Use of T Square

3. Use of Pen and Ink
4. Use of Lettering Brush
5. Brush Lettering

MACHINESHOP
1. Reading and Transcribing Measurements
2. Blueprint Reading
3. Measuring With a Rule
4. Drawing to Measurement
5. Metal Layout and Use of Basic Tools
6. Drill Press Operation
7. Fractions and Decimals

Measuring With the Micrometer Caliper
9. Mechanical Understanding

MAIL CLERK
1. Opening Mail
2. Date-Stamping Mail
3. Sorting Mail
4. Delivering Mail
5. Collecting Mail
6. Folding and Inserting
7. Sealing Mail
8. Mail Classification
9. Use of Scale
10. Postage Calculation

OPTICAL MECHANICS
1. Use of Metric Ruler
2. Use of Calipers
3. Lens Recognition
4. Lens Centering and Marking
5. Use of Lens Protractor
6. Hand Beveling and Edging
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PA:a0GRAPH E\GRAVINC,
1. Introd mtion to the Engravograph (Pantograph) Machine and Determin-

ation of Aptitudes for Setting Pantograph Arm Ratios
2. Setting Up, (entering Copy and Determining Specified Ratios
3. Use of Workholder and Adjustment of Cutter
4. Setting Up and Running Off a Simple Job

SEWING MACHINE OPERATING
1. Sewing Machine Control
2. Use of Knee Lift and Needle Pivoting
3. Tacking and Sewing Curved Lines
.. Upper Threading

5. Winding and Inserting Bobbin
o. Sewing and Cutting
7. Top Stitching

WELDING
1. Measuring
2. Making a Working Drawing
3. Identifying Welding Rods
4. Use of Acetylene Torch
5. Use of Rods and Electrodes
6. Use of Torch and Rod
7. Measuring and Cutting Metal
8. Soldering

WORKSHOP ASSEMBLY
1. Counting
2. Number and Color Collation
3. Folding and Banding
4. Weighing and Sorting
5. Counting and Packing
6. Washer Assembly
7. Inserting, Lacing and Typing
... Art Paper Banding

TOWER EVALUATOR'S INSTRUCTION

A three week training course for TOWER evaluators, conducted by experienced

ICU ,ocational evaluation personnel, provides thorough orientation and enables

trainees to gain practical as well as theoretical experience in administration

and evaluation procedures.

It also teaches trainees how to establish an evaluation unit using the

TOWER methodology.

Likewise, it funLtions as an overview of the operations of a multi-

Lwyrebz,nsive rehabilitation center in which TOWER evaluation

is an integral part.
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To be eligible for TOWER training, a person must have a specific

assignment with an established agency or facility to conduct a vocational

evaluation prrgram.

Grants and stipends provided by the Rehabilitation Services Administration,

United States Department of HE 1th, Education, and Welfare, cover living

expenses and specified costs of the course, except for tuition. These

benefits are available to citizens of the United States. The three week

course tuition fee is $200 for U.S. Citizens. Fees and charges for citizens

of other countries are available on request.

A complete set of TOWER System materials (textbook and evalutor's

manual) is furnished to the agency, facility or institution represented by

an accepted trainee upon his or her completion of the course. Others may.

purchase the complete set of TOWER material:, after completing the, course.

The TOWER System is a copyright development of the Institute for the

Crippled and Disabled. For further informatio or purchase, write to:

The TOWER System
Institute for the Crippled and Disabled
340 East 24th Street
New York, New York 10010
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This Lomp,frison of systems can be used as a guide for potential users

to d'-terTine the potential applicability of each system to their particular

situation. .A summary of reactions of potential users to each system is

included to facilitate this use of the comparison. Each of the systems

covered in this paper is subject to modification and revision. A potential

user should contact the system developer for up-to-date information prior to

making a final decision with regard to purchase.
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THE WIDE RANGE EMPLOYMENT SAMPLE TEST

Guidance Associates of Delaware, Inc.
1526 Gilpin Avenue

Wilmington, Delaware 19806

The Wide Range Employment Sample Test (WREST) was developed at

Opportunity Center Inc. (OCI) in Wilmington, Delaware. OCI is a workshop

for the mentally and physically handicapped and serves as a training

resource to develop basic work production skills. The work activities

at OCI were the bads of development for the work samples included in

the WREST. The work samples are referred to as the Jastak-King Work

Samples. Mrs. Dorothy E. King developed the work samples and Dr.

Joseph F. King standardized them. Standardized scores have been

developed for both handicapped and nonhandicapped population groups.

The WREST was originally developed to evaluate the (through

observation) production of work relative to economy of time and movement.

Production time and error norms were established for the OCI

workshop population (300) and for persons actually employed in regular

production shops, industry, commerce, and service (100). The industrial

norms have been described as being helpful in estimating the readiness

of a client to enter regular employment after completing a work

adjustment and training program.

Ten work sambles comprise the WREST-. They represent manual and

cleriLal job situations found in commerce, industry, and service.

Each sample i,, organS/eJ to obtain a 7-15 minute sample of a work task.
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aterial,, representing the samples are compactly stored in a portable

kit measuring 15 x 15 x 15 inches. Work sample activities include folding,

sttpling, packaging, measuring, assembling, tag ;fringing, pasting,

collating, color and shade matching, and pattern matching.

the specific work samples and what they entail are described below.

Sample No. 1 Folding

This activity would relate mostly to secretarial - clerical - general

office and statistical procedure. It entails the handling and folding of

raper envelopes - glue - tags. Some degree of dexterity and orderliness

is required.

Sample No. 2 - Stapling

Requires a degree of spatial judgment - ability to use mechanical

devices and manual energy output related to industrial application such as

snot welding, heat sealing, carton manufacture, book binding, press operation

(drill and printing), stamping, sewing, general small machine operation,

requires some degree of accurate control.

ample ';o. 3 - bottles and Pegs

Requires de%terity, color recognition, coordination, application to

i,dustry would he in small parts packaging and order filling in automotive,

electvoilics, machine parts, toys, large variety of any type of small items.

Sample \,0. - Rice easuring

(.:tails the filling of vials in varying measurements with fine material -

requires good judgment of quantities and some degree of speed of estimation.

,f t
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Industr application:, drug (wholesale) industry, food, paint, cosmetics,

etc., where specific measurements are required.

Sample No. 5 - Screws

Requires the ability to follow a prescribed pattern or sequence using

various kinds of nuts, bolts, and washers. Requires the ability to recognize

pattern and pattern construction, goc,d dexterity, mechanical aptitude.

Industry application: wide range of mechanical and semi-mechanical

fastening of related parts, readily adaptable to solid state electronic

circuitry, placing of diodes, resistors, transistors, etc., on a circuit board

and fastening with either screws, solder, etc.

Sample No. 6 - Tags

The ability to work with two different types of materials - semi-flexible

(tags) and very flexible (lacing) - requires some degree of finger dexterity

and judgment (keeping ends even). Applications ale quite naturally garment

industry, textile-parts identification, any type of application requiring

identity And dexterity.

Sample - Swatch Pasting

Requires neatness, good judgment with space relation, some degree of

artistic appreci tion, reasonable amount of dexterity. Oplication to industry

would be creation of sales samples, crafts, display, advertising paste -up, ,

,-..rtistic' arrangement.

ample - foliating

F-ItAils the 'omniling of different colors (color recognition) in a

prescribed sequenLy or order (patterns) and filing in a prescribed manner

91

;48
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(neatness and order). Applicable to office procedures, inventory control,

order paLking.

Sample No. 9 - Colors

Ability to differentiate colors, hues, shades, placement judgment,

arrangement. Again applicable to preparation of sales material for yard

goods, paintS, advertising, craft work, displays.

Sample No. 10 - Pattern Matching

7
The ability to differentiate colors, analyze arr ngements, structure

placement and composition, adaptable to arts, construc\tion of complex models,

pattern making, architecture, marine-aircraft construction, electronic

circuity', and the like.

The WREST was de,reloped for use with individuals bet.,aen the ages of 16

and 35 and can be administered individually or in small g\roups (3 to 6 persons).

It takes approximately 12 hours for individual admi0-tra ion and 2 hours for

group administration. The test may be readministered at regular intervals

to derive a learning curve which distinguishes between lea'ning rates of

those taho Are mentally retarded and those oay test reta d d initially

but are not. The test should be administrated and interpreted by trained

evaluators, psychologists, and personnel and employment specialists.

9 2
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\ t l I s f table on the 0:KLS 1 which nc Ludes StO L I f Lc ri i re, Lion:-

or s Cc r tile test. Nor-13 and easnres of arinbilitv tor tht te,1

t tsk, Ire i1 1 luded.

Jf the WREST can be done by hand. "11,,e and errors Are considered

L tnc orb the results Ire e\pressed i o stAnine scores for each

zu,)te't ilo). [be ten scores are added to obtaln a total perfornince cre

for ea-h

Ihe ,h,thers of the WREST claim, that the WREST can be used for the

0 1 ; 0
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of roar. tit
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cccl ..7ith a wide variet., of individuals--the disadvarced
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trii) disabled )erso-s in the s;,ecific SlilS found lack-in:, f,r

e:fl, ,t ,

It2
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COSTS COM.

.:ork Sample Kit and 25 Record Forms - $395.00

Work Station Cabinet - $250.00 (optional)
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Delaware: Guidance Assoc:at.es of Delaware, Inc. 1972.
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Talent Assessment Tests

(Nilton E. ari Maurine K. Nighswonger
Talent Assessment Programs

7015 Colby Avenue
Des Moines, Iowa 50311

Introduction

A testing program designed to be utilized on people of all intelligence

levels ..1.1d all levels of capabilities must, of necessity, be action oriented.

Paper testing of those who read slowly and with difficulty does not provide

a true measure of the people being tested. To appear completely usable as

an instrument designed to reflect the inherent characteristics of an individual,

which ire ai)plcable to work, a composite test battery should reflect several

capabilities. It should be capable of accurate -leasureilent of the attributes

A person has It the -ime of his first appearance. This serves as a ref-

erence point from which all change in an individual can be measured. The

characteristics ',us': be measured with enough definition and accuracy hat

the results cal he de,:eioped into norm tables and be related to industrial

sta,(lards. he entire operation must be accurate enough to per.,it realistic

rolection 1.0 program development.

the is,Ass-.e:,t natter to be described is composed of eleven action

tests de4i(.:-ed to meisure tne _haracteristics applicable to work in indus-

trial or techical li,es, These X,tion Tests are designed to hold the

flpil in 1 ,-sitive frame of mind a:,d -,erve as guidelines for interest an(:

tpicit; e.,,loration in career educatiod, The tests will probably

trpeir ind different to most pupil personnel .arvices people because
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they have not been commonly used in school sett'ngs. They are functional

level tests of career-related aptitudes. The list of titles would include

visualizing structural detail, discrimination of objects by size, shape,

color, and touch, dexterity, electrical flow diagrams, and memory for

structural detail.

During the coarse of testing, many subjective observations can be noted

and recorded for the benefit of instructors, counselors, and coordinatfts.

Some of the items to be observed are:

Appearance Communication

Mode of relating Objective recognition

Personal organization Realistic level

Emotional control Punctuality

Work approach

Other items that may be observed are: voiced aspirations or goals

related to work, the amount and,type of supervision required during the

testing effort, how the client was handled, changes noted during the testing,

and why some tests were not attempted. The tests will give some indication

of the probable level of operation by demonstrating physical limitations

and threshold tolerance.

Initial assessment should require only about two hours. It will serve

as a reference base from which change and development can be measured

during periods of exploration and work try-out. Combined with psychological,

academic, and medical test results, it gives a very real picture of an

individual.

97
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It is seldom necessary to give all the tests to each person. Practiced

relators learn to quickly select tests that appear most appropriate for

a pupil, in the light of his age, education, experience, physical limita-

tions, mental limitations, and apparent realistic desires.

The "A" profile sheet illustrates a working form that can be utilized

for recording pertinent information related to the person being tested

and the results from various assessments being applied. Using norm scales

to graph the assessment results gives a profile quickly meaningful to

relators, counselors, and industrial personnel managers. In contrast to

reading lengthy and detailed test results, this profile sheet gives, in

one glance, a complete picture of an individual's, strengths and weaknesses

as they might be applied to any number of work situations.

Psychometric testing of academic capabilities-and-academic achievement

is very fine for pupils whose career objectives may be higher education

and the professions. For pupils planning to enter the service occupations

or trade training, particularly low level trade training, it is a very

inappropriate and inadequate approach. Nobody denies that to be

academically strong is good in any situation. However, being academically

strong is not a prerequisite to successful exercising of the many other

inborn attributes applicable to work. To assume that academic weakness

I.Tlies weakness in the physical attributes of dexterity, discrimination,

visualization, and retention is fallacy. Many times people who are

considered retarded when measured by conventional and rather singular

instruments can demonstrate unusual strengths in functional characteristics

if given a chance with proper tests and materials.
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(61 Employee Handbook. Contains policies, procedures, job descriptions,

iou-to-do-your-job" guidelines, so that a student can function with

4-01 mum of formal instruction. , In the PRO-file section of the handbook,

ants are invited to retain representative samples of their work to form

,Set of credentials, Which can be shown to potential employers after

*ion.

IP Staff Meeting Units. There are 30 units, each consisting of from

eight visuals and commentaries, which students use to conduct business

They call for the presentation and discussion of specific policies',

and other business related subjects. In addition they realistically

Itu'átudents in preparing for a meeting, making an agenda, reserving a

ileetflig room, conducting a meeting, etc.

[., (6) Mail Input Envelopes. Each week a mail input envelope provides the
t

incoming mail. These envelopes, 36 in all, contain a total of more than
'11'

1,,500 letters. These letters provide the key to'a great deal of related

attiVIties. To answer them they require research, give opportunities for

transcribing dictation notes and demand retrieval and filing. Together with

the correspondence in the special projects book, they will require some 4,000

plus letters in answer.

The material in the APEX program will supply some 540 classroom hours

each of pracfical work for 20 students. They are sufficient for 20

studi' ts working three hours a day, five days a week for 36 weeks. The

materislas can be adapted to accommodate-smaller or larger groups working

fewer ok more hours for a longer or shorter period of time.

I I
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,Tests of Discrimination of objects by size, shape, color and touch,

shown below:

ould relate to:

1

Elie Assembly Art Osteopathy

stry Watchmaking Body and Fender

\1t;:1:7;41,4

are Packaging Flowe-: Arranging Decorating

Drafting Health Related

T S & 6 DEXTERITY - NO TOOLS

JIt is interesting to note that many people who appear entirely

in fable when attempting to work with tools, appear surprisingly capable

en given the opportunity to demonstrate dexterity in handling raw

materials without tools.
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Relate these to such as:

FaCtory Assembly

Mail Sorting

Ceramics

Bookbinding

Electronic Component Layout

Partsman

Hardware Packaging

TEST 7 FINE DEXTERITY TEST

The Talent Assessment Programs Small Tools Test utiliies,\one hand and

two had operations.

The results from'this test are quite meaningful to those who might be

interested-in such things as:

Data Processing

Office Machine Repair

Sewing (hand)

Negative Retouching

Watchmaking

Surgery

Electronics Assembly

Photo Coloring

Laboratory Technician

Electronics Service

Jewelry Making

Dentistry

Dental Technician

Instrument Technician

Appliance ServiLe

Factory Bench

It requires about fifteen minutes for preparation and administration.

The development of local norms is imperative.

Os
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TEST 8 DEXTERITY WITH LARGER TOOLS

The Large Hand Tools Dexterity Test is utilized to determine a pupils

capa_ity to handle medium or large size tools, The results are immediately

meaningful to people who are entertaining interest in any of the numerous

fields of mechanics. Use of this test requires about five minutes of

preparation and ten minutes of actual testing. It may be used on both

men and women where workshop activities and/or factory production types

of work are anticipated. The, production of local norms is imperative.

This test is related to work in --

Automotive Mechanics

Body and Fender

Cabinet Making

Upholstering

Small Engine Service

TEST 9

Major Appliance Service

Small Appliance Service

Farm Equipment Assembly

Office Machine Repair

Welding

CIRCUITAL VISUALIZATION

In this age when electricity and electronics play an ever-increasing

role, it is quite important that we measure capacities for circuital

visualization. This can be accomplished with a test such as that which

follows.

Norms for this test can be established after about 100 people have

taken it.

Although not commonly attempted, it is possible to measure a person's

capacity to retain detail related to circuitry.

4
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This test should be administered only ,to those people who express a

desire to learn of their strengths and/or weaknesses in circuital

visualization.

Riiite these to such as:

Electric Wiring

Appliance Service

Power Transmission Telephone Service

Auto Electrical' Drafting

Factory Assembly Electronics

, TEST 10 RETENTION OF STRUCTURAL AND MECHANICAL DETAIL

The retention of detail is quite AmportAnt to a successful worker.

Approximately two hours, following the measurement of visualization, the

same procedure should be exercised except the model or pattern is not4present

When norms are being developed on this test, remember it is imperative

that this time-lapse between the giving of the visualization teats and this

one be relatively constant. An approximate two hOur lapse works well.

103

t



www.manaraa.com

L AND MECHANICAL VIS ON IN GREATER DEPTH

person is of relatively high intelligence and aware

wally strong on thepetet test of mechanical and structural

tion, he igould be given an opportunity to attempt the more

difticu1t VISUALIZATION TEST.

*is test should be offered only to people who might be potential

.04

to such as:

nearing Utility

meeting Structural l iwerint

DIRECTIONS FOR TESTING

141 Tests of dexterity, discrimination,\, and measuring should be ad=

Minietefed on sturdy tabls, not occupied in joart [byother clients.

1^Control

1.'Make certain that clients have complete understanding of test

ditections, even if it is necessary tosea0, demonstrate, and question

3. Without exception the directions must always be the same. TO

insure this, they should be read from the Work Sheet.

4. Generally speaking, it is not necessary to give the tests is the

order of listing. Exceptions to this are it's 1, 10, 6 11.

Tests #7 and #8. should be given on tables entirely apart from the

other tests.

104
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4

Tests #3 and #7 should be An strong light equivalent. to that which is

adequate for art work or drafting: ibirwal reading light is

t for all other tests.

Isis this is group testing the starting and finishing tines should be

r,

4jr:r.rj'r:r.r

a continuous tiner.that reeds in tenthsof a minute. Ybir

of sprains ind profiling, errors are converted into additional
t .

t ts are given under standard work-linit conditions.

r r

,

'Sections of bolts And eccaws should be Wiped

th \an oily rag. This will insure snoOthiknd uniform action.

's 8.
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\ame

ASSESSME_W OF ORIGINAI CHARACTERISTICS

"A" PROFILE

F Date January 29, 1473

Age 17 Grade level Completed 12 St.hool/Organi,ition Central Catholic High

Work Experience
Grand Island, Nebraska

Tester

1. Vi"sualizing Structural Detail

2. Sorting - Size & Shape

Sorting ; Color

. Sorting by Touch

5. Handling Small Materials

6. Handling Large Materials

7_ Using Small Tools

NORM SCALE
0 10 20 30 40 50 60 70 30 90 100

1 L t fE

t I

I ! I l 1 it 1 L t 1

Using Large Tools
i

9. Electrical Flow Diagram

10. Memory for Structural Detail

11. Complex Structural Detail

I

11 I

II I I I It I I

NOTES:

With 7 of the 10 assessments near or to the left of center, Kay may feel
a desire to seek training and employment in general work areas-rather than
in industrial or technical lines. She does use regular or larger tools and
handles materials well enough to work at about the semi-skilled level on an
industrial assembly line if she desired. She might like to review the TAP
papers that r 'ate the individual tests to specific jobs and read about those
lob possibilities in the Occupational Outlook Handbook. If she desires
general work areas she should review the U.S, Office of Education Cluster
outline and possibly be surprised to find that there may be more career
opportunities in the general areas than in specific' lines. These are also
described in the Handbook.

T.Q. (Talent Quotient) 103
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Name

__,A:;SESSMF.,NT OF ORIGINAL (RARACTERISTICS

"B" PROFILE

Educable M Date February 1_, 1973

12 Grad,. Level Completed 6 School/Organization Connell School for the
Retarded, Grand Island,
NebraskaWork Experience

Tester

visualizing Structural Detail

2. Sorting - Size & Shape

3. Sorting - Color

. Sorting by Touch

Handling Small Materials

b. Handli Large Materials

Using 5, Tools

8. Using Iarge Tools

9. Electrical Flow Diagram

10. Memory for Structural Detail

. Complex Structural Detail

NORM SCALE
0 10 20 30 40 50 60 70 80 90 100

NOTES .."'Mentally Retarded Norms
Senior High Males---

Clifford isuali7es nechanical asse-iblies better than most of his classmates,
but _experiences snne difficulty in remembering detail related to such
assemblies. All the other assessment results would seen able to support
hi'm in interest eAp!otation activities and training thal would lead to
employment at the se.,i-skilled level.. With the exception of the capacity
to visuali7,e, it is interesting to note the small differences between the
profile deseioped 0:1 ;lors of his own group and that developed from the
norms of 12th grade boys. In three or four .gears he might want to study
the papers that relate the assessments to specific job titles and then
seek occupational informatio from the various sources available to him.

11,141 0 7

1.Q. (Talent Quotient) 118
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The test results are profiled in a manner that gives a ten-second

readout in the language of employment Personnel. As you study the

enclosed profile sheets please bear in mind that these are all action

tests - no paper tests. People thoroughly enjoy taking them. They

are applicable Lo all ages above twelve and to all mental levels above

trainables. Some of them can be used on trainables. It is not unusual

to see special education people, who read at the second grade level,

r

doing better than college graduates on test nine, VISUALIZATION 07 FLOW

PATHS IN ELECTRICITY. They then go on to take training and employment

as electrician's helpers if their dexterities support it.

Norms have been developed on seven different people classifications.

TALENT ASSESSMENT PROGRAMS manufactures and sells the tests used in

assessment of inherent characteristics or contracts to do the testing

where schools, industries, and manpower programs are located reasonably

close.

The assessment kits come in four sizes:

4,1 1 to 5 people at one time $1500 The cost includes training up
4.2. 6 to 10 people at one time $1850 to four staff people in testing.

11 to 15 people at one time $1950 Kits 1 & 2 at Des Moines and
16 to 20 people at one time $2100 3 & 4 at your location.

106
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TEST RELATED INFORMATION
SENIOR HIGH MALES - a sample

TEST 4 NUMBER MEAN
STANDARD
DEVIATION

COEFFICIENT
OF VARIATION

1 331 11.46 3.09 27.0%

2 330 2.92 8.3 35.2%

3 311 5.61 2 25.7%

4 328 4.52 , 1.96 43.4%

5. 324 10.25 2.24 21.97.

300 5.49 1.47 26.8%

7 316 7.84 1.7 21.7%

325 8.16 2.2 24.5%

9 308 4.01 1.69 42.0%

10 316 10.77 3.27 30.4%

Content validity is insured by using materials and tools of the trades.

The coefficient of stability obtained by limited retesting at the

junior high level is .88 with a six month interval.

Further standardization material is being developed under the direction

of Dr. Richard D..Brooks - Drake University.

No two tests are designed to measure the same thing.

Discrimination, risk is avoided through the use of oral directions.

109
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Any person is comprised of two basic potential segments:

FUNCTIONAL POTENTIALS

Measured by T.Q.

THE TALENT QUOTIENT relates
to the functional capacities
applicabl. to THINGS and
MATERIALS in the world of
work.

ACADEMIC POTENTIALS

Measured by I.Q.

Relates primarily to
capacity to apply logic
in solving problems in
the field of intangibles.
Foundation of the professions.

Objective assessment of native capacities is not to be confused with

interest exploration and occupational information programs such as

Singer-Graflex, JEVS, and others. The programs are complimentary in

that much time is saved in exploration when pupils are guided in

interest exploration and work activities by knowledge of strengths and

Weaknesses as shown by the profile. Much frustration is avoided whet'

people do not attempt the things for which they are not fitted.

Wilton E. Nighswonger
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APEX
The Office: Reality Training Through Simulation

3M Company - Visual Products Division
3M Center, Bldg. 220-10W

St. Paul, Minnesota" 55101
(612) 733-70,1

pEX represents die American Paper Exporters Association, a fictitious

za ion modeled after a real one that serves the American Pap r IndustrY.

hub dbmpany serves as the major organization for an offile education program

The Office: Reality Training through Simulation) which allows teachers to

tuna cl;Isroom into an operating business office for reality training

through simulation. Ai,though the office simulation program was designed for r

training, work attitudes as well as skills are emphasized. Consequently,

the program is designed to reinforce preparation for work which deals with

skills as well as work attitudes such as resourcefulness, pride, promptness,

etc. The program was also designed to emphasize evaluation of performance.

EValuation is completed through observation and written record's.

The major vehicle for the office simulation program is APEX. The

instructor, as office manager, selects students for jobs in APEX after students

formally apply and are interviewed. Ten entry level positions available

for hiring are typist, file clerk, machine operator, regional clerk,

copy clerk, design clerk, billing clerk, payroll clerk, mail clerk, and

receptionist. Promotions are made to three intermediate positions of

machine specialist, general clerk, and communications specialist and one top

J, 8
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4

pos'tion of clerk typist. The instructor can create other positions to

acommodate ability levels of students.

Components which make up the total program are an office manager's

guidt,'transition units, critical incidents, masters book,, Special projects,

0014ee handbooks, staff,meeting units, and mail input envelopes. Further
\

descriptions of these compnents are as follows:

1) Office Manager's G ide. Gives the program rationaledthe structure of

0* detliled guidelines for conducting the model office's business.

the instructor-needs to know to get APEX functiOnal is included.

j

the students.

Transition Units. Making the transition from classroom to office

lished with the help of nine transition units, which consist of

and text for the instructor to explain APEX and its operAtion to

(1) Critical Incidents Booklet. Every office worker has personality

dnfiicts and suffers from interruptions, and disappointments. There are

50 incidents to be role-played during the course. They are carefully

selected to develop decision making skills on the part of the Students.

(4) Masters Book. Every business needs letterheads, office forms, etc.

The Masters Book contains all of the forms used at APEX, which can bt

chiplicated inexpensively for use by students.

(5) Special Pro ect Book. Several special projects are provided in.a

separate booklet which t e instructor can use at his\discretion. They provide

opportunities for practi ng sk Ils such as arrangin; for executive travel,

hosting zonventions, preparini speeches, etc.

112
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,
I

(6) Employee Handbook. Contains policies, procedures, job description4

sow-to-do-your-job" guidelines, so that a student can function with

of formal instruction. , In the PRO-file section of the handbook,

students
.

are invited to retain representative samples of their work to form

la set of credentials, Which can be shown to potential employers after

LT,
ion.

4, 4

1 Staff Meeting Units. There are 30 units, each consisting of from

1= --

eight visuals and commentaries, which students use to conduct business

They call for the presentation and discussion of specific policies,

1
, and other business related subjects. In addition they realistically

Students in preparing for a meeting, making an agenda, reserving a

iieeti1ng room, conducting a meeting, etc. 1.

4V° ,

_) Mail Input Envelopes. Each week a mail input envelope provides the

hg mail. These envelopes, 36 in all, contain a total of more than

=

letters. These letters provide the key to a great deal of related

1,j11
attiVities. To answer them they require research, give opportunities for »

tianscribing dictation notes and demand retrieval and filing. Together with

the correspondence in the special projects book, they will require some 4,000

plus letters in answer.

The material in the APEX program will supply some 540 classroom hours

eath pf practical work for 20 students. They are sufficient for 20

stude-ts working three hours a day, five days a week for 36 weeks. The

materiAls can be adapted to accommodate.smaller or larger groups working

fewer of more hours for a longer or shorter period of time.

113
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EVAluation of student performance is provided for in a number of

way

(1) Each critical incident and special project offeri the opportunity

for critique and evaluation.

(2) Each meeting unit has built into it an evaluation component.

( ) The instructor by observing the student's performance in the office

aherevititing material he produced, can keep an up to date record of the

0 *laments of each individual.

0
t44:',Ah important part of the program is the evaluation form which is

eted for each individual every four weeks and is vital as a

e for advancement or promotion.

'A subtle continuous evaluation involving the students themselves is

ential structuring of certain tasks which for wccess require each

e to satisfactorily accomplish his particular part of the job, and on

APEX can be purchased through the 3M Company.

Visual Products Division
3M Company
Box 33100
St. Paul, Minnesota 55101

Cost

The Office: Reality training through simulation
(fnatructor's guide, visuals and material for
20 students) $1,195.00

Office Manager's Guide (Orders should accompany
master package orders) 49.95

Employee iandbook 6.50 (Each)

Student Replacement Supplies (20 Students) 195.00

114
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The material:, which require periodic replacement are:

(a) Employee Handbook

(b) Booklet of Critical Incidents

(c) Input Envelopes

(d) Special Projects Book

References

Visual Products Division - 3M Company. APEX, St. Paul, Minnesota,
78-1772-6248-8 (926.3) MP.

Wright, L. E., Santos, 0. J. Jennings, W. E. The Office: Reality
troiitiqg Through Simulation - A Sampler, St. Paul, Minnesota, !Minnesota
Mining and Manufacturing Company, 1972.
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Observations and Implications,

Dan Kroloff, Chief
Special Needs Section

Department of Public Instruction
Grimes State Office Building

Des Moines, Iowa 50319

This workshop was conducted in Council Bluffs, Iowa, on March 26

and 27, 1974, for the purpose of reviewing commercial vocational

assessment systems. We wanted to know what they are and the value they

may have in career education programs conducted in secondary public

schools, area vocational and community colleges, and correctional

institutions. The following systems were reviewed?

1. The Singer/Graflex Vocational Evaluation System

2. The Jewish Employment and Vocational Service Work Samples

3. The Tower System

4. The Thomosat System

5. The Wide Range Employment Sample Test

6. The APEX

7. Talent Assessment Programs

In reviewing the information presented, it appears that a number of

factors relating to the "systems" approach must be considered before

purchasing and implementing. It should be pointed out that the workshop

presenters represented various levels of relationship to the commercial

assessment systems. ComMercial marketers were represented as well as those

who administer the units from public secondary schools, area vocational

schools, correctional institutions, and rehabilitation facilities.

\e"%esiskwo
University staff who concentrate on the area of vocational assessment were

also represented. Since this approach to "hands on" activities for vocational

116
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assessment is in its infancy stage, the presenters merely reflected their own

brief experiences related to their particular settings. Therefore, the

following commentary is presented in an effcrt to discuss some implications

of us$tng the "systems".approach in career education programs.

General Area of Assessment

Presently, there is little disagreement that some system of comprehensive

assessment be established. It has been indicated that evaluation should

ntiude "hands on" assessment in addition to the paper and pencil tests.

The information provided in .this workshop indicated that there is no
'4

petific vocational assessment system marketed that can provide the total

comprehensive evaluatior desired. Each system has its strengths and weakneises,

add therefore, must be considered only as one "tool" that can be used by

skilled personnel to determine either vocational interests, aptitudes, and/or

capabilities.

Some doubt exists regarding the validity of the norms of all assessment

systems as they relate to competitive work atmospheres. There is acceptance

in recognizing that the "systems" approach is only an indicator and a useful /

"tool" when in the hands of competent personnel.

There is a general acceptance that the success of developing an accurate

profile depends upon the ability of the evaluaeOr to perform adequately in

directing, observing, and counseling a participant while being evaluated.

It is,also recognized that the evaluator could make various contributions

to other persondel in different disciplines in addition to providing a

profile. These contributions could be in the areas of interpreting the

profile and making suggestions for program adaptation.

117
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There appears to be some confusion in understanding vocational evaluation

particularly as educators become involved. One area of confusion results

j,
from a lack of common usage of terms which descr

of vocational evaluation. Most educators are

the various components

ble to decipher the

ggra ology with the knowledge they have gained through teacher training

Some examples of terms used synonoaously are: vocational evaluation,

assessment, Iwork evaluation, and eh analysis;
,

work samples and

ks; and work evaluator and vocational evaluator. This terminology or

ems to be more consistent with those in rehabilitation than 'in any

'spline. Today, with the term lOaremr Education" implying a broader

"Vocational Educatie," there 10 a need to clearly interpret

oval

ogy in order to promote a better understanding of the vocational

on process as it relates to vocational preparation and job

iplifteMent.

The evaluation of performance skills has largely been left up to

rehabilitation personnel. However, the evaluation of performance skills should

not be reserved for the rehabilitation discipline. More often than not,

interpretation of the results of an eva' ,ation does not promote integrated

discipline involvement such as teacher training personnel and A "team" approach

concept, although the. implications are there. It appears that the evaluators

could provide more valuable information to other professionals working with

the same population so that interpretation would not be foreign to those in

education.

Persons Served

It is quite evident that the commercial systems are being used with

different populations. It must be pointed out that the "systems" could

118
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-ve d fereitt implications when used with the/(a) nondisabled youth and

Wilts in educational programs, (b) disadvantaged and handicapped youth

is in special programs and (c) population served on an individual

basist,i.e., rehabilitation clients, corrections population, welfare,

I

recipients, etc. The approach used for each individual may vary with respect

tO the Objective which needs to be accomplished. For some, the experience

vocational awareness, or exploiation and for others evaluation of

vocational skills may be necessary.

re has been little discussion as to the necessary preparation that

ps of individuals may need prior to going through an assessment

It has been Suggested that there may be value,in _epeating uses

es more than once or twice with some Individuals. This, again,

upon the objective to be achieved.

There has been little discussion or eAdence presented that assessment'

aystems can benefit populations without physical, mental, or cultural

limitations.

There appears to be some differences of opinion regarding the number of

ons that could be served at one time by commercial systems. The numbers

range from five to twelve at any one time depending upon the system used

and the individuals participaeng.

Educational Program Clng&

It appeats that evaluation does indicate individual interests, aptitudes,

and capabilities which can provide educators with criteria for adaptation of

curriculum to satisfy individual needs. The individual profile and related

information has implications for related instruction, specialized counseling,
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vocational exploration and skill training, and identification of special

individual needs. This type of information can assist the school in promoting

individualized attention within a general program concept that may range in

degree from serving the nonacademic student to the more academically inclined.

This implies the use of teacher aides, team teaching, resource rooms, ed,.!cational

specialists, and paraprofessionals from the community.

Individual profiles and dialogue from evaluators should assist educators

in reviewing existing curriculum in its relationship to satisfying

individual needs. This review could lead to curriculum change. Aies.s of

change could revolve around realistic competencies as they relate to career

development and skill training.

Utilizing the "systems" data for program change, could promote the

identification of more tangible objectives so that educators can spell out

who's going to be served, what and how it's to be done and how well and when.

Understanding and using systems data indicates the need for other

discipline (school and community) involvement in planning the total program

concept. Utilization of the information could contribute to the role and

respqnsibility of school personnel from the areas of guidance, special

and regular academic instruction and career education personnel. Community

representatives from areas of rehabilitatiol, employment, welfare, and

industry definitely should have various degrees of involvement in t',P

Inservice for all personnel is necessary to encourage appropriate directions.

It is necessary to orient all who are involved on what's being attempted,

the role and responsibility of each and models for deciding program direction

and ongoing review for necessary program change.
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Progr h twe ;Ilti fl e hie hedu I i ng and modular

so that students are not "locked in" by traditional curriculum areas as

promoted generally by traditional educational structure. This approach can

.
provide students the opportunity to wove "in and out" of classroom and

laboratory areas as individual adjustment and progress indicates.

Teacher Training

DirectiOns are quite evident for teacher training programs as a result

of the exposure to the "systems" units. Institutions offering teacher

training programs should involve all departments who are training personnel

in education and related areas in building additional concepts into courses

that are related to career education. Training institutions can conduct

inservice activities to identify present program activity and upgrade

personnel responsible for each program. At the same time, criteria should

be established for preservice programs in the preparation of new personnel,

Teacher training staff should be provided opportunities to communicate,

share information, and plan and implement with their colleagues from varying

disciplines t( pro'note comprehensive and total career education programming.,

These few suggestions reflect the feedback from the use of assessment

systems.

School,, have not demonstrated the ability to retrive meaningful

data relating to the implications that assessment technique The

existing as,,,e,,sment data available tc, educators is utilised very little

in progr: change even though this data has meaning for that change. The

assess-eHt ,ipg reviewed at this workshop only reinforce the need to
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look at the assessment information and program results in order to pursue

appropriate and meaningful directions. The evaluation component including

the follo.,-up oo what happens to people is necessary for educators in

determinin4 cchether existing programs are justified. Educators cannot

continue to rely on assumed educational activities that are good for all

students. It is necessary for educators to betome more involved in the

follow-up process so that they become more realistic in determining whether

objectives and goals are accomplished. Utilization of assessment systems

prorate this direction,

Conclusion

The purpose of this workshop was to (1) identify career assessment

systems available for purchase (2) review the characteristics of each,

and (3) explore the potential utilization of the "systems" components

in eeucational settings (schools).

Even.though work evaluation has been pioneered by rehabilitation services,

it is quite evident that many of these evaluation components could be

beneficill to educators helping young people make realistic vocational

decisions. The Iustification and acceptance of the vocational evaluation

systems 1- schools must be guided by defined boundaries and tangible

objectives with a commitment for program change (adaptation),

Educators mist make a decision on whether oppropriate vocational

direc.tion, should be provided young people only by the use of the written

,,ord or by utilizing work experience and/or work exploration through work

samples in addition to the written word. The amendments to the Vocational

Education Act as ..'ell as other efforts in promoting work awareness and
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vocational skill training promotes the necessary challenge. It is now up

to all disciplines that can contribute to provide the comprehensive effort

in helping young people more accurately identify their vocational potential.

Educators should be able to utilize many of the evaluation components from

the commercial systems on the market today, however, at the same time this

effort must reflect realistic objectives in meeting individual needs as

related to fulfilling manpower demands.

Dan Kroloff
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