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Absfract

This is a study of the relationship between scores made by applicants
on the Thurstone Test of Mental Alertness and the Allport-Vernon-Lindzey Study
of Values and subsequent job success as Psychiatric Aides in the Parsons State
Hospital and Training Center. During the period covered by the study, there was
a total of 93 applicants tested. Of that number, 16 were hired as Psychiatric
Aide Trainees. One of the Trainees failed to complete the 14 week training pro-
gram. Of the 15 trainees who were promoted to the Aide position, one entered
the armed forces.

When the TMA and the Study of Values were introduced into the selec~
tion program, there were no norms specifically applicable for the selection of
Psychiafric Aides on either of the tests. In order to make immediate use of the
test results, cutting scores were developed by the Psychology Department on the
basis of educated guesses.

In assessing the predictive validity of these cutting scores, two criteria
of job success were used. Both criteria were derived from ratings made by Nursing
Supervisors. Rank order correlations were computed between test scores and one
criferion. An expectancy table developed using the predictive ratings of a Psycholo-
gist and the overall ratings of the Nursing Supervisors. Product Moment correldations
were computed between the Psychologist's ratings and the two criteria of job success.
The general conclusions from these procedures were that the test scores, as they are
being used, are not valid predictors of job success. Information obtained from the
study also presented some doubt as to the reliability of the rating system being

used by the Nurses.



Certain recommendations are made for revisions in the use of the test
scores and the rating scale in an effort to improve the predictive validity of the

tests and the reliability of ratings given by Nurses.
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CHAPTER |

INTRODUCTION

Selection of Personnel

The introduction of mass production techniques into the industrial picture
of the early 1900's had some unfavorable effects on employer-employee relations.
The close personal reiationship which often existed in the small shop, for the most
part, faded away. The worker all too often became thought of as a mere cog in
the machingery of production. Management exercised complete confroi over the
hiring and firing of the employee. The process of hiring was based largely on
triol and error methods. If the employee was not successful on the job, he was
fired without compunction. This manner of handling the hiring and firing decision
has gradually been changed during the past twenty or thirty years.

A number of factors has made it imperative that management change its
attitude and approach to the employment problem. Labor has organized into
unions to protect its rights, management has become aware of its social obligations
to the worker and to the community, ﬁnd management has also become aware of the
added cost of high rate of turnover, Further, legislation, such as the National Labor
Relations Act of 1935, dealing with labor management problems, has been enacted.

The net result of these changes is that management is no longer able or will-
ing to hire and fire in an indiscriminate manner. It must utilize every available
tool in its effort to moke the proper selection and placement decision. With in-

creasing frequency, industry has turned to the field of psychology for answers to



its employment problems. One of psychology's tools which has been utiiized
by those who must do the hiring is the psychological test.

Historically, the use of testing for the purpose of selecting employees
also dates back to the early 1900's. The tests that were first used for this purpose
were mainly of two varieties. They were either tests which were developed on
the basis of educated guesses as to what good selection tests should do, or they
were tests which had been developed for other purposes and were adapted for use
in selection of personnel.] As a selection tool, the psychological test did not
create much interest in the business world during those early years. Pressures
resulting from the factors discussed above had evidenily not reached sufficient
strength fo creafe a need for such devices. However, personnel testing was
rather widely ond successfully used by the armed forces during the First World
War and this fact fostered o great deal of interest in the procedure. Unforiun-
ofe]y, problems created by a lack of trained persornel in the field of testing and
the advent of the depression in the thirties curtailed much of the enthusiasm for
personnel testing.

Testing as a selection device réceived further impetus from its wide usage
during the Second World War., There were approximately fourteen million men
inducted into the armed forces during that war. Almost all of the men were pro-
cessed with some fype of selection or classification test. The results of this mass

personnel testing program were quite favorable. The implications for industry

]Gellerman, S. W., "A Hard Look at Testing, " Personnel, May-June,
1951, p. 10. m———



were apparent and many firms began to establish testing programs. In 1959, one
survey indicated that there were more than ten thousand firms utilizing testing
in screening job appliconts.2

Psychological tests used by industry in the selection process may be
catalogued into four basic groups: proficiency fests, aptitude tests, interesfs
tests, and personality tests. The particular test or fest battery that is selected
by an organization wili depend upon such factors as: the job that is being con-
sidered, the importance that the organization places on the need for reducing
turnover, and the availability of a test which is relevant to the situafion.

Once the test has been selected, it usually must be validated against
some criterion of job success to determine the ability of the test to discriminate
between those who will succeed on the job and those who will not, 1t is only
on rare occasions that o test will be found which has been validated to any large
degree for the specific iob.3

There are two basic methods by which the predictive validity of the test
may be ascertained. One method involves the administration of the test to o
selected group of workers performing the job in question. These employees are
ated as to their efficiency on the job. The relationship between test scores and
iob proficiency is then determined and cutting scores are established. This pro-
cedure has the advanfage of providing results wh_Ich can be used in a relatively

short period of time. One of the major disadvantages of this method arises from

Jucius, M. J., Personnel Management, Richard D. Irwin, Inc.: Home-
wood, lllinois, 1959, p. 225.

3Ghise|li, E. E., and Brown, C. W., Personnel and Industrial Psychology,
McGraw-Hill Book Company: New York, 1948, p. 189.




the fact that test scores might be affected by job experience. If this method is
used, correlations should be determined between experience on the job and fest
scores. |f test scores are found to be related to experience, the effect of this
experialance must be eliminated if the scores are to be used with applicants who
have had no experience on the job in question. If the test is used with appli=~
cants who are experienced in the work, then a significant cotrelation between
iob experience and test scores would be desirable.

The second method of vaiidating the test is to test applicants after they
have been hired but before they have been notified of their selection. The test
scores should then be put aside and should not be used in any decision affecting
the employee. When the tested group has worked long enough to have estab-
lished a record of their job success, correlafions are computed between the job
success achieved and test scores. On the basis of these correlations, cutting
scores or desirable profiles can be established. The major disadvaniage of this
method is that a relatively long period of time is required before the validity of
the test can be determined.4

The interest of this paper in the psychological fest as a selection tool

centers around the use of such an instrument in hiring Psychiatric Aides.

The Psychiairic Aide Position

The Psychiatric Aide position constitutes the largest single job classifi-

cation in the mental institution.” The title of Psychiatric Aide is not universal

4S'rone, H, C., and Kendal, W. E., Effective Personnel Selection Pro-
cedures, Prentice~Hall, Inc.: Englewood Cliffs, New Jérsey, 1958, pp. 28/-288.

5Ye:rbury,, E. C., Holzberg, J. D., and Alessi, S. L., "Psychological
Tests in the Selection and Placement of Psychiatric Aldes, ' Amer. J. Psychiat.,
180, 1951, p. 91. -



throughout the field; however, the ward position, no mafter what title it carries,
has a common function and that is the day to day core of the patient. The preva-
lent feeling today seems to be that the manner in which the daily care is performed
has a great deal to do with the success or failure of the treatment of the patient.
Tarjan, Shotwell, and Dingman have stated:
Successful treatment of patients in psychiatric hospitals
depends to  large extent upon the administrations' ability to
orovide a psychologically healthy environment. Psychiatric

technicians--the employees who are in closest contact with
the patients—-play a most important role in this prospect.

(p. 388)5

Dr. Karl Menninger,7 in speaking of the importance of the Psychiatric
Aide, stated: "It is not only by his number but by virtue of the role he plays in
the patient's recovery or otherwise, that the psychiatric aide is the essence of
the large mental hospital.” This attitude, however, has not always prevailed
throughout the field. Patient care by ward personnel during much of the history
of the mental institution has, at its best, been of a custodial nature. Dr.
Menninger, in discussing this matter of patient care, stated:

Of the many prejudices obstructing the development of

psychiafry, few have done more to deprive sick people of the

benefits of intensive treatment than have those which surhound

the role of the psychiotric aide - or 'aftendant.' {(p. vii)

It is true that there were some who understood the need for better patient

care. As early as 1879 an attendant training program was inougurated at the

6Tc:riqn, G., Shotwell, Anna M., and Dingman, H. R., "Screening
Test for Psychiatric Technicians: A Preliminary Report on Five Years Experience
with the Work Assignment Aid, " Amer. J. ment. Defic., 59, 1955, p. 388.

7Menninger, K., "Foreword," in Hall, B. H., Gamemi, M., Noriss,
V. L., Vail, V. H., and Sawatsky, G., Psychiatric Aide Education, Grune
and Stratton: New York, 1952, p. vii.

“ibid.
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Mclean Hospital in Massachusetts,9 However, that program and the programs
which followed were not too successful. The conditions surrounding the job of
the Psychiatric Aide were so unsatisfactory that it was impossible for most insti=
tutions to build any sizable group of frained care personnel. The pay was
inadequate, the working condifions were often unsatisfactory, and the prestige
of the position was extremely low, even among the personnel of the institution.
The public attitude toward menial iliness was such that a social stigma was often
attached to those who worked in the mental institution. These factors combined
to make it extremely difficult for the mental hospital to atiract and retain satis~
factory employees.
Frequenily, pefty criminals, alcohelics, neurotics, and

shiftiess individuals went to work in mental hospitals because

no place else would have them; the hospital hired them be-

cause they needed help so desperately that anyone who could

i 1 -

walk and talk was better than nothing . . . The doctors and

the nurses (if there were nurses) ignored the deplorable situa-

tion because they felt helpless to combat the insurmountable

problems. (p. 16)10

After World War 11, changes began to take place in the field of psychiafry
which were instrumenial in alleviating many of the unsatisfactory conditions sur-
rounding the Aide position. New treatment methods were developed which

demanded that the Psychiatric Aide be capable of performing as an important

member of the treatment ream. Salaries were increased, the prestige of the work

Hall, B. H., Gamemi, M., Noriss, V. L., Vail, V. H., and Sawatsky,
G., Psychiatric Aide Education, Grune and Stratton: New York, 1952, p. v.

10, .- S I ;
delphia, Rl%l:gjlso;: Q.- L., The Psychiairic Aide, J. B. Lippincott Co.: Phila~
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was upgraded, the work became more interesting and offered a challenge 1o
those who were interested in something more than performing daily custodial
fu ncﬁons.] 1

As these changes were inaugurated, it became apparent that there were
not enough Aides available who were capable of performing these new functions.
As there was no source from which to draw trained ward personnel, it became
necessary for the institutions to develop their own people. Among the lecders
in this effort were three mental institutions in the Province of Saskatchewan,
Canada. Training programs for Aides had been utilized in these institutions for
a number of years prior to the general recognition of the need for a new kind of
Aide. Early Saskatchewan fraining programs had been oriented towards the
nursing care of the patient, A new program was inaugurated in 1947 in these
institutions which emphasized the psychological aspects of caring for the menial
pcsﬂenr.ql

In the United States, the state of New Jersey was one of the early
leaders in the development of training programs which were oriented toword the
psychological aspects of patient care. Other srdfes were not iong in following
the examples sef by the leaders on Aide edusaiions™

For the most part the training programs that were developed were devised

for the specific needs of the individual institution. There was one notable

ﬂGreenblaTt, M., York, R. H., and Brown, Esther L., From Custodial
to Therapeutic Patient Care in Mentai Hospitals, Russei Sage Foundation: New
York, 1955, pp. 14-15,

]chKerrqcher, D. G., "A New Program in the Training and Emplioyment
of Ward Personnel, " Amer. J. Psychiat., 106, 1949, pp. 259-263.

1I:BBQ.er, W. H., "The Training of Attendants, Psychiatric Aides, and
Psychiatric Technicians, " Amer. J. Psychiat., 109, 1952, p. 293.
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exception to the pattern. A program, which was carried out at the Topeka State
Hospital in Topeka, Kansas, was inaugurated in 1949 with the hope of devising

a standardized curriculum for Aide education. This goal was not obtained by
this particular study. [ was concluded from the findings that there were too
many variations in the job specifications of the Psychiatric Aide position to make
it possible to devise a standardized curriculum.]

Bensberg and ii”cn'mf:‘ri'-| - contend that the development of adequate evalu-
ation technigues are essential to the development of o successful training program.
They are now in the process of developing what they call the "Simulated Critical
Incident Approach.” This technique involves the identification of a number of
key situations which the Aide must handle as part of his duties. These sifuations
are to be presented o the Aides by actors or on film and the responses made by the
Aides are to be scored. Knowing that a test situafion cannot completely duplicate
the situations as they actually occur on the ward, the authors plan to develop o
ward observation technique as a supplemental tool. With these techniques, the
authors hope to be able to make o more critical evaluation of the effects of the
training program.

The efforis to develop better and more highly skilled Aides have been
described here to emphasize the increased value that has been placed on the role
that the Aide plays in the care and treatment of the patient. This new recognition

of the vaiue of the Aide as an employee infroduces the problem of insuring that

“Hall, etal., op. cit., p. 115,

]5chrne’rr, C. P., and Bensberg, Jr., G., "Evaluation: A Basic Tool in
 Training of Attendant Personnel, " Ment. Retard., 2, 1964, pp. 224-230,



the best applicants are hired for the position. If an individual is poorly suited

for the position he is not likely to derive much value from the training program.
Proper selection, then, becomes an important aspect of providing the institution
with a group of sa‘ﬂéﬁ:cfory Aldes, and this is the problem with which this study

is concerned.

Statement of the Specific Problem

The specific problem to be dealt with in this study concerns the relation-
ship between scores made by applicants on the Thurstone Test of Mental Alerfness]é
and the Allport-Vernon-Lindzey Study of Values]7 (Appendix B) and their subsequent
success as Psychiatric Aides at the Parsons State Hospital and Training Center of
Parsons, Kansas. This is a study of the predictive ability of the two tests which are
used conjunctively at the Parsons Hospital to select applicanis who will succeed as
Psychiatric Aides. Throughout the rest of this study the above tests will be listed

as the TMA and the Study of Values, respectively.

Need for the Study

The Psychiatric Aide represents a rather substantial investment of time
and money fo the mental institution. The disruptions and inefficiencies to hospital
routine and to patient care created by an unsatisfactory Aide is quite costly.
Considerable expense is also incurred in the process of hiring and training the

Psychiatric Aide. In a study conducted at V. A. hospitals, Klina'® Faund et

16Thurstone, L. L., and Thurstene, G. T., Thurstone Test of Menial
Aleriness, Third Ed., Science Research Association: Chicago, llinois, 1952.

]7Allpor’r, G. W., Vernon, P. E.; and Lindzey, G., Study of Values,
Third Ed., Houghton-Mifflin Co.: Boston, 1960. e

IBKline, N. §., "Characteristics and Screening of Unsatisfactory Psychia-
ric Attendants and Attendant Applicants, ' Amer. J. Psychiat., 106, 1950, p. 573.
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it cost the federal government approximately three hundred dollars fo hire and
fire an unsatisfactory Aide.

[n the Parsons Institution it is estimated that it costs twelve hundred
dollars to hire and train a Psychiatric Aide.w The applicant is hired as a
Psychiatric Aide Trainee and must have successfully completed a fourteen week
training program before he can be hired as o Psychiatric Aide. During the train~
ing period the Trainee is not expected to perform regular ward duty. Four hours
of his eight hour shift are spent in formal classroom instruction. The other four
hours are spent in gaining clinical experience.zo If the Trainee does not suc-
cessfully complete the program of instruction, he cannot be hired as an Aide
and the time and money spent on him are a complete loss.

if the psychological tests used in screening the applicanis for the Aide
position in the Parsons Hospital are to be used with any confidence, there must

be more knowledge obtained of the predictive abiiity of these tests.

Criterion of a "Good" Aide

The development of a standardized criterion of job success for the
Psychiatric Aide position is another problem which has not yet been resolved.
There seems to be considerable disagreement as to what constitutes a "good"
Alde, One study found that Nursing Supervisors in one institution visualized

the "good" Alde as a shy and withdrawn individual who was passive and rather

"¥This estimation of cost of hiring and training a Psychiatric Aide was

made in a Eersonal communication with the present Personnel Officer, Mr. Leon
Woolery, Parsons State Hospital and Training Center.

ODivision of Instifutional Mancge.menf, State Department of Social
Welfare, Curriculum for Basic Aide Training Program, Topeka, Kansas, 1960,
p. 6.
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conservaiive in his views. At the same time, the other profesgionc%s on the staff
of the Institution indicated that they felt the better Aide was rother overt in his
actions and was not apt to submit toc readily to the authority of the supervisors.
Although this is an important problem, it does not affect the design of this
study in that there is an established criterion of job success for the Aide in the
Parsons Institution. This criterion is job ratings given by Nursing Supervisors. The

rating scale that is used is provided by the Kansas State Civil Service Department.
P y pa

Labor Supply in the Parsons Area

In order to help clarify the significance of this study, it is necessary to
have some understanding of the labor supply available to the Porso.ns instifution.,
Such factors as age, educational background, and work skills of the available
labor supply, as well as the general economic conditions of the area in which the
Insiitution is located, will affect not only the Tybe of applicant that is available,
but, also, the number who are available.

The labor supply in the Parsons area is somewhaf atypical of that which is
found in the other urban areas of Kansas. For example, the population of Parsons
is relatively old in comparison to that of urban Kansas as o whole. Parsons has
roughly 6.2 per cent more persons over the age of sixty-five than does fypical
urban Kansas. If also has 6.2 pe.r cent less individuals in the twenty to thirty-
four age bracket. Of all families in Parsons, 29.5 per cent earn less than three

thousand dollars and only 31 per cent earn more than six thousand dollars per year.
Only 41 per cent of the male population of Parsons has a high school education as

compared to 50.6 per cent of the male population in the typical urban setting of

2]Tar]cm, etal., op. cit., pp. 392~393.
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Kansas.

Another factor which undoubtedly has some affect on the type and number
of individuals applying for jobs as Psychiatric Aides in the Parsons Institution is the
relative importance of the Institution as an employer in Parsons. The Parsens
Hospital is the ic:rges’rl single employer in the area, and, therefore, is a major
source of employment for job seekers in the area.

These factors should be kept in mind in evaluating the possible use of the

results of this study for other institutions.

22

Spradlin, J. E., Personal communication to Parsons Chamber of Commerce,
1962,



CHAPTER Il
RELATED RESEARCH

Use of Psychological Tests in Selecting Psychiatric Aides

The manner in which psychoiogicql tests have been used in selecting care
personnel for the mental institution has not reached a point of standardization. A
review of the literature indicates that there have been several approaches utilized
by persons investigating this problem, One approach has involved the adaptation
of existing tests for the purpose of Aide selection. A second approach has involved
s’rudyiné the personal and educational facets of the applicant as compared fo the
employed Aide in an attempt to find those factors which would differentiate the
~ successful Aide from the unsatisfactory Aide. The third major approach has in-
volved developing tests for the specific purpose of selecting care personnel.

Barron and Donohuez3 conducted a study on the value of psychological tests
in selecting Psychiatric Aides at the Arkansas State Hospital in 1949. They selec~
ted fifty male and fifty female Psychiatric Aides working in the hospital. Eoch of
ihe Aides was given the Otis Quick Scoring Intelligence Test (Beta Form), and the
Minnesota Mulfiphasic Personality Inventory. A rating scale was developed to deter-
mine the degree of job success of those being fested. The Aides were rated as “Above
Average, " "Average, " or "Below Average" in efficiency. The factors which differ-

entiated between the three levels of Aides were found to be: intelligence, age, and

23'Barron,r E. M., and Donohue, H. H., "Psychiatric Aide Selection Through
Psychological Examination, " Amer. J. Psychiat., 107, 1935, pp. 859~865.

13
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education. It was determined thaot for the Arkansas setting the individual who
scored in the dull normal range on the Otis made the most efficient Aide. It was
noted, however, that the role of the Aide was being reexamined and that a frain-
ing program was being offered which would help the more infelligent Aide advance.
The authors felt that as the fraining program progressed the desirable intelligence
level for the Aide would increase. Those Aides in the 45-49 age bracket consti=
tuted the largest percentage of "Above Average" Aides, One factor which might
account for this was the relatively longer period of employment which the Aides
in the 45-49 bracket had experienced, The optimum level of education was the
tenth grade. The authors felt that the desirable level of education would also
increase as the Aide position was upgraded. The Minnesofa Multiphasic Person=
ality Inventory did not prove to be effective in predicting the efficiency of the
Psychiatric Aide, but it did prove to be helpful in eliminating psychopaths who
applied for the Aide position. The general conclusion of the study was that the
testing would bring about an improvement in the selection of the Aide at o nominal
cost.

Yerbury, Holzberg, and ;‘«\lessizztL conducted a study on the use of psycho-
logical testing in selecting Psychiatric Aides at the Connecticut State Hospital.
in their investigation they utilized the Revised Beta Exa::ima'ncﬁion25 and the Mul-
tiple Choice Rorschach.26 The subjects were the first 113 Psychiairic Aides hired -
after the study was inaugurated. These Aides were tested immediately after they

were employed. At the end of their first six months of employment, each was

24Yerbury, et al., op. cit., pp. 91-97.

25Buros, O. K., The Third Menfal Measurement Yearbook, Gryphon Press:
Highland Park, New Jersey, 1949, p. 259,
26

Idem. p. 82,
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rated by their supervisor as either o "good" or a "poor” Aide. The rating scale
used was specifically devised for the study, The investigators found that the tests
failed to discriminate between these two broad classifications. These ratings
were redefined into "definitely_good".and "definitely poor.” This helped to
eliminate some marginal employees who were otherwise forced into the "good"
or "poor" categories. With fhfs finer discrimination between the top ond bottom
groups, the authors found that it would have been possible to have eliminated
32 per cent of those who became poor employees at a cost of only 5 per cent of
those who became good employees. The head of the nursing department also
used the fest results in placing the Aides on the various wards. [t was her
judgment that the tests were an invaluable help.

Kline27 has also studied this problem of Aide selection. In an investi~
gation conducted at the V. A. Hospital in Lyons, New Jersey, he obtained
biosocial histories and scores on the Personal Inventory Test of 108 male appli-
cants. The information obtained was not used in the selection or placement of
the applicants. At the end of two years, the work records of these men were
reviewed. They were classified into three groups: unsatisfactory, satisfactory,
and miscellaneous and unk;;.own. Those Aides who had been fired for incompefency
or whe had quit because of dissatisfaction with the work were classified as "unsatis-

‘factory." The individuals who were still on the job or who had quit to take better
jobs were classified as "satisfactory." The miscel laneous group was made up of
students who worked ohiy long enough to gain finances to continue their education

or individuals who quit for reasons not definitely determined. . It was found that

27 line, op. cit., pp. 573-582.
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had the results of the testing and history been used in the selection it would have
been possibie. to have eliminated 83 per cent of the unsatisfactory personnel at a
cost of 23 per cent of the safisfactory personnel.

Several factors which seemed to discriminate the satisfaciery group from
the unsatisfactory group were noted by Kline. As a group, the satisfactory Aides
tended to be single, under thirty, and from a small town. The home life of this
group tended to be relatively stabie and happy. On ihe other hand, the group of
unsatisfactory Aides tended to be married and to have marital problems. The
childhood of thase in this group, on the whole, was not as stable and as happy as
that of the satisfactory Aides. The general conclusion of the author was that the
test and the history would have been a useful supplement to tHe regular selection
tools had they been used.

Kiine's conclusion that the satisfactory A.i'de, as an individual, was better
adjusted than those who did not become scn’risfc:ci‘orly A.ides is, perhaps, a valid
one. However, it is possibie that fhe personality factors which characterize the |
satisfactory group made them better adjusted for work in the institution but do not
necessarily imply a better ud[us’rmen’r,p_e_r_s_e_.

Those individuals who became satisfactory Aides were typically single and
had memories of a happy childhood. However, the mean age of this group was
almost 30, long past the usual age for marriage in our culture. These findings thus

might also be indicative of a dependency on the maternal authorative figure which
would imply a need for a secure, protective type of work situation such as Is ofien

provided in instifutional settings. This could be a major factor in the job success

of the satisfactory group rather than the factor of "better” adjustment.
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The studies cited above were all similar in that psychological tests which
had not been devéioped specifically for Aide selection were used, Other writers,
however, have felt that better se!ecﬁon results could be obfained through the
development and utilization of a fest designed specifically for sereening appli-
cants for the Psychiairic Aide position.

Tar]a.n, Shotwell, and Dingmunza.ﬂ:\fored this view. A test labeled
"Work Assignment Aid" was developed and validated by the authors in an attempi
to establish @ specific test for selecting Aides. This was o paper and pencil test
which consisted of 158 items. It was administered to 638 Psychiatric Technicians
as a part of the employee orientation program at the Pacific State Hospital in
Pomona, California. The results of the testing were not used in the hiring of any
of the personnel.

Estimates of future job success of these employees were secured from the
line supervisors and the nursing education director. The raters usually had about
one month to observe the Technicians before they were asked to make an estima-
tion of the Aide's ability to succeed on the job. When job ratings had been secured
on 250 Technicians, prognostic ratings derived from the test results were compared
with the estimates of job success made by the supervisors and nursing director. It
was found that the results of the festing were more accurate than the estimates of
job success. However, the authors noted that some subjectivity was invelved in
rating the scores of the test. [n an attempt to eliminate the subjectivity an item

analysis was carried out. The test was validated against a double criterion of

Brarjan, et al., op. cit., pp. 388-3%4.
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supervisor [ob ratings and pérsonnei records. There were thirty~four items found
to be useful in discriminating between the successful and the unsuccessful Techni-
cians. The authors noted that had these items been used in fthe screening process
it would hove been possible to reduce turnover by 5 per cent.

In @ continuation study a revised "Work Assignment Aid" .tesf was developed
and validated by Tarjan, Shotwell, and D_ingmcm.;29 The new test was composed
of the thirty-four items from the original test which were found useful in differen~
tiating between the satisfactory and unsatisfactory Technicians; 130 items developed
by Guilford,”" & number of items secured from questionnaires submitted to staff
members of the Pacific State Hospital, ten items of in.reiiigence from the original
test, and ten items designed fo test honesty. When the test was completed, it
consisted of 270 items which required either a true or false answer. This test was
administered to 855 Psychiatric Technicians or persons in similar positions in seven
institutions. The prognostic value of the fest was found to be negligible.

The authors noted that there was a great deal of inconsistency in fhe ratings
made by the supervisors, They indicated that until a more reliable and valid
criterion of job success was established it would be difficult to develop a specific
test for Aide selection, To establish the desired criterion, a more thorough under—
standing of the job was needed. They suggesi‘ed.fhaf a study of the incidents of

satisfactory and unsatisfactory performance by ward personnel might yield the desired

knowledge.

294t ' i H. F., "A Screening Test
T , G., Shotwell, A. M. and Dingman, H. F., "/ i

for Psychicg'?g?echnicicns: Conﬂnua’rién Report on the Work :Asmgnmenf Aid,
Validation Studies at Various Hospitals, " Amer. J. ment. Defic., 60, 1956, pp.
458“’462- ! .

<l Guilford, J. P., Christensen, P. R., Bond, M. A'f. and Sutton, Marcella
A., "A Factor Analysis Study of Human Interests, ¥ San Antonio, Texas: Human
Resources Research Center, Lackiand Air Force Base, May, 1953.
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Schmidt and CohenS] aiso felt that a better understanding of the Aide
position was the first step in the development of a test for selecting Aide personnel.
They incugurated a study in 1955 utilizing the "critical incident technique®
developed by qunngn.32 This method involves the collection of incidents of
job success and failure from various personnel. In their study, Schmidt and Cohen
collected a total of 1,123 incidents from 320 respondents. The incidenis were
grouped info seven major areas and fwenty-one subareas of job requiremenis. The
classification system enabled the investigators fo evaluate the relative importance
placed on the various activities performed by the Psychiatric Aide, The authors
explain that although the degree of importance .placed on the various activities
of the Aide undoubtedly varies from institution to institution, the findings of the
study could be used in different institutions by weighing the factors according fo
their relative importance.

Although the studies reviewed above have approached the problem of
testing for selection of the Psychiatric Aide from various angles, they all acknow-
ledge that testing is a valuable tooi. The particular test or test battery that is

mest appropriate for this use, however, has not as yei been established.

3]Schmidf, ‘ D. P., and Cohen, D., "The Selection of Psychiatric Aides:
I. Critical Requirements of the Job, " Amer. J. Psychiat., 112, 1955, pp. 451~
456. ' - - T

32Flancgun, J. C., (Ed.), Army Air Forces Aviation Psychology Research
Report No. ., U. S. Government Printing Office: Washington, 1947.

CURG LR LIORARNT
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Testing of applicants for the Psychiatric Aide position af the Parsons State
Hospital and Training Center had been utilized a number of yeors before the TMA
and the Study of Values were introduced. This testing was based on the premises
that; (1) individuals of certain intellectual levels seem to be more satisfactory
Aides than do others, and (2) individuals with certain personality characteristics
seem to be more satisfactory Aides than do others.

To assess the level of intelligence of the applicant, the TMA was selected
by the Personnel Officer after consuiting with the Psychology Department, pri-
marily because it is relatively brief, easy to administer and score, and provides
three scores which are felt to have potential value in discriminating between desir-
"able and undesirable applicants.

According to its authors, the TMA was designed to measure “an individual's
capacity for acquiring new knowledge and skills;“ They contend thaf persons scor-
ing high on this test are qt._lick to learn, flexible, and able to handie compiex and
varied situations. The individuals scoring in the average range are usually more con-
crete and inflexible in meeting varied situations and do not learn as readily as those
in the high range. The individuals who score in the fow range are usually more
fitted for jobs which require highly repetitive and routine duties.33

The manual of the test provides validity studies which indicate that the test
has some predictive value in selecting personnel for such occupations as sales super-

visors, clerical workers, and managers of smal! refail stores.

33

Thurstone and Thurstone, op. cit.
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In commenting on the TMA, Fishman34 has pointed out that the fest has
some weaknesses. |ts greatest shortcoming, ﬁe-Feeis, {ies in the fact that much
of the normative data and validity data are not adequate. He states that in
some instances the population used in vaiidity.smdies consisted of as few as
seventeen subjects. Also, the normative data for the new form was developed
~on the old form of the test. The authors of the test have acknowledged this fact
and have explained that these are only estimates. They state that the new norms
will be established in due time. The problem of using these norms, as Fishman
sees it, lies in the fact that the authors of the TMA report a correlation of only
.68 between the two forms. The authors do not report any reliability studies for
the new form.

The greatest ;Jdvantage of the TMA seems to be ifs brevity, ease of
administration, and ease .of scoring.

The Study of Values was chosen in the same manner for use in the selection
process because it provides a relatively easy method of obtaining information about
the personality of the applicant without requiring extensive use of a psycho-
diagnostician. The test, according to its authors, was developed for the purpose
of measuring the prominence of six basic inferests or motives of personality. The
six classifications used were derived from the works of Edward Sprdnger. At the
present, its quthors feel that the test is of more value for research and classroom
demonstration. However, they indicated that members of certain occupational
groups display distinctive profiles on the test. This would suggest that the test

could be of some value in selection. On the other hand, the test was designed for

34Fishmcm, J., "Review of Thurstone Test of Mental Alertness, " in Buros,

O. K. (Ed.), The Fifth Mental Measurement Yearbook, Gryphon Press: Highland
Park, New Jersey, 1957, pp. 391-372.
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use with individuals interested in securing a better understanding of themselives.
As its authors see if, the test should not be used with individuals who are not
motivated to obtain an honest picture of their interests. |

Split=half reliahilities ranging from .73 to .90 are reported in the manual
for the varjous scales. Repeat reliabilities of .84 to .90 after an interval of two
months are also indicated in the manual. As an indication of the validity of the
test, the authors point out that profiles of various groups fall info patterns that
would have been predicted on the basis of the known characteristics of the groups.35

In a review of the Study of Values, Adams and Brown36 suggested thaf it is
possible for an individual to have an interest in o particular subject without having
a liking for if. The interest could conceivably arise from a strong dislike for the
subject. A profile of this individual's interests as expressed by scores on the Study
of Values could be misleading as to his real interests and moﬁves..

Gough,37 in revieﬁing the Study of Values, expressed.the opinion that the
language of the test was too academic for use with the general population. He
also pointed out that the test is too easily faked and has no built-in system for detect~
ing faking.

Gilber’r38 feels that the Study of Values has a definite use in helping an

individual make a vocational choice. He proposes that the fest be used in combi-

SSAHport, ef al., op. cif.

36Adt::ms‘, J., and Brown, D. R., "Values, Word Frequencies, and Percep~
tion, " Psychol. Re., Jan., 1953, pp. 50-54.

¥ Gough, H.,"Review of Allport-Vernon-Lindzey Study of Values]' in Buros,

O. K., (Ed.), The Fourth Mental Measurement Yearbook, Gryphon Press: Highland
Park, New Jersey, 1953, pp. 92-93. -

BBGilbert; J., "Vocational Archetypes: A Proposal for Clinical Integration
of Interests and Values in Vocational Counseling and Selection, * Psychal. Re.,
Oct., 1963, pp. 351-356, -
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nation with a vocational interest test such as the Kuder Preferenlce Record. He
suggested that while the values measured by the Study of Values are more basic
and general than the interests measured by the Kuder they are, nevertheless,
comparable. For example, the Scientific scale on the Kuder and the Theoretical
scale on the Study of Values both give an index of the extent of an individual's
interest in the scientific field. If an individual scores high on the Theorefical
scale and high on the Scientific scale, it can be assumed with some degree of
certainty that this represents a true picture of his interests. On the other hand,
if an individual scores high on the Scienriflic scale of the Kuder but low on the
Theoretical scale of the Study of Values, his true interest in the field of science
is questionable.

Gilbert feels that one of the advantages of the Study of Values lies in
the fact that the objectives of the test are not as obvious as those of the Kuder,
In his thinking, theStudy of Values provides a validity check on the scores of
the Kuder. It also provides an indication of the degree of interest that an indi-
vidual has for a specific qréa.

According to Gilbert, the fact that both tests can be self-administered
and self-scored provides another area of information concerning the individual.
He feels that the manner in which the individual takes and sco-res the tests is
indicative of the way he will perform the duties of a job.

If Gilbert's opinions are correct, it would seem that the Study of Values

could be used for employee selection as weli as for vocational selection. How=~

ever, his thoughts concerning the subtlety of the objectives of the test are some~

what contradicfory to those expressed by Gough, and even by the authors of the
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test. The extent to which the scores can be faked by the applicant is an important

factor to be considered in judging the worth of a test for employee selection.



CHAPTER
RESEARCH DESIGN

Seiting for the Study

Parsons State Hospital ond Training Center, Parsons, Kansas, was established
in 1903 and was utilized as a hospital for epileptics for the first 50 years of its exis~
tence. The medical advances made during these 50 years made it unnecessary to
continue the operation of the hospital as a treatment center for epileptics. Therefore,
in 1953 it was changed to @ hospital charged with the examination, care, freatment,
and rehabilitation of mentaily retarded, and/or emotionally disturbed children and
adolescents. The children cared for in this institution range in age from 6 to 21 .39
The hospital has a patient capacity of 675 with a present pafient population of 657.
The patients are placed on the various cottages on the grounds according to age, sex,
Adaptive Behavior, and, in some cases, according to special treatment needs. Each
cottage is under the constant supervision of one or more Psychiafric Aides.

A great deal of impof_tance is placed on the proper ufili;ation of the Psychi-
afric Aide in the Parsons institution. The Aide is considered o be an important mem-—
ber of the freatment team and is encouraged to fulfil this role. This aftitude can be
seen in the manner in which the Aide is trained, in the way in which he is utilized
in the treatment of the patient, and in the effort that is made to select the applicant

who will be most likely to succeed on the job.

39301?1*, H. V., "What It is, What It does, " {Parsons State Hospital and Train-
ing Center, 1957), Mimeographed.
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Testing of Applicants

As a supplement to the standard selection tools of the application biank
and the interview, two psychological tests are being used by the Personnel
Officer of the Parsons Hospital. These are the TMA and the Study of Values.

The Personnel Cfficer tests new applicants for the Psychiatric Aide
position once a week in the Administration Building of the hospital. The testing
is conducied in a clean, well-lighted room adjacent to the office oIF the Personnel
Officer. The tesiing u5uc|fy requires an hour to an hour and a half fo complete.
The TMA is administered first. | This is a timed fest with a limit of fwenty minutes.
The Study of Values is not a timed test and the amount of time that an individual
takes to complete it varies. However, the average applicant takes about thirty
minutes to finish. The; applicant is instructed to leave tﬁe'room- when he is done.
Upon leaving the festing room, the applicant is informed that he may call in a
week if he desires to know how the fest results might affect his chance of employ -
ment. He is told that if the test results are not favorable he may take the tests
again in thirty days. When the last applicant has leff, the test resulis are col~
lected and sent to the Psychology Department of the hospital for scoring and

evaluation.

Evaluation of the Test Scores
When the TMA and the Study of Values were infroduced into the selection
process at the hospital, there were no norms available which were specifically

applicable for selecting Psychiairic Aides. As there was not sufficient fime to

conduct a validity study, it became necessary to establish cut-off scores on the
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basis of educated guesses. Satisfactory or desirable profile patterns of the various
scores were established on this basis. For the purpose of this study these hypo-
theses were formulated infto a set of writien principles.

The TMA provides three scores which, according to its authors, indicafe
the ability of an individual to acquire new knowledge and skills. The three scores
are designated as the L score, the Q score, and the T score. The Lscore isa
measure of the ability of an individual to comprehend language. It indicates his
ability to understand and to handle verbal communications. The Q score is @
measure of an individual's ability to deal with quantitative problems. The T score
is o composite of the L and Q scores and is indicative of the general iﬁfelligence
of the individual .40

The T score is the first factor considered in ussesging the applicant's test
profile. Due fo the fact that an applicant must have completed high schooi_ or
have passed an equivalency test, the twelfth grade norms established on this test
are used. Cutting scores are established af the 25th percentile at the lower level
and at the 75th percentile at the upper level. It is felt that those scoring lower
than the 25th percentile do not have the ability to successfully complete the
frainiﬁg nor to satisfactorily carry out the duties of the Psychiatric Aide. Those
who score above thLe 75th percentile are feli to possess abilities which would not
adequately be challenged by the job, and, therefore, they probably would not be
happy with the work. This is the general principle applied to the use of the scores

on the TMA. However, there are some exceptions to this principle. For instance,

Thurstone and Thurstone, op. cif.
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in the case of a younger applicant who is a student or who is working to gain
finances to continue his education, a higher T score is acceptable. Another

© exception is made in the case of an individual whose T score is in the acceptable
range but who has an exiremely low L score. In this instance the applicant is not
considered to be acceptable. The L score is given more weight because it seems
to measure those abilifies which appear to be needed to odequ.q’rely perform the
duties and responsibilities of the Aide. While the Aide is seldom called upon to
deal with involved figures and mathematical concepts, he is constantly receiving
and giving written and oral communications. Upon this basis the applicant who
scores above the 50th percentiie on the Q scale while scoring below the 25th
percentile on the L scale is not considered to be satisfactory.

After the scores on the TMA have been considered, the profile on the
_ Study of Values is determined and evaluated. As was indicc;’red earlier, this
test attempts to measure the relative strength of six basic interests in personality.
_ The scores on this test have been converted to percentiles for the purpose of
establishing the applicant's profile.

According to its authors, a high score on the Theoretical scale indicates a
desire for knowledge. It is indicative of an individual who is critical and rational.
A high Economic score indicates an individual who is interested in the more
material aspects of life. This is the "practical man." A high Aesthetic score is
indicative of an iﬁdividuai who is interested in the artistic aspects of life. This
individual is not as interested in the materialistic, or cc;mmercic:l aspects of life.
The person who scores high on the Social scale is interested in people. This

individual has a liking for people and likes to work in contact with other individuals.
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A high Political score indicates one who is interested in power and leadership.
The individual who scores high on the Religious scale is not as easily concep~
fualized. The outhors of the test see this individual as one who is seeking the
unity of life. In this particular setfing, it is felt that the applicant who scores
high on the Religious scale fits the pattern of what is known locally as the 'I'church.
going” individual. In general, he is similﬁr to the social man in his desire fo.
help his fellowman; however, this desire to help others may arise from his religious
convictions rather than from any real liking for others.

There are several general principles which have been devised as guide
lines in evaluating the profile on each applicant. The first of these deals with
the requirement that no one or two interests may dominate the profile. it is felt
fhat the personality of such an individual would be too narrow and constricted.
The duties and responsibilities of the Aide are sufficientiy varied fo require an
individual with a relatively balanced personality.

The second principle is based on the requirement of a high Social scale.
This scale should be at least at the 50th percentile. An individual who is working
with people, particularly the type of patient that the Psychiatric Aide must work
with, should have a genuine liking for people. |

The third principle combines elements of the first and second principle.

In association with the high Social scale there must be two other high interests.
Abhoast oneioFThese must heseither Political, Theoretical, or Religious. The

interests measured by these three scales are felt 1o be satisfactory concomitants
of the personaiity which the applicant must have to become a successful Aide.

These three interests provide the social interest with an avenue of expression.
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They mediate the social interest in that they provide an intellectua! basis for
expressing the social interest.

The fourth principle deals with the acceptability of a high score on the
- Economic scale. A high score on this scale is a.c:cepfcb[e onity if it is associafed
with one of the three scales considered in the third step; Political, Theoretical,
or Religious. The score on the Economic scale must not be so high that it domf-
nates the profile. An individual who is too high on the Economic scale is apt to
place too much value on monetary gain to be satisfied with the salary of the
Psychiafric Aide. Also, this type of individual might have a difficult time find-
ing any real practical value in giving the patient anything but cusfodial care.

The fifth principle indicates that a high Aesthetic scale is accepiable
only if it is assoca'.c:fed with a high Theoretical scaie. The cesthetic person is
likely to be overly concerned with the personal appearance of others. He possibly
would not be happy working with many of the children in an institution such as the
Parsons Hospital. The one eicepﬂon to this rule is made because it is felt thai the
person who is high on the Theoretical scale will have the intellectual ability to
put his aesthetic interest into a perspective that would not interfere with his work
as an Aide.

These Grf; the general guide lines on which the Psychologist bases his evaiu~
ation of the applicant’s scores. On these bases he rates the applicant as being
either Excelleni, Satisfaciory, Poor, or Unsatisfactory. This rating, along with «
brief description of the strength and weaknesses of the applicant's profile, are sent

back to the Personnel Officer.
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Population

The population of this study consisted of ninety~three applicanis seeking
work as Psychiatric Aides in the Parsons State Hospital and Training Center. This
group of individuals constituted the total number of applicants tested with the
TMA and the Srudj/ of Values during the period of July, 1960, to October, 1961,
The date of July, 1960, was chosen because it was af this time that both tests
were first used conjunctively. October, 1961, was the date that this study was
inaugurated.

The sample of this study consisted of sixteen of the ninety-three appiicants
who were hired as Psychiatric Aide Trainees. OF this sixteen, fifteen successfully
completed the training program and one did not. The fifteen were promoted to the
Psychiatric Aide position; however, one decided to complete his military obliga-

tions before accepting a position with the hospital .

Method

The six scores of the Study of Values and the three scores of the TMA of all
ninety -three applicants were obtained from the files of the Personnel Department.
The mean scores of these nine separate scores were computed for the seventy-seven
applicants who were not hired, The same procedure was followed with the scores
of the sixteen applicants who were hired as Psychiatric Aide Trainees. T-tests of
significance were computed to determine the degres of relationship between the
scores of the two groups.

Two criteria of job success were used in assessing the relationship between
test scores and job success. These criferia were derived from Nurses' ratings.

Rank order correlations between the test scores of the fourteen applicants who were
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promoted to the Psychiatric Aide position and one criterion of job success were
compufed. An expectancy table was developed using the Psychologist's ratings
and Nurses' final ratings. Common values wers established for the Psychologist's
ratings, Rank Order ratings, and Nurses® ratings. Product moment correlations

were then computed between these three rafings.

Limitations

The small N of the sample group and the short span of time covered by
the study are two limitations.’

The fact that the test scores were used in the hiring process presents a
possible limitation. To obtain an accurate estimate of the predictive value of
these tests in selecting Psychiatric Aides, the tests shouid be validated on a repre-
sentative group of applicants. This limitation was mitigated somewhat by the fact
that the Personnel Officer did not adhere too closely fo the recommendation of
the Psychologist. Of the hired group, six were rated as being Excelient candi -
dates, seven were rated as being Satisfactory candidates, and three were rated
as being Poor candidates. |

The applicability of the find?nés of this study to institutions outside of
the state of Kansas is limited by the many variables that operate in the selection
and ufilization of ward personnel. For instance, many states fuck a standardized
job description for this position. This makes it difficult to establish o standard
concept as fo whaf constitutes a satisfactory Aide. The variations in pay and
prestige may affect not only the type of individual who is considered to be a satis-

factory Aide, but, may also affect the type and number of applicants availabie
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for the position. These and other facfors entering into the selection of Psychiatric
Aides make it difficult to establish a standard set of cuiting scores applicable to
all institutions.

in Kansas, the position of the Psychiatric Aide is regulated by the State
Civil Service Commission; therefore, the position has a standard job descripﬁon..
In most instances, the findings of this study could be used only as a guide and

any use of these tests in a new setting would probably require a new validity study.



CHAPTER 1V
ANALYSIS OF DATA

This was a study to determine the relationship between the scores made
by applicants on the TMA and the Study of Values and their subsequent success
as Psychiatric Aides in the Parsons State Hospital and Treining Center. There
was a total of ninety-three applicants who were tested durling the period covered
by the study. Of this number, sixteen were hired as Psychiairic Aide Traoinees.
Fifteen of the hired applicants successfully completed the training program and
one did not. In addition, one of the fifteen chose fo enter the armed forces so
that he might complete his military obligations before assuming a position with
the institution.

The one Individual who did not complete the training program was allowed
to terminate his employment voluntarily. This individual, however, was not con=-
sidered fo be satisfactory. His first assignment was on a cottage for girls. Accord-
ing to his Supervisor, his conduct with the patients was not acceptable. He was
moved to a cottage for boys but the Aides with whom he worked reported to the
Supervisor that they did not feel that he was conducting himself as an Aide should.
This unacceptable behavior was discussed with him. Soon after, he terminated his
employment on the basis of being unable fo work nights. The significance of this
individual's failure to adjust to work in the institufional sefting is that no indica-

tion of his problem was observed in his test profiles.
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The first step in the analysis of the data was the compilation of the test
scores made by all ninety~three applicants. This informaticn was obiained from
the files of the Personnel Department. The scores of the hired group were sepa-
rated from the scores of the nonhired group. The scores of both groups were
totaled and the arithmetic means were computed. The t-’resf41 was applied to
the means to determine if there were any significant differences between the two
groups in terms of test scores. The underlying assumptions of the t-test were
acknowledged and satisfied. The results (Table 1) indicated that there were no
significant differences at the .05 level of confidence between the scores of the
two groups of applicants.

The next step in the analysis of the data was the correlation of the test
scores of the hired group and their subsequent ratings as Psychiatric Aides. In
the Parsons institution the criterion of job success is determined by job ratings
made by Nursing Supervisors. The rating scale that is used is provided by the
Personnel Division of the Department of Administration of the State of Kansas
(Appendix A). This rating sheet has seventeen factors on which each employee
may be rafed. Each of the factors is divided into four or five descriptive degrees
denoting various levels of success or acceptability.

The rater is instructed to rate each employee on eight to ten of the factors
which apply to the position. He is also instructed fo mark the four or five factors
which he feels are most important. After he has done this he is instructed to give
the employee a general, overall rating of either Excellent, Very Good, Satisfac-

tory, Fair, or Unsatisfactory.

MEdwards, A., Statistical Methods for the Behavioral Sciences, Rinehart
8 Company, Inc.: New York, 1954, pp. 247-277.
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TABLE {

T-TEST FOR DIFFERENCES BETWEEN SCORES OF THE
HIRED AND NONHIRED APPLICANTS

Scores of the hired applicants (N = 16)

Theoreti~ Eco~ Aesthet- Politi- Reli-

L Q T cal  nomic ic  Social cal gious

X 521 434 1025 601 657 536 706 598 728
% 36.9 27 64 37.6 41  33.6 45.1 37.4 45.5

SD 7.786 B.728 14.87 5.488 4.342 7.823 4.94 4,008 6.4%90

Scores of the nonhired applicants (N = 77)

LX 2572 1966 4538 3079 3004 2724 3297 2914 3505

i

33.4 25,53 58,92 39.98 39.01 35.38 42,82 37.84 45.52
5D 11.534 9.127 19.11 6.137 8.521 11.131 5.772 6.492 7.351

= 449,296 4892 ,908 ,317 323 057 .233 .0231

*Significant at the .05 level of confidence, none of the t values were significant.

The Psychiatric Aide in this setting is initially rated between the third and
the sixth month after employment. After this, ratings are made at least once each
year on the anniversary month of employment. The group being studied was first
rated at the end of their third month on the job; they were rated again at the end
of their sixth month on the job so that they might be considered for a pay increase.

The ratings used in the study were the second ratings received. The writer felt that
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the longer period of time provided the Supervisors with @ more accurate estimate
of the abilities and job performances of the Aides being rated.

Two criteria were used in assessing the predictive validity of the ratings.
Both eriteria were derived from the ratings made by Nursing Supervisors, The
first criterion used was based on the factors which Nursing Supervisors felt were
most important o the job success of the Aide. These were determined by making
a frequency count of the factors marked most imporfant by Nurses on the rating
sheet (Table I). From this information the four factors most frequently chosen
were derived. The descriptive degrees of each of these factors were given
numerical values of one to five. A score of one was considered fo have the
highest value and to be indicative of the highest degree of job success. A score
of five was indicative of the bottom category. The numerical values that each
Aide received on these four factors were tabulated and totaled (Table I1),
Using the mid-point ranking mef|-|c;-d,42 each subject was ranked according to
his total points. The underlying assumptions for this statistical fest were acknow-
ledged and satisfied. The rank whilch was computed denoted the degree of success
that each had obtained in relation to the others in the group (Table 1V).

The Aides were also ranked on the basis of the scores that each had made
on the nine separate scores of the two tests. The rank correiation technique
was then applied to determine the relationship between the scores and job success.

The underlying assumptions for this statistical tool were acknowledged and

42Dif.:rm:>n<:ii, Solomon, Information and Error, Basic Books, Inc.: New Yaork,
1959, p. 241, .

43Edwords, op. cit., p. 193,
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TABLE 11

FACTORS CHOSEN BY NURSING SUPERVISORS AS BEING
MOST IMPORTANT FOR THE JOB SUCCESS
OF THE PSYCHIATRIC AIDE

Factors Selected as
Most Important

Rafers

A B C D E F G H | Total

Quality of Work 4 z 1 1 1 1 1 2 1 14
Quantity of Work 4 1 i [ 8
Cooperativeness 2 T 1 1 ! 6
Attendance 1 1 2
Dependability 1 2 1 1 ] 11 8
initiative L 2
Appearance | 1 1
Care of Equipment 1 i
Organization of Work i 1
Judgment 1 | 3
Relationship to Patients, ete. 4 2 1 1 1 1 1 2 12
Number of Aides rated 4 2 1 1 1 1 1 2 1 14
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TABLE 111

NUMERICAL VALUES OF RATINGS RECEIVED BY SAMPLE GROUP
ON THE FOUR FACTORS CONSIDERED BY NURSING
SUPERVISORS TO BE MOST IMPORTANT

Subjects I f! [i v Total*
A 3 L 4 3 13
B 3 3 3 3 12
c 2 3 4 3 12
D 3 3 4 3 13
E 3 3 3 ] 12
F 3 2 4 3 i2
G 2 3 3 3 11
H 3 2 3 3 1
f 2 3 3 3 i
3 3 3 3 3 12
K 3 3 3 3 12
L 3 3 3 3 12
M 2 3 2 3 10
N 2 3 3 3 11
| - Quality of work, Il - Quantity of work, Hil - Dependability, IV - Relationship
fo patients.
*Aides rated on five point scale: 1 = Excellent, 2 =Very Good, 3 = Satisfactory,

4 = Fair, 5 = Unsatisfactory.
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TABLE IV

DEGREE OF JOB SUCCESS OF EACH SUBJECT
USING MID-POINT RANKING METHOD

Subjects No. Score Rank
M ! 10 1
G, H I, N 4 1] 3.5
C, E K, B 7 12 9
Fo do b A, D 2 13 13.5

satisfied. Only two scales (Table V) had correlations large enough to be con-
sidered important. These were the Religious and the Aesthetic scales on the Study
of Values. This, in itself, was not too unexpecied; however, the fact that the
correlation on the Aesthetic scale was positive and the correlation on the Religious

scale was negative was not expected. On the basis of the rules laid down for

TABLEV

RANK ORDER CORRELATIONS BETWEEN NINE FACTOR SCORES ON
THE TMA AND THE STUDY OF VALUES AND SUCCESS
AS PSYCHIATRIC AIDES { N =14 )

TMA
L Q ' T
107 . 189 -.204

Study of Values

Theorstical Economical  Aesthetic  Political Religious Social

.257 ~0 1 72 619 -.346 -.49] “, 112

e e
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evaluating the scores, the Religious scale had been conceived as a positive
fegture of the test's profile, and the Aesthetic scale had been considered a
negative facior. The correlations on the TMA did not follow the expected
pattern either. The correlations on the Q scale and the L scale were both
positive; however, the correlation on the Q scale was the largest. This was
not expected because the G scale had not been accorded as much weight in
the evaluation of the scores as had the L scale. In faci, o Q score that wos
much higher than an L score on a profile was considered a negative factor even
when the T score was in the desirable range.

The other criterion of job success used in the study was overall ratings
made by Nursing Supervisors. An expectancy table (Table Vi) was constructed
using the ratings made by the Psychologist and the overall ratings given by

Nurses. From this table it was learned that 90 per cent of those who were

TABLE VI

COMPARISON OF FINAL RATINGS MADE GF THE SUBJECTS
BY PSYCHOLOGIST AND NURSES (N = 16)

Ratings by Psychologist  Ratfings by Nurses  Ratings by Psychologist Percentages
Excel. Sat. Poor Unsatis. Excel. Safis. Poor Unsatis.

0 0 0 0 Excellent

0 4 1 0 Very Good | 80 33.33
5 1 ] 0 Satisfactory 83 20 33.33
i 0 0 0  MarginallySatis. 17

0 0 1 0 Fair 33.33
0 0 0 0 Unsatisfactory

0 (2) O 0 Not Rated

) 5(7) 3 0 100 100 100
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rated by the Psychologist as being either Excellent or Satisfactory were subsequently
rated by the Nurses as being either Very Good or Satisfactory, On this besis it
would seem that the Psychologist had done a creditable job of predicting job success
using the test scores. However, of the six applicants who were rated os Excellent,
none received a rating higher than Satisfactory from the Nurses. On the other hand,
five of the eight applicants who had received ratings of Satisfactory or Poor from the
Psychotogist were rated as Very Good by the Nurses.

One factor which might have had some effect on the degree of relationship
between the Psychologist's ratings and the Nurses' ratings is that the Psychologist
did not use the same descriptive ratings used by the Nurses. The Psychologist did
not use a descriptive rating of Very Good between the Excellent and Satisfactory
categories. Had this rating been used, it is possible that some of the applicants
who were rated as Excellent and Satisfactory would have been placed in the Very
Good category. This, in turn, might have increased the amount of agreement
between the ratings of the Psychologist and the Nurses.

The final step in the analysis of the data involved the computation of product
moment correh::ﬁonsd‘4 between the ratings of the Psychologist, the Rank Order
ratings, and the Nurses' overall ratings. The basic assumptions of this statistical
test were acknowledged and satisfied. To make it possible fo compute correlations
between these ratings, common values for the ratings were established. Ratings
of one to four were substifufea for the various numerical and descriptive ratings that
each of the fourteen Aides had received (Table Vil). A rating of one was considered
to be the best or the highest and a rating of four was considered to be the worst or
lowest. Correlations were computed between the Psychologist's ratings and the Rank

Order ratings, between the Psychologist’s ratings and the Nurses' ratings and between

Midem., p. 147,
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TABLE Vil
CONVERSION OF RATINGS TO COMMON VALUES

Ratings by  Converted Rark Order Converted Ratingsby Converted

Subfeets Psychologist Ratings Ratings - Ratings Nurses Ratings
A Safis. 2 13.5 4 Very good ]
B Excel. 1 ? 3 Satisfactory 2
¢ Poor 3 9 3 Satisfactory 2
D Excel. 1 13.5 4 Satisfactory 2
E Excel. 1 ? 3 Satisfactory pi
F Satis. 2 9 3 Satisfactory 2
G Satis. 2 3.5 2 Very good 1
H Excei. 1 3,5 2 Satisfactory 2
I Excel. | 3.5 2 Satisfactory 2
J Poor 3 ? 3 Fair 4
K Satis. 2 9 3 Satisfactory 2
L Excel. 1 9 3 Marginaily 3

satisfactory
M Satis. 2 i ] Very good 1
N Poor 3 3.5 2 Very good ]

the Rank Order ratings, and the Nurses' ratings. The results indicated no significant

relationship between any of the ratings (Table VIIi).
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TABLE VHI
PRODUCT MOMENT CORRELATIONS BETWEEN THE RATINGS

r between Psychologist's ratings and Ronk order ratings -.317
r between Psychologist's ratings and Nurses' ratings -.007

r between Rank order ratings and Nurses' ratings 104




CHAPTER V
SUMMARY, CONCLUSIONS, AND RECOMMENDATIONS

During the past few years there has been a growing recognition of the impor-
tance of the Psychiatric Aide in the successful care and treatment of the mentally
ill and retarded. As the aide position was delegated greater responsibilities, there
was a corresponding increase in the need for qualified individuals to carry out these
new roles. Qualified individuals were not readily available so it became necessary
for institutions to hire and train the kind of personnel needed. This required the
establishment of new fraining programs to provide the Aide with the knowledge
needed to perform the duties of the job. It also required new methods of selection
so that the applicant with the greatest potential of success could be found. This
study has been concerned with the selection aspect of this problem of providing the
institution with the best possible force of Psychiatric Aides.

During much of the history of mental institutions, the pay, prestige, and
working conditions of the Aide position has been so poor thaf the hiring decision
was generally based on availability. As the position increased in importance the
factors of pay, prestige, and working conditions also improved making it possible
for institutions to secure a greater number of applicants. The increased supply of
applicants created a need for more precise tocls of selection in order to discriminate
between the applicants. To meet this need, many institutions inaugurated testing
programs. There are a number of studies in the literature dealing with the use of

psychological tesfs in selecting employees for the Psychiatric Aide position. The

45
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general conclusions of these studies are that psychological tests provide a useful
tool for discriminating between the satisfactory and the unsatisfactory applicant.
However, these studies do nof provide any general conclusions as to the best test
or test battery for selecting the Aide.

The Personnel Department of the Parsons State Hospital and Training Center
has been using psychological tests as part of its selection program for a number of
years. Currently, the TMA and the Study of Values are being used. Although
the twe tests have been used in the Parsons institution since 1960, they have not
been validated for the purpose of selecting Psychiatric Aides. The cutting scores
which have been used were established on the basis of educated guesses. This
study has been an investigation of the validity of the cutting scores as predictors
of job success by the applicants hired as Psychiatric Aides during the period of
July, 1960, to October, 196i. .

All applicants who were evaluated with the tests during the period of 1960
to 1961 are included in the sfudy. A total of ninety~three applicants were tested.
Sixteen of these applicants were hired as Psychiatric Aide Trainees. Fourteen of
the sixteen were subsequently hired as Psychiatric Aides.

In assessing the predictive abilit-y of the two tests, rank order correlations
were computed between the nine scores from the tests and a criterion based on
ratings made by Nursing Supervisoers. Only two scales carrelated with the criterion
sufficiently to be considered important. These were the Religious and the Aesthetic
scales on the Study of Values. The unusual feature of the correlations was that the
correlation on the Religious scale was negatfive and the correlation on the Aesthetic

scale was positive. On the basis of the procedures used to evaluate the test scores,
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these results were not expected, Although the other correlations on the Study
of Values were not large enough to be considered important, they also presented
several reversals from what had been expected.

The correlations on the L and Q scales of the TMA were posifive with the
Q scale having the highest correlation. This again was a reversal from the expec-
ted results because the Q scale had not been given as much weight as the L scale;
in fact, in same instances the Q scale was considered a negative factor.

A further study of the predictive power of the fest scores was made by com-
paring the ratings made by the Psychologist ond the overall ratings of job perfor-
mance given by Nursing Supervisors. The results seem fo indicate that the tesfs
had been relatively useful as predictors of job success. Only two of the fourteen
Aides failed to receive at least a Satisfactory rating from the Nurses. However,
the results of the comparisons also indicate that none of those who had been rated
as Excellent by the Psychologist received faﬁngs of Excellent or Very Good from
their Supervisors. Of those who received the highest ratings of job success, the
largest percentage came from the group who had been rated as Satisfactory by the
Psychologist. On the other hand, the one individual who did not successfully
complete the training program also received a rating of Satisfactary from the Psychol-
ogist.

The product-moment correlations which were developed between the various
ratings used in the study indicated that there was no significant relationship between
the test scores, of ratings based on the scores, and job success as determined by

Nursing Supervisors' ratings.
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Despite this lack of correlation, the selection program has been reiatively
successful. This success has apparently resulted as much from the skill of the
Personnel Officer as from any other factor. The Personnel Officer is not required
to follow the recommendations of the Psychologist. [f there are other factors
which he feels overrule the test results, he is free to ignore the predictive ratings
of the Psychologist. In the case of the hired group, six were rated as Excellent,
five were rated as Satisfactory, and three were rated as Poor on the basis of their
test scores. From this information it is apparent that there are other factors which
the Personnel Officer relies on in making his hiring decisions. This is as it should
be. The tests should only suppiement the other selection tools. However, the
Psychologist's ratings should be accurate enough that the Personnel Officer could
confine his search for Aides to the group of applicants with the highest ratings.
This procedure has evidently not been possible utilizing the present testing and
rating systems.

There are a number of possible reasons for this apparent failure of the testing
program. It is possible that the rating system being used to determine job success
does not provide a reliable criterion. This supposition can be substantiated by the
figures in Table I, which indicate considerable inconsistancy among the Nurses
and even within the same Nurse as to what factors are most important to the success
of the Aide.

Another pessibility is that the TMA and the Study of Values may not be
appropriate for use in selecting Psychiatric Aides. The use of the Study of Values
is particularly questionable. As was indicated in Chapter 1, some writers feel

that the language of the test is too academic for use with the general public.
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Others have indicated that the test appears to be easily faked, a facter which
would greatly reduce its value as a selection tool if proven correct. These are
only opinions, héwever, and have not been substantiated by investigation,

A third possibility is that the rating system used to evaluate the job success
of the Aides is satisfactory but the process used in assessing the scores of the appli-
cant is not valid. This point can be substantiated by the information in Table V,
which indicate that the correlations developed between job success and test scores
did not represent the anticipated resuits. |

A fourth possibility is that all of these factors are present fo some extent in
the systems of selection and rating as they are now being conducted.

These facts enumeraied above indicate that if the use of the two psychological
tests is going to produce any satisfactory results, various facets of the testing and
rating systems must be studied for possible revisions.

The first recommendation is that new cufting scores be established on the
basis of the information derived from this study. It is further recommended that
the Psychologist use the same descriptive ratings thai the Nurses use in rating the
Aides. When a much larger sample of -hired applicants has been secured, correla~
tions can be computed between test scores and job success to see if the new cutting
scores are valid. Particular aftention should be given to the establishment of
cutting scores which will give a finer discrimination between the applicants who
will develop into the best Aides and those who will become Aides of average
ability. it is also recommended that a study be made, in cooperafion with Nursing
Services, of the traits which are most important to the job success of the Aide. An

effort should also be made to establish common definitions for these factors. When
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this has been accomplished, the Nurses should be thoroughly trained in the use of
the rating scale using these common definitions.

If the follow-up study does not provi&e correlaiions which are large enough
to establish valid profiles, the tests should, obviously, be discarded.

The results of this investigation have indicated that the testing program as
it is now being used is not a valid predictor of job success for Psychiatric Aides,
It is recommended that new cutiing scores be established in an attempt to increase
the predictive value of the tests. [t is also recommended that certain efforts be
made fo increase the reliability of the criferion. As these measures are carried
out and increased numbers of hired applicants become available for study, correla-

tions can be computed to measure the validity of the new cutting scores.
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Page 2

Part |

Dingcrions: A number of controversial statements or questions with two alterna-
tive answers are given below. Indicate your personal preferences by writing
appropriate figures in the boxes to the right of each question, Some of the
alternatives may appear equally attractive or unattractive to you. Nevertheless,
please attempt to choose the glternative that is relatively more acceptable tc you.
For each question you have three points that you may distribute in any of the
following combinations.

! z
h

o]

1. If you agree with alternative (a) and dis-
agree with (b), write 3 in the first box and ¢
in the second box, thus

2. If you agree with (b); disagree with (a).
write

3. 1f you have a slight preference for (a) over

i

|

i

i

f

i

i

|

- 'i
{b), write %
b

i
Do not write any combination of numbers except one of these four, There is no
time limit, but do not linger over any one question or statement, and do not leave
out any of the questions unless you find it really impossible to make a decision.

4. 1f you have a slight preference for (b) over
(a). write

S
B L ma—

A —
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. The main object of scientific research should be
the discovery of truth rather than its practical
applications. (a) Yes; (b) Ne.

. Taking the Bible as a whole, one should regard it
from the point of view of its beautitul mythology
and literary style rather than as a spiritual reve-
lation. (a) Yes; {(b) No.

. Which of the following men do you think should
be judged as contributing more to the progress of
mankind? (a) Aristotle; (b) Abraham Lincoln.

. Assuming that you have sufficient ability, would

you prefer to be: (a) a banker; (b) a politician? .

. Do you think it is justifiable for great artists, such
as Beethoven, Wagper and Byron to be selfish
and negligent of the feelings of others? (a) Yes;
(b) No.

. Which of the foliowing branches of study de you
expect ultimately wilt prove more important for
mankind? (a) mathematics; (b) theology.

. Which would you consider the more important
function of modern leaders? (a) to bring about
the accomplishment of practical goals; (b) to en-
courage followers to take a greater interest in the
rights of others.

. When witnessing a gorgeous ceremony (ecclesi-
astical or academic, induction into office, etc.),
are you more impressed: (a) by the color and
pageantry of the occasion itself; (b) by the in-
fluence and strength of the group?

Total
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10.

1%

12.

13.
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13,

16.

Which of these character traits do you consider
the more desirable? (a) high ideals and reves-
ence; (b) unselfishness and sympathy.

If you were a university professor and had the
necessary ability, would you prefer to teach:
(a) poetry; (b) chemistry and physics?

1f you should see the following news items with
headlines of equal size in your morning paper,
which would you read more attentively? (a)
PAOTESTANT LEADERS TO CONSULY ON RECONCILLA-
Ti0N; (b} GREAT IMPROVEMENTS IN MARKET CON-
DITIONS.

Under circomstances similar to those of Question
11?7 (a) SUPREME COUBT RENDERS DEGISION;
(b) NEW SCIENTIFIC THEORY ANNOUNCED.

When you visit a cathedral are you more im-
pressed by a pervading sense of reverence and
worship than by the architectural features and
stained glass? (a) Yes; (b) No.

Assuming that you have sufficient leisure time,
would you prefer to use it: (a) developing your
mastery of a favorite skill; (b) doing volunteer
social or public sexvice work?

At an exposition, do you chiefly like to go to the
buildings where you can see: (a) new manufac-
tured products; (b) scientific {e.g., chemical)
apparatus?

If you had the opportunity, and if nothing of the
kind existed in the community where you live,
would you prefer to found: (a) a debating society
or forum; (b) a classical orchestra?

Totol
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The aim of the churches at the present time
should be: (a) to bring out altruistic and char-
itable tendencies; {b) to encourage spiritual wor-
ship and a sense of communion with the highest.

If you had some time to spend in a waiting room
and there were only two magazines to choose
from, would you prefer: (a) scenmFic cE; (b)
ARTS AND DECORATIONS?

Would you prefer te hear a series of lectures on:
{(a) the comparative merits of the forms of gov-
ernment in Britain and in the United States;
(b) the comparative development of the great
religious faiths?

Which of the following would you consider the
more important function of education? (a) its
preparation for practical achievement and finan-
cial reward; (b) its preparation for participation
in community activities and aiding less fortunate
persons.

Are you more interested in reading accounts of
the lives and works of men such as: (a) Alex-

. ander, Julius Caesar, and Charlemagne; (b)

22.

23.

Aristotle, Socrates, and Kant?

Are our modern industrial and scientific develop--

ments signs of a greater degree of civilization
than those attained by any previous society, the
Greeks, for example? (a) Yes; (b} No.

If you were engaged in an industrial organization
(and assuming salaries to be equal), would you
prefer to work: (a) as a counselor for employees;
{b) in an administrative position?

Total
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24,

25.

26,

27.

28,

29.

30.

Given your choice between two books to read, are
you more likely to select: {a) THE sToRY OF mE-
LIGION IN AMERICA; (h) THE STORY OF INDUSTRY
IN AMERICAP

Would modern society benefit more from: (a)
more concern for the rights and welfare of citi-

zens; (b} greater knowledge of the fundamental
laws of human behavior?

Suppose you were in a position to help raise
standards of living, or to mould public opinion.
Would you prefer to influence: (a) standards of
living; (b) public opinion?

Would you prefer to hear a series of popular lec-
tures on: (a) the progress of social service work

in your part of the country; (b) contemporary
painters?

All the evidence that has been impartially accu-
mulated goes to show that the universe has
evolved to its present state in accordance with
natural principles, so that there is no necessity to
assume a first cause, cosmic purpose, or God

behind it. (a} I agree with this statement; (b) I
disagree, '

In a paper, such as the New York Sunday Times,
arc you more likely to read: (a) the real estate
sections and the account of the stock market;

(b) the section on picture galleries and exhibi-
tions?

Would you consider it more important for your
child to secure training in: (a) religion; (b} ath-
letics?

Total

[ Jammmmmmmem

[ IGESSNESEEEIE L i -

,__D o

[,

____________D,__

[ e I L

s K




59

Page 7

Part il

Dinecrons: Each of the following situations or questions is followed by four
possible attitudes or answers. Arrange these answers in the order of your personal
preference by writing, in the appropriate box at the right, a score of 43,2,0r L

To the statement you prefer most give 4, to the statement that is second most
attractive 3, and so on.

Example: If this were a question and the following statements were alternative

choices you would place:

4 in the box if this statement appeals to you a2
most.

o

3 in the box if this statement appeals to you Eg]
second best.

i
|
{
i
i
]
]
I
1
1
1
|
|
1
!
1

9 in the box if this statement appeals to you
third best.

1
!
You may think of answers which would be preferable from your point of view to
any of those listed. It is necessary, however, that you make your selection frem
the alternatives presented, and arrange all four in order of their desirability,
guessing when your preferences are not distinct, If you find it really impossible

to state your preference, you may omit the question. Be sure not to assign more
than one 4, one 3, etc., for each guestion. ‘

1 in the box if this statement represents your

1

|

I

1

1

1

1

I

]

|

1

|

|

1

1

¥

i

i

]

1

I

i

I

)

1

interest or preference least of all. '}
t
]

i
I
1
1
I
I
1
|
1
|
|
i
|
]
|
|
i
i
1
|
1
|
i
|
[
1
|
i
|
L]
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1. Do you think that a good government should aim

chiefly at—( Remember to give your first choice 4,

atc.)

a. more aid for the poor, sick and old

b. the development of manufacturing and trade

¢. introducing highest ethical principles into its poli-
cies and diplomacy

d. establishing a posifon of prestige and respect
among nations

. In your opinion, can a man who works in business

all the week best spend Sunday in — ;

a. trying to educate himself by reading serious books
b. trying to win at golf, or racing

¢. going to an orchestral concert

d. hearing a really good sermon

. If you could influence the educational policies of

the public schools of some city, would you under-

take —

a. to promote the study and participation in music
and fine arts

b. tostimulate the study of social problems

c. to provide additional laboratory facilities

d. to increase the practical value of courses

Do you prefer a friend (of your own sex)} who —

a. is efficient, industrious and of a practical tum of
mind

b. is seriously interested in thinking out his attitude
toward lite as a whole

¢. possesses qualities of leadership and organizing
ahility :

d. shows artistic and emotional sensitivity

If you lived in a small town and had more than

enough income for your needs, would you pre-

fer to—

a. apply it productively to assist commercial and in-
dustrial development

b. help to advance the activities of local religious
gl‘OUPS

¢. give it for the development of scientific research
in your locality

d. give it to The Family Welfare Society

When you go to the theater, do you, as a rule,
enjoy most—

: gla)ns that treat the lives of great men

5, ballet or similar imaginative performances

; Tlays that have a theme of human suffering and
ove

¢
d. problem plays that argue consistently for some

&

point of view

Total
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Assuming that you are a man with the necessary
ability, and that the salary for each of the follow-
ing occupations is the same, would you prefer to
be a —

a. mathematician

b. sales manager

c. clergyman

d. politician

T you had sufficient leisure and money, would

you preler to —
a. make a collection of fine sculptures or paintings

b. establish a center for the care and training of the '

feeble-minded

¢. aim at a senatorship, or a seat in the Cabinet

d. establish a business or financial enterprise of your
own

At an evening discussion with intimate friends of
your own sex, are you more interested when you
talk about —

the meaning of life

developments in science

literature

socialism and social amelioration

Ao TR

Which of the following would you prefer to do
daring part of your next summer vacation (if your
ability and other conditions would permit) —

a. write and publish an original biological essay or

article !
b, stay in some secluded part of the country where
you can appreciate fine scenery
¢. enter a local tennis or other athletic tournament
d. get experience in some new line of husiness

Do great exploits and adventures of discovery

such as Columbus's, Magellan’s, Byrds and

Amundsen’s seem to you significant because —

a. they represent conquests by man over the difficult
forces of nature

b. they ndd to our knowledge of geography, meteor-
ology, oceanography, etc.

¢, they weld human interests and international feel-
ings throughout the world

d. they contribute each in a small way to en ultimate
vnderstanding of the universe

Totol
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Fage ‘%O ‘

12. Should one guide one’s conduct according to, or

13.

14,

.15

develop one’s chief loyalties toward —

onc’s religious faith

ideals of beauty

one’s occupational organization and associates
ideals of charity

fo e

To what extent do the following famous persons
interest you —

a. Florence Nightingale

b. Napoleen

¢. Henry Ford

d. Galileo

In choosing a wife would you prefer a woman

who — (Women answer the alternative form be-

low)

a. can achieve social prestige, commanding admira-
tion from others

b, likes to help people

¢. is fundamentally spiritual in her attitudes toward
lite

d. is gifted along artistic lines

(For women) Would you prefer a husband

who —

a. is successful in his profession, commandmg ad-
miratbon from others

b. likes to help people

¢. is fundamentally spiritual in his attitudes toward
life

d. is gifted along artistic Jines

Viewing Leonardo da Vinei's picture, “The Last
Supper,” would you tend to think of it —

2. as expressing the highest spiritual aspirations and
emotions

b. as one of the most pnceless and irreplaceable
pictures ever painted

¢. in relation to Lecnardo’s versatility and its place
in history

d. the quintessence of harmony and design

Total
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Page 1 .E

[T I R B T T RO

SCORE SHEET FOR THE STUDY OF VALUES

Dmrctions:
1. First make sure that every question has been answered.
Note: If you have found it impossible to answer all the questions, you may give equal
scores to the alternative answers under each question that has been omitted; thus,
PartI. 1% for each alternative. The sum of the scores for (a) and (b) must always
equal J.

Part I1I. 2% {or each alternative. The sum of the scores for the four alternatives under
cach question must always equal 19.

2. Add the vertical columns of scores on each page and enter the total in the boxes at
the bottom of the page.

3. Transcribe the totals from each of the foregoing pages to the columns below, For each
page enter the total for each column (R, §, T, etc.) in the space that is labeled with
the same letter, Nete that the arder in which tha letters are inserted in the columns
below differs for the various pages.

The sum of the
| By e o ek
Toluls | Theoretical| Econemic Aesthetic Soci_ul_ _Polir.icol Religious | 1,0 Rgure given

: G - i : below.
Part }
Paged | (R} {51 T (X} 4] (Z) 24
Paged | {Z) (¥) (X (T} {S] (R) 24
Page | (X} iR} {Zj {S) (f) i) 21
| Page6 | (s) {X) ) ) 2 m 21
Part i '
Page8 | {Y) in (S} (2) {R) 74} 40
Page$ | (M) T R Y (X () 50
| Page 10| (R) 51 . | m X (Y] {Zi 40
Total 240
Correchion ' e o T W T [ -
Figures +2° =d i 0 P W
Final Tatal 240

4. Add the totals for the six columns. Add or ‘subtract the correction figures as
indicated.

5. Check your work by making sure that the total score for all six eofurnns _equals 240.
(Use the margins for your additions, if you wish.)

6. Plot the scores by marking points on the vertical lines in the graph on the next page.
Draw lines to connect these six points.

. ®In the 1951 Edition these figures were: Theoretical -+3, Soctal —3. "These new
correction figures have been employed in determining the norms in the 1960

manual,
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NAME

Page ‘E 2

Average Male Profile

Average Female Profile

INTERPRETATION

The profile can be best interpreted if the scores obtained are com-
pared with the following ranges. (Detailed norms for college students
and for certain occupations will be found in the Manual of Directions. )

Men

High and iow scores. A score on one of
the values may be considered definitely
high or low if it falls outside the follow-
ing limits. Such scores exceed the range
of 509 of all male scores on that value.

Theoretical 39-49 Social 32-42
Economic 37-48 Political 3847
Aesthetic 99-41 Religious 32-44

Outstandingly high and low scores. A
score on one of the values may be con-
sidered very distinctive if it is higher or

Jower than the following limits. Such

scores fall outside the range of 82% of all
male scores for that value.

Theoretical 34-54  Social 28-47
Eeonomic  32-53 Political 34-52
Aesthetic 2447  Religious 28-51

Women

High ¢nd low scores. A score on one of
the values may be considered definitely
high or low if it falls outside the follow-
ing limits. Such scores exceed the range
of 509 of all female scores on that vaiue.

Theoretical 31-41 Social 37-47
Economic  33-43 Political 34-42
Aesthetic 37-48 Religicus 37-50

Qulstandingly high and low scores. A
score on one of the values may be con-
sidered very distinctive if it is higher or
lower than the following limits. Such
scores fall outside the range of 82% of all
female scores for that value.

Theoretical 26-45 Social 33-51
Economic *~ 28-48  Political 20-46
Aesthetic  31-B4  Religious  31-56

_ DATE
Last Middls Initiol
555 |& Qr Fl:
PROFILE OF VALUES |
1 ]
70 T 70
Hight o 60
50 | 50
A\rerage{ 40 : o d}—{:} ?!-":::‘“"‘i:_: 40
30 | 1 30
Lowd 20 T 120
10 [ f 1o
i J
Theoretical Econom‘lé Aesthetic Social Political Religious
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