DOCUMENT RESUME

ED 083 494 CG 008 325
AUTHOR Pappas, James P.; And Others

TITLE Career Development Symposium.

PUB DATE Sep 72

NOTE 78p.; Paper presented at the American Psychiatric

Association Convention, 2-8 September 1972, Honolulu,
Havwaii; Research and Development Report No. 43

EDRS PRICE MF-%$0.63 HC-$3.29

DESCRIPTORS Aptitude Tests; *Career Choice; *College Students;
Information Seeking; Interest Tests; Minority Groups;
Occupational Choice; #*0Occupational Guidance; Student
Needs; Symposia; *Vocational Development; *Vocational
baturity ‘

ABSTRACT

These programs represent a culmination of efforts
made in the last two years by the staff of the Counseling and
Psychological Services in attempting to develop a series of career
counseling "packages!" designed to meet student needs. The programs
were based on a theoretical rationale suggesting six classes of
factors that influence the career choice process (i.e., change, past
experience, personal characteristics, interest, aptitude, values and
the world of work). Five decision-making steps in career planning
were also stated: identifying the problem, gathering occupational
information, exploring vocational alternatives, selecting,
implementing and evaluating a choice. Given these factors and stages,
the counselors developed multimedia and counseling modules (e.g.,
vocational testing and interpretation, life planning exercises, value
identification, information-seeking behaviors) that were adapted to
specialized client populations. Variants of these modules were
presented to several thousand incoming freshmen, marathon groups, a
career class and minority students. Research instruments to assess
program effectiveness. included measures of information of tae world
of work, vocational maturity, movement towards a career choice and
information-seeking -behaviors. In general, the results suggested
client development in all criteria areas. (Author)
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These papers were presented as a career development symposium at the
American Psychological Association in Honolulu, Hawaii, 1972. The programs
are a culmination of efforts made in the last two years by the staff of.the
Counseling aud Psychological Sefvices (CPS) at the University of Utah. The
following represents an abstract of the sympasium.

Initial movement towards establishing a series of céreer counseling
"packages' occurred as a result of campus survey research éoncerning student
needs conducted by members of the CPS staff. The consistent finding of this
research indicated that the primary perceived need of students was for
effective and extensive career counseling. As a result, the staff of CPS
made their first priority the increased development of such services.

In reviewing the research and theoretical lite:aturé in vocational
psychology and counseling, it was found that there are a variety of elements

in the career decision-making process that interact in the development of- an

- ’

occupationai chqice. Each individual employs.a unique combination of these
elements in the interaction that he experiences in his career development.
Iq summarizing the literature, the staff identified six factors that they

e
;3; as primarily involved with the career choice process. They felt that any
career counseling program must include some attempt at developing an awareness

on the part of the counselee related to these factors and helping him develop

ablitjonal Anformation and integration of these factors into this process,
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The six factors were as followa:;
Chance -~ any situation, event or biological circumstance that happens
to the individual over which he has no control. An example may be a
family.business available for the individual's caveer use.

Past Experience -~ a singular experience or accumulation of background

experiences that provide the individual with iufofmation, talents,
strengths or resources that effect his career choicé. An example may be
a history of family travel that influences his information about the
world. | |

Interest ~ an internal set or disposition towards an object or event;
usually, it ié directional, either positive or negative. An example.
here may be an individual's liking to work with people but not enjoying
outdoor labor.

Aptitudes - a personal trait which facilitates the person's ability to
perform or learn to perfﬁrm a task. An example may be a person's mechan-
ical reasoning ability.

Values - a person's attitudes concerning the ethical and cultural res-
ponses he mékes to his life. For example, an individﬁal may feel that

it is very important ‘to gain prestige and status.

. These first five factors represent characteristics of the individual.

The sikth relates to external factors and is described as follows:

World of Work - inforﬁation'regarding supply and demand, job character-
istics, economic and sociological factors, or labor market analyses re-
lated to wmaking an occupational choice. Am exampie pf this type of
information would be the number of job opportunities for students with

teaching interests.
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These factors then represent the elements that the staff felt were signif-
icant inputs into the career choice process. They further examined decision
theory to identify process steps a person would undertake in effective career A

planning. These were:

(1) Identify the problem ~ during this step, the person identifies the
the goal he wishes to work townrds {(e.g., further'self-exploration as to why
a decision cannot be made, seeling more information about a career).

(2) Gathering appropriate information - the individual develops strategies

for finding and evaluating relisble internal and external sources of informa-

tion.

(3) Exploring the alternatives - the person develops two or three

alternatives related to the occupational choice he wishes to make. . He explores
these alternatives, gathering additional information if necessary and analyzing
their appropriatemess, as to strengths and weaknesses related to his life

situation.

(4) Selecting. and implementing a choice - the individual synthesizes the

personal and external information he has developed and make& a choice con-
cerning an action that will lead him towards an. occupation.

(5) Evaluating the decision -~ this final steﬁ occurs after the client has

initiated action steps towards hls occupational decision. It is én evaluation
of the effectiveness of hig_chqiqg. He has'hopefully,esfablished prior criterion
for_what he perceives wiil be succeésful énd now matches hi§ cufrent experiences
with these criterion to evaluate the results. Should his decision no longer
be congruent with his current goals, he may wish to re-enter the process at
some prior stage. |
o Given these sixlfactors aud five process stages, the CPS staff designed
o counseling components that could be modified and organized in different fashions
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depending on the tize available for counseling, charscteristics of the voun-
selees and setting available. The ccoponents that were invelved to take a
clieant through the process steps and deal with cthe various factorg_iucludud:
(a) a brief discussion, using mulcti-media, to describe the career devalopment
. rationale and‘the strucﬁure of the counseling programs; (d) creaticu of an
expressed interest inventory where counselees could rate theiv {ntevest {u
seven areas (e.g., business, engineering, fine arts) or the use of standardlzod
vocational interest inventories (e.g., SVIB, Kuder DD); (¢) the use ot stan-
dardized aptitude or scholastic ability tes; }esults and their intevpretation;
(d) the use of the Shepherd Life.Planning Exercise (i.e., client places himuelt
on a life development continum‘gnd also deals with the variﬁus roles he plnyQ
in life such as father, student, provider, etc.5; (e) a value scction that
asks the counselee to identify values important to him (e.g., vespounsibility,
helping others, family, prestige and recognition, honest) and also makes a
decision for a hypothetical case client that leads into a discussion about
fhe values that went into a decision; (f) information-éeeking behaviora
(e.g., talking to a professor, working as & retail clerk) with behavioral
contracting potentially available'and (g).fina11y, dévelobing‘action ateps
iy ‘ S
towards making ‘a dgcision.

.‘Tq eyaluate the effectiveness of Ehe épplicdtion of theaé'compénuhtn to
various.éfdups, standardized instruments were chosen or developed thﬁt cuﬁld
be used across the Qarious situatidns. The first of these was the Vocatlonal
Development Inventory (VDI) developed by Crites to assess vocational maturity.
Second, was the Career Activities Survey (CAS), a 22-item behavioral checklint
to assess client information-seeking acéivities. fhird, was the Carecr Aunnenu-

ment Form (CAF), an instrument developed by Goodson, that requested a person
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to rank himself on a scale from 1 to 5, decided to undecided, in relation to
his choice of colleée major or occupation. Two additional instruments that
were available for use included the Career Irnformation Survey (CIS), a 25-item
objective test designed to sample knowledge about career information at the
University of Utah, and a satisfédtion rating scald'coﬁsisting of a series of
likert-type items that ask clients to rate the[effectiveness or satisfaction
‘they achieved in the career planning program.

Three groups of students were chosen to participate in career planning
programs, with the va%ious-components altered to meet their needs. The first
group included 1,700 entering freshmen who participated in a two and one-half
hour career planning workshop.during the summer of 1971. This workshop
utilized almost all the componentsjof thg system but did not have the_oppo;-
tuniLy fof'aéfuéixiﬁ¥8ivement in iﬁformation-seeking behaviors. Thefé vere
significant pre-post differences on the CIS and CAF and satisfaction ratihgs.
This suggested_that the.students had greater information as a result of
participating in the workshop, had moved towards deciding about.a career
_phoice and were relatively satisfided with the experience. For example, almost
ninety percent of the participants rated the workshop as moderate to very help;
ful. There were no pre-post differenées fér this gfoup on the VDI, suggesting
little movemént towards career maturity. It may have been unrealistic to
expect any significant growth to occur in a two and ome-half hour period.

The second adaption of the program components was in developing a marathon
format. Groups of ten students went through three 3-hour sessions conducted
over a ten-day period. This format wasbdeveloped because Aany.counselees ex-
pressed the need to complete the procedure in a relatively shorf period of time

and also because the counselors felt there should be some increased time for

information-seeking. The -evaluation instruments used were tﬁe CAF, VDI and
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CAS. Examination of the pre-post measures indicated significant differences
for the groﬁp on the CAF and CAS, suggesting movement towards making a college
major choice and significant involvement in information-seeking behavior.
Thus, the marathon format, with an intervening period of several days, allowed
students to seek occupatioﬁal information in a way not available in the shorter
workshop. As in the previous group, howéver, there were no changes on the
VDI nggesting that career maturity as measured by that-insﬁrument did not
increase as a result of'this experience.

Finally, adaption of the components was a career development seminar, a
quarter-long‘experienée'for'ﬁhich students received general education credit.
Forty-nine studédts participated in five seminars. Several components were
expénded: the self;exploration aspects and the information-seeking behavior.
In this.latter area, students had potentially five to six week to engage-in
significant‘information-seeking activities; behavioral contractéuwere drawn up
between the participants and instructors to define and facilitate these acti-
vities. Iﬁ:additién'to tesearchiﬁg océupational litefature and interviewing
people in an occupation of interest, the students contracted to participate in
emplcyment.in an intereét area, perform volunteer services, observe people
working in a Yigld and visit prospective employers. Further, '"papers' were
written describing and integrating these experienceé. Again, the VDI, CAS
and CAF were used. ~For this group, all three instruments showed significant

pre-post differences. Students ciearly made some movement towards deciding on
a college major or pccupational choice and were sighificantly involved in
information-seeking |activities. As a result of this longer experience, the
VDI did shoﬁ movement towards greater vocational maturity. :

For the professional reader who wishes to experience a simulation of the

workshop, we have included materials in the appendix which were used during
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~the workshop portion of the symposium presentad at the American Psychological

Association meetings. Working through these materials may facilitate an

understanding of the experimental aspects of the career counseling "package",
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Abstract:

These programs represent a culmination of efforts

made in the last two years by the staff of the
Counseling and Psychological Services in attempting

to develop a series of career counseling 'packages"
designed to meet student needs. The programs were
based on a theoretical rationale suggesting six

classes of factors that influence the career choice
process (i.e., chance, past experience, personal
characteristics, interest, aptitude, values and the
wvorld of work). Five decision-making steps in career
planning were also stated: identifying the problem,

{ gathering occupational information, exploring voca-

i tional alternatives, selecting, implementing and
evaluating a choice. Given these factors end stages,
the counselors developed multimedia and counseling
modules (e.g., vocational testing and interpretation,
life planning exercises, value. identification, informa-
tion-seeking behaviors) that were adapted to specizlied
client populations. Variants of these modules were
presented to several thousand incoming freshmen, marathon
groups, a career class and minority students. Research
i instruments to assess program effectiveness.included
measures of information of the world of work, vocational
maturity, movement towards a career choice and information-
seeking behaviors. In general, the results suggested
client development in all criteria areas.

.

Research and Developmenc Report No. 43
University of Utah Counseling and Psychological Services

(Program presented at the annual convention
of the American Psychological Associatiou,
Honolulu, Hawaii, September, 1972)

E

Aruitoxt provided by Eic:

Ze 00 00F 309



TABLE OF CONTENTS

A Theoretical Rationale for Elements of Developmental
Career COunseling ® o o o 4 s s o e o e o o n.o e o o o o o
Addie Fuhriman

A Career Exploration Workshop for Entering Freshhen e o o 2 s a
Ted Packard

A Career Development '"Marathon" Workshop ., .
' Peter Warshaw '

A Career Development General Education Seminar . . . . .
Kathleen B, Stoddard

A Career Development Workshop for Economically Disadvantaged

Students....-..................-.
Clarke G, Carney ‘

APPENDIX

Participant's Manual, Career Exploration Workshop . . . . « « . &
James P, Pappas !
~ |

Page

1T
24

33

A

61



A THEORETICAL RATIONALE FOR ELEMENTS

OF DEVELOPMENTAL CAREER COUNSELING

Addie Fuhriman

University of Utah

(Paper presented at the 1972 American Psychological Association)
- . d




A THEORETICAL RATIONALE FOR FLEMENTS OF DEVELOPMENTAL CAREER COUNSELING

Addie Fuhriman
University of Utah

There is much agreement that vocational choice is a systematic response
to a decision rather than a chance behavior. The research indicates that
involved in a career decision are a series of social and behavioral events
that interact. An individual continually excludes and includes information
during that interaction until he makes a career decision culminating
erougd early adulthood. A review of the vocational psychology literature
over a span of time begins with the observational era of Parsons, Strong
and Hull, tﬁrough an empiriéal emphasis emerging from the Minnesota point of
view and the beginning of the U.S. Employment SerQice, to a theoretical era
formed by Ginzberg; and,_finall» arrives today at an experimental period
(Crites, 1969?. The study of vocational choice had its beginnings in the
matching of men with jobs, or a differential focus, followed by a new
psychodynamic view and finally a wmerger of the two vocetional viewpoints.

The theoretical basis for the modifiable element approach comes out of
the.vocational development merger. That is, it is based both on differential
and psychodynamic points of view and the assumption Ehat an individual's
vocational choice develops as he grows older. In addition to the theoretical
basis, the modifiable element approach relies upon decision-making theory as
a significant aspect of vocational choice. Depending on this theoretical base
implies that the ideas in the modifiable elemeﬁt approach are not new or
too dissimilar from past approaches. Based on development and decision-making
theory, the uniqueness is in taking the different elements and combining
them to respond to a varied clientele. The combination or interaction of

- the eleﬁents is dependen; upon the individual client. 1In essence,_tben, the
modifiable element approach is not presented for the purpose of selling a

program, but rather to look at the components and the theoretical .basis on
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"(Crites, 1969) of the choice procéss. For example, the factors focus

2
which they stand and use a unique combination of components (both kind and
intensity) depending on client problem and population.

The point of view that is represented in this modifiable element approach
to developmental career counseling focuses on two areas: One, the deyelop-
mental focus of the career choice and the factors that combine to insure a
successful developmental career; and, two, the decision-making aspect and the
sequential steps necessary in order to make an effectiﬁe decision.

Developmental Factors

Life is a series of developmental stages that superimpose and/or inter-
act with oné another. anoughoup each stage there are a series of tasks
required of the individual 1n order for him to accomplish or to work through

that developmental stage in his life. One of the tasks of young adulthood

"is to select a career or formulate career plans. As with life, career devel-

opment is also seen as a continuous process (Ginzberg, 1951) such that
Ehroughout a person's life it is important for him to develop and grow in career
planning. Successful careér development and decision choices are dependent
upon a unique combination of specified factors. Awareness of and knowiedge_
about the individual factors and their subsequent interaction enhances an
individual's career development.

In order for a person to change, grow, and develop, that changé needs to
be done in an orderly or patterned fashion. .Change is more effective when
it is interrelated or integrated to the total growth leading toward predeter-
mined objectives. 1In addition, change needs to proceed in a sequence baséd
upon established principles of a given individual. These same dimensions
of change or criteria of change also apply to the career development factors
and their interaction.

Factors in caree* development respond to a variety of dimersions

on gaining occupational information, understanding one's relationship to
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Interests--~-the rationale for the inclusion of interests in the
six factors is its positive relationship to vocational choice,
either as interests are exprcssed or inventoried.  An

interest is a set or diSpositioc toward an object; usually
it-is.directional either positive or negative. Fcr example,

an individual cay like to work outside, or with people,

or he may like to involve himself with aesthetic experiences.

Aptitudes---the purpose for including these is that once
again, there is a definite, positive relationship between
aptitudes and a person's vocational choice. Any factor which
facilitates the learning of a task--either generally or speci-
fically is an aptitude; Examples of aptitudes are one's

scholastic ability, ability to generate ideas, or work with

" his hands.

Personal Characteristics and Values~--the rationale for. the

inclusion of these as one of the significant cix factors
in career development/ is that they represent the cultural
or sociolcgical theory that is included in a person's
total response to life. They also help to identify the
goals and objectives an individual learns to value.
Personai characteristics and values are a unique pectern
of traits that ténd to identify or discriminate .one person
from another. Examples ma& be an individual's value of
helping others, beicg secure, géiqing presfige or obtéining
an education.

These first five factors are generally an internal

frame of reference. They lead toward an understanding of

the individual--of his self. To some extent, chance and



-,

O

ERIC

Aruitoxt provided by Eic:

Inﬁerests---the rationale for the inclusion of interests in tbe
six factors is its positive relationship to vocational choice,
either as interests are expressed or inventorjed. An

interest is a set or dispositioﬁ toQard an object; usually

it is directional either positive or negative. For example,

an individual may{like to work outside, or with people,

or he may like to involve himself with aesthetic experiences.

Aptitudes-~-the purposé for including these is that once
again, there is a definite, positive relationship between.
aptitudes and a person's vocaﬁional choice. Any factor which
facilitates the learning of a task--either generally or speci-
fically is an aptitude. .Examples of aptitudes are one's
scholastic ébility, ability to generate ideas, or work with
his hands.

Pergonal Characteristics and Values---the rationale for the

I
inclusion of these as one of the significant six factors

in career development is that they represent the cultural
or ;ociological theory that is included in a person's
total response to life. They also help to identify the
goals and objectives an individual learns to value.
Personai characteristics and values are a unique pattern
of traits that tend to identify or discriminate one person
from another. Examples ﬁay be an individual's value of
helping others, being secure, gajining prestige or obtaining
an education.

Phese first five factors are generally an internal
f¥éme.of feferenc;. Theylleaa fgg;rd.én undéféféﬁ&iﬁg of -
the individual--of his self. To some extent, chanée and



past experiences may be externally related as at times
these may refer to family situations or to circumstances

that are external to the individual.

. World of Work---this sixth factor focuses on collecting

information from the external world of the individual. The

rationale for inclusion as one of the factors is that it is

reality based, provides information regarding the supply

and demand for particular occupations and/or skills

required. Any information regarding supply and demand,

job characteristics, occupational planning, or.éducational

planning that centers outside the individual is world of: work

information. Examples would be knowledge about the

potentiql salary of an occupation, courses leading to a

specified major, or job availability.

One of the assumptions underlying Ehe awareness of the six
factors toward successful career development, is.that as life experience:

’increases,.individuals acquire more complete and accurate information
regarding these six factors. This acquisition of knowledge moves one
toward more realistic career choices :hat are based upon a rich, continu-
ous career development prOCéss,
Decision-Making Steps

A consideration in career.choige ard career development is an
individual's ability to make decisions. The point of view in the modifi-
able element approach is that a combination of both the developmental
aspects of a career choice through the‘six factors and one's ability teo
make a decision become important, Individuals make decisions in a variety
of ways-~some make them cautiously, hgﬁitating any time they are approached

. e T E 7. - N
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with a decision: Others make decisions by chance--whatever is taking place

-determines what the decision is, or 'the world happens to them' attitude.

Other individuals make decisions by postponement and often find themselves

. with a decision that is finally made for them because of the lack of alter-

natives. 1In contrast to these methods is a systematic approach to decision-

makiﬁg.
‘As with making a vocational choiqe, there are a number of dimensions
to decision-making. Important dimensions in the decision-making process
are dynamic as opposed to static, or active rather than passive. 1In addition,
the decision ought to héve such utility that it is applicable and/or useful
to the'individual (Edwards, 1966). A systematic approach to decision~
haking insures a more dynamic and utilitarian type of choice, as well as
allows more choice or freedom for fhe individual. A systematic approach
can provide a renewal or generative quality in that the decision-making
steps or the decision-making procedure provides for continual growth or a

continual decision-making process. Interacting with the developmental

" aspect of career choice, systematic decision-making increases the likelihood

of the individual's decision-making and career devélopmeﬁt maintaining a
continuous process. ' i

The systematic decision-making approach uséd in this point of view
identifies five steps (Carney, et al., 1970).

.. Step one: 'Identify the Problem--~the rationale for thié

step being included in a systematic approach is that proper
identification of the problem presents a clear purpose in the mind

of the individual, allows for a more definite goal, and helps
. . |
one to understand the individual's readiness for a career choice or

decision. 1In addition, problem identification-brings a clear choice

~into a cognitive, rational approach thus dealing in some aspect

with che approach-avoidance of the career choice.
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During thislstep, the.counselor'identifies if the
inAiQidual is'lacking in decisioﬁ-making skills, in
information regarding a career, a cpmbinatioﬁ.of these
fwo, or if he is reluctant to implement a choice he has
already made, thus, narrowipg or making more specific

the individual's purpose.

Step two: Gather Appropriate Information--~the purpose of this

step is to provide an information base for a future choice
in order for an individual to have a multiple selection from which
to choose. During this step the individual finds and evalu-

ates reliable internal and external sources of information.

Step three: Explore the Alternatives---the rationale for this

step is that it creates a narrowing process whereby a person
can begin to bring togethgr information in a way that lgads
him toward a decision. It also allows a person to make a
closer connection between the means-end awareneés that is one
dimension of vocational cboice. In exploring alternatives the
individual selects two or three plausible alternat;ves and
detérmines the strengths and weaknesses (both short and long

range) of each one.

Step four: Select and Implement Choice---the purpose of

this step isrfor the indiv;dual to syhtheéize'his material,
begin to create an independénce gfound the vocational choice
issue, and relate his alternatives to his own value system. it
also is a means of making the decision-m;king more active

rather than passive as he begins to act on.his. values in

O
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making his selections. In this step the petson considers the

strengths and weaknesses of the alternatives and selects the

best choice. He also identifies action steps that will set the

choice into operation or will implement the decision.

Step five: Evaluate the Decision---the purpose of this

step is to provide an a priori means of determining
satisfaction and success in avgiven career choice or
career decision. Another purpose is to provide the
renewal or generative quality of thé decisiﬁn-making or
systematic approach: 1if the assessment determines the
choice is successful, the individual moves into adjustment
within a career; if the evaluation is such that the career
choice or decision does not meet the criterion of
success then the individual goes back to one of the first
four s;eps of the decision-making process (gathering
more information, expldring additiénal alternatives,vor
implementing.a different choice). Iv evaluating the deci-
sion, the individual checks to see if after a period cof
time, che_criterion;has been met for success. He also
needs to decide if the action steps of implementation h;ve
taken place.

Cliént Variahles

As mentioned earlier, the purpose of the modifiable element

approach is to present components that when they interact properly
lead to an individual's more successful career development. These
components are dependent upon the way they are mixed and matched.

example,  a number of client variables that would be important to

For
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consider in the use of the components would be the population:

culturally different, education level, age, etc. Where a persoh is
individually may indicate a need f&r a greater emphasis in any one of the
six career development factors. Another_client'variable‘is his ability,
expértise or background in decision-making. A third variable to considef
is the format of presentatioﬁ--wduld it be more effective for the client
to experience the vocational choice process in a group, seminar or
individually?® The combination of the developmental factors and the
decision-making stepé gets its potency not only from the content and
process of these two areas but from their interaction and the format in

which they are presented.
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A CAREER EX?LCRATICH UORKSHO® FOR IENTERING| FRESHIEN

Ted Zackard
University of Utah

Introduction

Early in 1971, staff members of the Counseling lenter at the Univer-
sity of Utah benan designing a brief, self-contained career exploration
workshop to be presented to entering new students during orientation
activities scheduled to be held during the summer of 1971 (finley et al.,
1971) . The workshop was one of several prdgrams developed as part of
an expanding career development emphasis in the Counseling Zenter at the
University of Utah. The need for such expansion had been established
during the prior two years through survey research concerning student
needs aﬁd problems conducted by members of the Jounseling Center staff
r(Heaps et al., 1970; Fuhriman and lappas, 1969) and by an_independent
research team commissioned to survey student needs at the request of the
University adminiszration (Magid, 196¢). A consistent‘finding was that

. educational career planning and decision¥making_was the most frequently

checked concern in all student groups sampled. The need for further

development of vavious career development programs was attested by the

. -
-

additional finding that students perceived the University as providing
only minimal assistance in the area of educetional and career planning.
In brief, the majority of student:s seemed either unaware or unimpressed

" with the academic advisement and the vocational counseling services
available at the institution,

“he Tareer Exploration Workshops described in this paper weve

developed iﬁ response to the surveyed needs of students described above.
The basic purpose of the wérkshbps was to stimulate students in exploring

.
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faztors related to their own successful career development. Selection
of a college major and/or occupational goal was not a desired outcome.
Zoncepts associéted with successful career development were discﬁssed,
relevant personal qualities and factors were initieslly explored, and
important sources of information and other external resources weré.

introduced.

General Description of Jorkshop Format

“Jorkshops were conducted during an eight week period in the summer
of 1971, ‘'The median number of participants at each session was approxi-
mately 40, and almost 1,700 entering students experienced the workshop

by the end of the orientation period. ‘orkshops were scheduled as an

rh

integral part of a day-long orientation and registration program and
were not presented as an optional activity., This partially accounted

for the large proportion of entering students who participated. .

During the two and one-half hour sessions, brief lecture-discussions

were led by a Jounseling Center staff member, overhead projector
transparencies were used extensively, a variety of exercises including'
some fuided fantasies were introduced, and an information manual aboui
the Uhivérsity end related cafeer flelds was presented.

During the summer of 1972 workshops were again held for entering

students with several significant revisions (Finley et al., 1972).

First, the workshops were publicized as optional rather than required,

12

and this reduced the average daily attendance to approximately 18 students.

Logistics partially necessiitated this; however, staff members resbonsible

for the workshops felt that participant motivation and commitment would
be #nhanced by such a voluntary program and that a more meaningful



experience could be had in =2 sﬁaller groué.’ The time allowe:d £for each
workshop was reduced to one and one-half hours, and the smaller group
facilitated covering the same basic content as had been presented during
thé twb ahd one-half hour workshops of the prioﬁ summer. Other changes
ineluded the addition of exercises desisned to stimulate participants

to more closely examine the relationship between personal values and
educational-career goals, and tﬁe "action steps' concluding section was
revised. The section dealing with ACT scores and the prediction of
zcademic success was simplified, and- two guided fantasy exercises that
had asked participants o project themselves ten years into the future
were droppéd. The revisions were basad primarily on participéht evalua-

l

tions of the prior summer's workshops.

Qverview of 1672 Workshop

The workshop begins with a brief welcome and an opportunity for
participants to introduce themselves. The purposes of the workshop and

S ~———— the activities 7o be engaged in are then quickly summarized by the group

1 leader using the transparency you see projected on the screen.
A. Horkshop Turposes:.

1. To become aware of concepts of career development and
career decision making.

2+ To motivate thinking about interest, aptitudes, and
personal values and how they influence decisions.

3. To become aware of career development resources on. the
campus . '

4. To become aware of behaviors and activities that will
facilitate successful carveer development.

B. T%orkshop Activities:

1. Tresentation of a pcint of view. . -
2. Examination of interests and aptitudes.
Q '
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3. Examination of personal values.

»» LExploration of information and resources pertaining to
the world of work and related educational programs.

5. Examination of personal action steps.

L brief illustrated lecture then ensues during which key concepts
from developmental psychology are presented as simply as possible using
illustiative transparenc;es: (1) life is a series of developmental
stages; (2" each stage is characterized by a number of developmental
tasks more highly related to that stage than to any oﬁhers; {3) the stages
overlap and interact in such a manner as to mutually influence each other;
(&) the typical developmental tasks associated with the young adult stage
include the choosing of a iife'mate, the refinement of one's nersonal
identity, working through changing Zamily roles,. and the_formulation and
initial impleﬁentation of career plans; (5) the career development task

is one defined by our society as necessary to achieve maturjity and imple-

-ment oneself into our socio-economic struciure; and (6) career development

is a continuous life long process but one that is heavily emphasized
during adolescence and early adulthood .

.Important factors that influence the céreer-develobment pattern ave
then introduced in the accompanying transparency (i.e., life experiences,
change, personal values, interests, aptitudes and abilities, and the
world of work). Two related considerations are briefly discussed
ihcludigg the concept that an individual's strengths can often compensate
for limitations across the various factors, and that the factors can be

assessed through a variety of procedures including standardized tests

, and inventories, analyses of past performance, self-exploration, etc.

At this point the concepts of compromise and change are introduced

as fundamental processes that underlie the career development process
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for almost al} individuals. Hopefu11y>as life experience increases the
individual acquives more acurate and complete information about himself
and his external world, and his caveer planning énd'decision-making
become more realistic. ‘

After 10 to 1S'minutes.have been spent introduciﬁg the cconcepts in
the poin%-of-view section, the discussion turns to two of the factors
just identified: nameiy, interests and apititudes and their relationship
to career development. Approximately 25 minutes .are speﬁt with this
portion of the workshop. DBirief mention is made of the.research data
supporting a relationship between an individual's interests and career
decision-méking, and participants then spend a féw moments cbmpleting‘an
expressed interest inventory which allows them to begin relating their
own specific interesits to activities, academic areas, and related career
fields, The expressed interest in?entory has the dubious distinction
of possessing high face validity and little else, although some comfdrt
is dériyed,from the :ésearch whicﬁ generally supports the strong relation-
ship between expressed and measured interes”s. The expressed ihterest
inventory contaihs seven scales each of which represents 2 major academic
area available at the Univeréi:y of Utéh (i.e., business, engineering,.
fine arts, etec.). DRepresentative activities for each arez are specifiéd{
related aéademic programs are‘identified, and subsequent caréér areas
are listed, DParticipants siﬁpiy‘rate themselves on.eéch scale as tov
whethef they feel their intevest in that general-area is low, medium,
or high. The interest invehtory is then set aside for a time, and the
general factor of ability is introduced,

Since workshop participants are enitering into an educational

~

experience, specific focus is on scholastic aptitude as defined and

15



predicted from ACT scores and high school grade-point-averaze. The
~-—----, mezning of AT scores is briefly discussed with emphasis on the importance
+ H .
‘Trans. |
-8 £ i i c ari s rather th the iest scor 1 Th redic-
4] of normative comparisons rather than the test scores alone, The predi
tive use of LIT scores, along with high school grades, is discussed
along with a brief explenation of the distinction between measurable and

o

o

| SRS

fTrans.!
| nonmeasurable factors. An 2nalogy is used in indicating that ACT, and

similar measures, is in fact a psychological yardstick that informs the
individual houv "shori'" or '"tall" he or she is in comparison to a refer-

anze giroup. Enough time is ~aken for questions, answers, and discussion
so as to clarify the meaning of such prediztive indexes and to help
participants reject such invalid but frequent questions os 'Did I pass
or fail?",

Participaniis are then asked to turn in their manuzl to the section
containing ACT noims for entering freshmen =% the University of Utah.
There are separate tzbles for seven basic academic areas at the University
plus an undecided group, and the total range of options available fo
enfering freshmen is vepresented. The expresscd interest inventoxry
previously mentioned produces an intevest rating in the same basic seven
ccademi~ areas, and a* the conclusion o7 this exercise students are
asked to relate their intervest vatings to their scholastic performance
predictions znd tc analyze the resulting patterns. At this poini in the
vorkshop the Counseling and Psychological Services agency is mentioned
as a possible resource if stucdents wish to further pursue questions
concerning the meaning and relevénce of their interest and ability
patterns.

The next 20 minutes of the workshop are spent in an attempi to relate

personal values to the career development process. It is noted that

ERIC
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individuals make choices, either implicitly or explicitly, that

‘-

are
significantly related to values held and that often decisions are premised

on values that are either unexamined or unrecognized by the individual.
I“"ans.
{ A list of typical values of young adults is presented, and participants

are asked to identify other values they hold that may not be on the
list. Values projected on the screen include money, independence,
education, opinion of others, responsibility, influence, helping others,

~

family, prestige and “ecognitiou, honesty, creativity, pleasure, control,

ifrans.i

i 14 | and security. Tarticipants then read skeiches of two hyporhetical
students Zaced with the necessity of making cereer decisions. They are
instructed to respond to one of rhe sketches by deciding on a course of
action and then identifying values velated *o that decision. Some
participants are then asked to share their course of action and value

analysis with the group. In the ensuing discussion an attempt is made

to stimulate participants into consicering their own values and possible

| implications for career plamning.

L~};__“j In the next poriion of the workshop ihe focus changes “rom an
exploration of personal qualities and characteristics to an emphasis on
the external world of work end related academic programs. The centrel

ection of the participani's manurl is emphasized at this point and
represents an attempt to provide needed information about available
academiz programs, related occupational areas, and manpower projections.

-———— Detail is sacrificed in order £0 maximize brevity and usefulness. The

" 15a j brief outlines of academic programs include possible majors, listed by

depariment and college, with cross-referenced general catalog page

numbers and also names and campus addresses of academic advisors in each

=
U
(v

i of the major areas represented. A brief statement from the Director of

O
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Tlacement at the University follows the summary from each major azademic

rea outlining the Job market situation as experienced by plgcement

.

m
t

-~

ofificials during the most recent campus recruiting season. “he discussion
leader at this point emphasizes the fact that these remarks renresent

the situvation as it currently exists and that things might be quite
Ai7Zerent in three, four, or five years. Tinally, a listing of jobs
accepted by recent graduates of the Univevsicy of Utah according ﬁo the

ered is presented.

=

‘P

college in which they were rezist
The final section of the workshop, programmed to last gpproximately
20 to 25 minutes, emphasizes decision-making and action steps that

e

individuals may choose o take to facilitate their career development
process. DYarticipants are asked to consider carcer-related decisions
-hey have already made as represented in the transparency 5eing
projected, Ixamples of different styles of decision-making are then
discussed yith the discussion obviously biased in favor of systematic,

i.e., "planful," decisi

on-making as opposed to sityles emphasizing (1}
cauziousness ("I must be sure before I make 2 move."), (2) postponement
('L can alvays make a2 decision later.'), (3. passivity ("'My parents

know best, and besides all my friends are doing it."), and (%) chance
(F'""he world jusi happens to me!''}. At this point, the group leader
notes that there are factors and events in an individual's life which
can be at least partially controlled and that a systematic and rational
approach to decision-making is one way of attempting to increzse one's
influence over his or her own fuiure.
The systema%ic decision~-making model alveady outlined in Dr.

Fuhriman's paper is then presented. The interactive, f{ive-stage model

is summarize? as follows:
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Phase I, Identification of the Problem - Definition of general

coals and identification of factors currently limiting the individual's
career development.

Phase II, Zathering informaiion - Tinding and evaluating reliable

sources of information about self and opportunities available in the

external world.

?hase III, Exploring Alternatives - Tdentifying advantages and
disadventages of an array of possiltle choices.

Thase IV, Selecting and Implementing a Current Choice - Ranking

alternatives and selecting one to be tentatively tested.

~

Phase V, Evaluating the Zhoice -~ Examination of tentative choice

using criteria with emphasis on the fact that evalvation ié a continuous
process, spanning a lifeZime.

The gvoup leader then notes that this or any other model does not
insure a periect decision; howeveir, the model outlines does provide a
systematic way of conceptualizing the decision-making process and
attempting to rationally explore factors involved in choosing. 1In the

discussion that ensues an attempt is made to emphasize that a systematic

.-\

increases the influence the individual has in

,_
"‘.
(n

decision-meking e

=
Fa
o
0
3

decisions which his or her life and also increases the {*robability

)

of decisions beins judged appropriaie using 2 variety of external

}.

Lt this final poinf in the worlishop, participants are agked to make

~

judgment concerning which of ithe Five phases they see *hemselves being

[

most concerned with at this point in their lives. They are then referred
in their manuzl to one of five sets of possible action steps they might

consider, depending on the decision-making phase in which they considex



themselves o be. Yo temple, the individual who indicates he or she
¢l elves o ! Tor example, i tividual wl d tes he or sh

- 18 at the "Exemining Alternatives' stage will turn to the page in the-
l'’rang.
! 22a { participean:'s manual that you now see on the screen. ther action

steps exercises are outlined to correspond with other phases in the
decision-making model, and participants are asked to briefly consider
Ko}

vhat they wish to do in the immediate future in order to facilitate their

educational-career decision-mclking and planning.. The worlishiop concludes

[RN

vith ¢ brief werbal outline of servicesg available at the Counseling ond

Psychological Services on campus end the completion of 2 short evalua-

tion form by the participants.

Evalvation of 'Jorkshops )

>

Jontrary to tradition, at least in many service agencies, a
systematic atiempt was made to evaluate the effects of the workshop
experience offered in ~he summer of 1S71. A similar effort is currently
taking place on the worlkshops o’Fereﬂ during the summer almost ended.
Approximately 1,700 s;uden*s pariticipated in the Jareer Expioration
HJorkshops held during the summer of 1%71. Using a random sampling pwo-

~
cedure, divided betweer pre- and post-workshop time-periods, samples of
responses were drawn én the foliowins variables:

(1) Vocational Development Inventory (Clrites, 1969}.

(2) Career Information Survey - a 25-item objective test desizned
to sample knowledse and informazion specifically presented through the
'workshop'expériénce and judged to possess content validity by the staff
members who developed it.

(3" QCarveer Activities Survey -~ A 22-itemhbehavior checklist,

including one open-ended question asking participants to indicate the

ERIC ‘
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activities -hey had cerried out relatedsto the selection of a ccllege

[}
[

{4y Pavticipant Satisfaction Nating Scale - . series of Lilkert-type,
five-step vating sceles asking participants to rate the workshop on the

dimensions of (a; how helpful it was to them personally, ’‘b) how unde:-

standable the meterials and presentations were, {c) how personally involved

they were in the workshop, and (d} how timely the workshép was for them.
In addition, specific sections of the workshop were rated using the same
basic rating scale.

Since the data was cathered using a pre-post ;andom sampling deéign,
it was poséible £o meke inferences concerning some of. the effects of the
workshop on students who participated. The statistical procedure
employed was a multivariate analysis of variance with the above dimensions
as dependent veriables in the several analyses and with a.pre-post dimen-
sion and a sex diﬁension as independent variables.

There were no significant pre-post differences on the Vocational
Development Inventory. Perhaps it is expecting too much of the VDI
(with all due respecits to Dr. Crites who will soon respond), given a
brief and time-limited experience such as this workshop, to assume that
significani differences should be noted. Cn the Careet Activities
Survey, a similar finding was noted, i.e., there were no differences
between pre- and post-testings, indicating the workshop experience had
no immediate effeci in increasing participants' carveer decision-making

related behavior. A very significant difference was noted on the lareer

cy of the worlishop experience

)

Information Survey attesting to the effic

in helping participants to learn specific information about the University,

its academic programs, and relzted cerecer resources an possibilities.



Zerticivant -seticfaction retings were quite positive, perticularly

—  in view of the fact thezt participants came on 2 nonvoluntary basis to

} :
i 2.;_
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worlishops held in the summer of 1971. Cov eremple, almost 90 percent

h

of participents vated the workshop a5 being moderately to very helpful.

~

Although the data is not ye# completely anszlyzod for the voluntary and

smallexr group worlkshops held during this current summeyr, pavticipan®

sctisfaction ratings seem to be even nore nositive than the fisures for

+he 1971 workshops.

/n unzelculeted but apprecicted side effect of the Zaveer Explora-
tion Workshops was a positive response from upper administration and

oher inZluencial membexs of the University community whose cumulative

(&)

suppori of student servicze procrams, such as zounselins centers an
servizes, often has & way o? influenzing annucl budgetary decisions.
The administration seemed pleased with the proceedinés, the student
satisfection ratings were generzlly positive as outlined, there was
some evidence to support the assumpiion that the workshops had some

effect on participants, and all of us involved in the developmeni and

implementation of the program felt 5ood enough about the experience as

£

[~

to of stance tc wrevising and repeating the program during

K

er little ves
this current summer. Subsequent evzluation is in process, and hovefully

1f *he progrem is perpzstuated it will be for more substantive reasons

than the typical, "let's do it again because it seemed to work last

22
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A CAREER DEVELOPMENT "MARATHON" WORKSHOP

Peter Warshaw
University of Utah

Since the principles of group psychotherapy and "NTL-style" sensitivity
training were combined into the first marathon in 1963 (Dinges and
Weigel, 19715 the concept of spendiug an exteﬁded period of time with
a éroup of people in brder to produce change or clarify preseﬁt con-
ditions has received marked attentibn.

Traditiénally (if a movement so young could presume to have one)
marathons have been .conducted in order to bring about therapeutic change
in participants via an unstructured process cof interaction(Stoller,

1967, 1968; Bach, 1966; and Mintz, 1967). This paper will describe an

attempt to.utilize the time-massed format of marathon grdups within

the framework of a structured setting designed for a specified purpose,
i.e., to help clarify issues gnd dynamics related to career decisions.

According to several proponenis of the marathon concept, massed
versus spaced cime allows for: a-natural learning‘experienée unencumhered
by interval breaks (Bacﬁ, 1966); reduced time waste through warm-ups
at the beginning of each session {Stoller, 1968); less confinement:
to role expectations (Bach, 1968 as reportéd in Dinges and'Weigel;

1971); and continuity of contact (Aikens, 1971). furthermére, Dies and
Hess (1971) report strong agreement among marathon leaders that group
cohesion is substantially greater than in time-spaced groups. Dinges

and Weigel (1971) cite a number of studies (g.g., Schultz, 1965,
Brownfield, 1965; and Wilkens, 1967) and-infer that cohesion may be at
least partially due to the effect of isolation from the outside world, as
separate from the effects of the marathon group process. Bach (1966)

also indicates.the belief that thé norm of self-exposure is-enhancéd via a

time-massed format.
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Additionally, the marathon format has some practical implications for
those who would have difficulty meeting over an extended period of time
_ (Dinges and Weigel, 1971).

Given these principles, the staff of the University of Utah Ccunseling
Center attempted to utilize a2 time-massed format with career decision-
making. Here the important element was to gather information specifically
abtout paréicipants' personal characteristics, values, interests, aptitudes,
and the world of work (Fuhrim%n, 1972). Factors such as chance and life
exberiences were not discussed.

Initiélly, the workshop was in a two-day format, typically successiye
Saturdays.

Day #l: (5-6 hours)

1. Life planning exercises - modified from Herbert Sheperd's Life
Planning Workshop to integrate more with career choice,

2, A group interpretation of the California Personality Inventogy

( e —
(CP1), previously administered to all group members.

Both the life planning exercisesland the CPI were an attempt to

explore personal characteristics and values and relate them to career

planning.

3. A group interpretation of the Strong Vocational Interest Blank"

(SVIB), previously administered to gﬁoup participants, This and the

general discussion which followed dealt with relating occupational

interests to vocational decision-making.

4. A comparison of participants’ American College Testing (ACT)
scores with mean scores of freshmeA declaring majors in the different

colleges at the University. This was an attempt to explore scholastic

aptitudes,
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5. An introduction fo some of the on and off-campus information.
resources on the world of woxk including written materials, academic
advisors, community comtacts, ecc. It was expected that participants
would spend part of the week between sessions expioring world of
work information.

Day #2: (2-4 hours)

Here the concern was with the kinds c¢f information gathering activities
participants had experienced during the interim week, an exploration of
future activities which would be relevant, and planning tentétivé action
steps to implement'decisions already made. The content, as may be expected,
was much less structured than the previous session.

Based on ‘anecdotal information from both participants and workshop
leaders, there are several streagths to this format. First, the
content responds primarily to those at the ''Gathering Information' stagé of
the decision-making model (Fuhriman, 1972)., Students at other stages are
not served to the same degree. However, since the "Gathering IhférmatiOn”
stage may take a student several Yyears to éomplete, there still is a large
segement of the pppulation to whom that element respounds.

It has been réported in a number of instances that the extended
meeting time does help build grou; cohesion and commitment. The sharing of
concerns helps many students experience relief thar they are not the
only people feeling anxiety over the decision-making process. They also
learn to use others-as resources.

Finally, the relatively short time span from beginning to end of Ehe
workshop is an advantage for those who wish to assimilate a great deal

of information rapidly. This has been a particular concern of many of

‘the alumni who return for assistance and do not have the luxury of an

;extended period of time.
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Modifications

Since its original inception, a number of program modifications have
been made. Most striking is a change in time span. From the original two
session format, the workshop has gone to three three-hour sessions -conducted

| .
over a ten-day period, e.g., Monday, Wednesday and the following Wednesday.
This decision was based on a number of reasons, not the least of which
was counselor convenience. However, anecdotal dafa from participants also
indicated that the first session contained too much information for many
to assimilate at one time, and that the shift from semi-structured life
planning exercises to highly structured test interpretations constituted
a logical transitional change in format. Therefore, the first day now
iﬁcludes the modified life planning exercises; the second, the test interpre-
tation and discussion and the third, decision-making and action steps.

A second modification, based on anecdotal data, was the discontinuation
of group interpretation of the CPI which was viewed as overly threatening
by a number of pafticipants for the limited time period availabie. Personality
testing is ﬁow an individual option for one-to-one consultation with tne work-
shop leader.

Third, there was a growing number of stﬁdents who would register fof
the workshop and not attend. >In order to elicit additional commitment,

a registration fee of $2 was instituted which included scoring cost of

the SVIB as well as refreshments. The "no show" rate has since been
'substantially reduced. Finaily, the Career Life Planning Semiﬁar (Stoddard,
1972) was developed from this workshop.

Program Evaluation

The initial treatment group was primarily a procedural development,

,[}{i(iand a proper evaluation was not initiated. Pre-post measures were taken for

Aruitoxt provided by Eic:
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a sample of University of Utah students for the subsequently modified three-
day sequence.
This sample could be considered somewhat differing from the

University population, as measured by the American College Test (ACT) scores.

These differences are summarized in Table 1, Examination of the téble
suggests that the preliminary group was consistently superior in scholastic
aptitude than the overall freshmen class. This data tends to corroborate
Packard's (1972) findings that students seeking to involve themselves in

these types of workshops typically display greater personal resources,

Table 1

MEANS AND STANDARD DEVIATIONS FOR ACT SUBTEST AND
COMPOSITE SCORES FOR 1968 UNIVERSITY OF UTAH FRESHMEN
AND WORKSHOP SAMPLE

. Social Natural
Sample . English Math Studies Science = Composite
1968 U of U |
freshmen (N = 2412)
Mean‘ 20,16 21.51 22,10 23.09 21.84
S.D. 4,22 6.59 5.64 5.77 4,55
Workshop sample (N =‘18l
Mean 21.00 22.61 24,46 25,62 23.54
5.5, 3.68 4,51 3.79 2.82 3,12

A portion of the sample (N = 10) was obtained from preliminary aata
of a larger research stud&, utilizing this procedure as one of multiple
treatments, that has been submitted for presentatioﬁ elsewhere (Shepherd and
Pappas, 1972),

Assessment was by means of pre-post méésures (Campbell and.Stanley,

o 1963) of the Career Assessment Form (CAF); Vocational Development Inventory

ERIC
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(vp1); and the Career Activities Survey (CAS). The CAF is a choice-
decidedness index (Stoddard, 1972) which app;oximates the 8's position on
the decision-making model (Fuhriman, 1972)-for both college major and occu-
pation. The VDI at;empts to measure vocationgl maturity via.a fifry-item,
true-false format (Stoddard, 1972). The CAS is a behavioral checklist on
which students indicate specific information-seeking actiyities they have
" completed (Stoddard, 1972).

Tables 2 and 3 summarize the results of the pre-post measures. Cor-
Telated t-scores were obtained for the CAf and the VDI. Because of the
ordinal nature of the data generated by thg CAF, the Wiicoxon matched-pairs‘
signed-ranks test (Siegel, 1956).was'administered for both the occupational
and college major scaies.

Examinatibn of these tables indicate that the p;e-post measures for
the CAF and the CAS were significantly differenﬁ. There were no significént
differences for the VDI.

Table 2

MEANS, STANDARD DEVIATIONS AND t-VALUES OF
PRE-POST MEASURES OF THE VDI AND THE CAS

_ Pretest Bost test t-valueJ p
X s.D. X S.D.
VDI (N = 8) 36.0 2.92 37.4 3.44 2149 '>.05

CAs (N =18) 7.3 3.73 9.9 .3.78 474 < .01

—
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Table 3

T-VALUES FOR CAF (OCCUPATIONAL) AND CAF (COLLEGE
MAJOR) USING WILCOXON MATCHED-PAIRS SIGNED-RANKS

TEST
CAF T-VALUE p
Occupational (N = 18) 0 £ .01
College Major (N = 18) 3.5 .01

It should be noted that there was no attempt to use a control group
as compared with other treatment in this preliminary study. Therefore,
it can be inferred that the significant increases in information-seeking
behavior (CAS) and decidedness as to college majdr and occupation (CAF)
may be attributable to observational or intervening variables (Stanley &
Campbell, 1963) other than the workshop treatment.

Even though the marathon format has been altered, there is much
feeling that it, as well as the three-day schedule, has merits in future
applications (e.g., Carney, 1972). This type of format may be attempted
in settings where individuals desire to explore information about themselves
and the world of work and require a short time span. Possible ekamples
might be state employment offices, prisons, armed 'service programs such

as Project Transition, and 4-1-4 college calendars,
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Implementation of the elements of developmental carcer ;
counseling within an academic setting is described. The |
ten-week seminar was evalusted pre and post with the VDI i
CAS (an information-seeking checwnlist) and CAF (a choice-
decidedness index). S8ignificant differences were found
on all three instrunents, bur results should be interpretedi
with caution as a control group was not usad. Further, it i
was suggested that the UAS may itself be a treatment and {
g

that movement in the diraction of less decided on the CAF
may also represeni gyro-:h.
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A CAREER DEVELOPMENT GENERAL EDUCATION SEMINAR

-kathleen B. Stoddard
University of Utah

The traditional approach to career counseling.involved individual
‘interpretation of standardized vocational interest profiles. Recent
developments have provided alternatives to this procedure as exemplified
by the workshop previously discussed by Warshaﬁl(1972). This paper
describes the objective impact of career counseling via a quarter-long
quasi~-classroom expgrience. Limited to u.n students, each seminar was
supervised by a staff member'of the University Counseling and Psychological
Services and by a graduate student in counseling psychology. The forty-
nine Ss who pafticipated in the seminars consisted of thirty-eight male
and eleven.female University of Utah students ranging in age from
eighteen to twenty-six (mean of 20.5). Thirty-seven ﬁere freshmen or
sophomores while twelve were juniors or seniors. Their mean Americaﬁ

College Tést (ACT) composite score of 21.68 compared closely to the

average of 22,02 for University freshmen. They were assessed before

and after the seminar with fhe Attitude Scale of the Vocational Development

Inventory (VDI), the Career Activities Survey (CAS), and the Career
Asséssment Form (CAF).

Thé seminar was designed* to provide an option to individual counseiing
and workshops. Objectives were similar to‘those.of O'Hara (1968) and |

Cooley (1969) in that the course represented a formal presentation'of

* by Edwin R. Christensen, Harrold Mallory, Kathleen B. Stoddard and
Peter Warshaw, staff members of the University of Utah.Counseling
@ = and Psycholegicel Services.
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elements of developmental career counséling. Seminar objectives were:

(1) for students to be aware that career development is ablife-
long process in%olving consideration of all facets of personality
environmental constraints not just interests and aptitudes
(Ivey and Morrill, 1968).

(2) to assist students in explofing the elements of careef development
as previously discussed by Fuhriman (1972).

(3) through the life planning exercises, to help students explore
a variety of ways in which they could influence their futures.

(4) to provide experiences in decision-making and goal-setting
through the use of negotiated behavioral contracts (Krumboltz
and Thoresen} 1569).

(5) to legitimize personal developmenf as an educational goal
through the availability of this experience as an academic course,

Description of the Seminar

Figure 1 presents the time séquencing as follows - -

Initial activities, during weeks 1 - &4, involved a group discussion of
4
personal experiences, characteristics and values. Scholastic aptitude

of each student as determined through American Coliege Test (ACT) scores

and grades, vocational interests obtained from interpretation of the

Strong Vocational Interest Blank (SVIB) and the results of the Kuder

Occupational Interest Survey (OIS) were reviewed within the group.

In individual meetings with one of the instructors, additional personal
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FIGURE 1

TIME-SEQUENCING OF THE ELEMENTS OF DEVELOPMENTAL
CAREER COUNSELING AS RELATED TO THE .SEMINAR
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. factors were explored through the Maudsley Persqnalitx Invgn;g;x,(MPI)
and the Personal Orientation Inventory (POI). The individual interview
also provided an opportunity to make referfals for indiﬁidual therapy
when that was appropriate.

Subsequent sessions, weeks & = 5? focuéed on the integration of data
generéted from these instruments (SVIB, OIS, MPI and POI) with individual
life plans, Within the decision-making model, studeﬁts assessed their
progress in career development and their readiness for further movement.
Goal~-setting and implemgntation, weeks 5 -~ 9, emplofed the format of
a behavioral contract (Appendix A) negotiated primarily between each
student and both group'leaders with inputs from other members.‘ Table

1 presents the frequencies of the various contracted activities,
TABLE 1

INDIVIDUAL ACTIVITIES FOR CONTIRACT COMPLETION
(1971-72 academic year)

Type of Activity o Number of Students¥*
(N = 49)

Researched occupational literature 45
Interviewed people working in occupations

of interest 38
Talked with academic advisors : 35
Talked with Placement Center Personnel 18
Visited prospective employers 15
Requested further testing for self-evaluation 9
Went to Utah Employment Security Office 8
Participated in learning skills counseling 5
Obtained employment in interest arez 4
Performed volunteer services 3
Ziiscellaneous (e.g., researched military

alternatives, observed people working ,

in field of interest) 14

w * Students participated in multiple activities
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A group decision was made regarding the frequency and format df
meetings for the folléwing three weeks. During this period, students
who met shared contract activity expmeriences. Some contracts were
re-negotiated. The final class session involved individual disclosurc
to one another of their efforts to complete their contracts, evaluation
of their individual progress in decision-making, and definition of their
future goals. Each student turned in a report (e.g., writtén, tape,
demonstration, chart) based bn these experiences.

Course credit was based on completion of the contract and class
attendaince because of the activity participation format of the seminar.
A credit/no-credit grade structure was chosen to minimize éhe evaluative

aspects of the student/teacher relationship.

Assessment Instiuments

VDI. The VDI was developed by Crites (1965) to show age differences
in resbonse to vocationally oriented inquiries. Response changes are
préédmed to relate to vocational maturity as it is increased by
educational and 'life experiences.

CAS. The CAS is a behavioral checklist developed by Shepherd and
Carney (1971a) based on a study of information-seeking behavior (Krumbbltzv
and Thoresen, 1%64). The purpose-of the instrument is to assess the
number of career-related information-seeking activities in which students
ﬁave participated.-

CAF. The CAF is a choice decidedness index to assess progress iﬁ
making decisions about_céllege majors and occupations (Goodson, 1970;
Shepherd and Carney, 1971b). It‘requests that a person rank himself on

a scale of five from "decided'' (scored one) to "undecided" (scoréd‘fiVe).
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- Analysis of Data

Measures of central tendency and variability were computed for each
variable. Further analysis consisted of.a one-way anal&sis of yariance’
with repeated measures’(Ferguson, 1971) for the pre and post tésts of
the VDI and the CAS. The Wilcoxon matched-pairs signed-ranks test
(Siegal; 1956) was used to evaluate pre and post measures of the CAF
because the data was ordinal aﬁd had a continuous distribution. This
test utilized information about the relative magnitude and ;he direction
of the differences within pairs. . The alpha level of .0l was selected.

FINDINGS

The null hypothesis was rejected. 'As indicated in Table 2, analysis
of variance between pre and post measures of the VDI (F = 23.66; p<.0l)
and the CAS (F = 120.40; p <.01) produced significant differences.
Examination of the data suggested an increase in vocational maturity as
measured by the VDI and greater participation in information-seeking.
activities ag assessed by the CAS.

. TABLE 2

ANALYSES OF VARIANCE OF PRE AND POST MEASURES
OF THE VDI AND THE CAS ‘

Source 8s daf MS F
DI
Between-Subjects 1169.58 43
Within-Subjects , 654.50 73 ,
Treatment 232.37 1 232,37 23,66%
Residual : 422.13 43 9.82
Total 1824.,08 87
cas
"Between-Subjects 706,49 40
Within-Subjects - 758,00 41 :
Treatment 568.98 = 1 568.98 120.40%*
Residual 189.02 40 4.73
Total 1464 ,49 31
* p&.01 '
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Table 3 presents the mean pre and post scores on the VDI aund

the CAS.

TABLE 3

MEAMS AND STANDARD DEVIATIONS OF PRE AND POST
MEASURES OF THE VDI AND THE CAS
Pretest Post test
Standard Standard
Mean Deviation = Mean Deviation

VDI (N = 44) 34,27 3.98 37.52 : 4,55
CAS N = 41). 5.85 3.14 11.12 3.47

Using .the Wilcoxon matched~pairs signed-ranks test on CAF pre and
post assessment of college major, the null hypothesis was rejected
(Z23.7%9 0or 2= -3.79; p<.0l). Exaﬁination of the data suggested
increased deéidedness regording choice of a college major. Based on a-
range from one (decided) to five (undecided), the median pre-assessment
was 3.06 or "I have tentatively thought about these areas as pessible
majofs." The post-response averaged 1.86, or "I have my major choice
narrowed down to tﬁavpossibilities.”

Using the Wilcoxon test on CAF pre and post measurement of
occupation, again the null hypothesis was rejected (Z 2 2.71 or 2< -2.71;
13<;Oi). .Inspection of the data indicated increased decidedness about
occupational choice. Also, based on a range from cne to five about
decidedneés of occupation, the median pre-course response on the CAF
was 3.81l or "I have a hazy understanding as to which general occupations

I could consider."” The post-class response averaged 2,62 or "I have

tentatively thought about these possible occupations.’
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DISCUSSION

These results suggest significant gains for those students partici-'
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pating in the seminar. However, the results must be cautiocusly interpreted

due to the lack of a control or placebo group.
The increase in the number of information-seeking activities as
measured by the CAS was anticipated because one of the goals of the

seminar was to acquaint students with methods .and sources of seeking

occupational information. Also, there is some indication that assessment

with the CAS may itself be a treatment by suggesting the criteria
activitiés to students (Shepherd, 1972). |

The results of the CAF iﬁdicated that the majority of the students
become more decided after the seminar experience, but some students
became less decided. - It is hypothesized that movement toward less
decided is not necessarily regressive but may represent the impact

of additional career information.

SUMMARY

This paper presented an example oif the implementation of the
elements of developmental career counseling within an academic setting.
The ten-week seminar was evaluated pre and post with the VDI, CAS (an
information-seeking checklist) and CAF (a choice-decidedness index).
Significant differences were found on all three instruments, but
results should be interpreted with caution as a control group was not
used. :Further, it was suggestéd that the CAS may itself be a treatment
and that movement in the direction of less decided on the CAF may |

also represent growth.
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A CAREER DEVELOPMENT WORKSHOP FOR
ECOROMICALLY DISADVANTAGED STUDENTS!
Clarke G. Carney

Kansas State University

The increasing diversity and change in American educ;tiou and
labor demand that high schocl andAcollege students learn effective and
efficient methods of haking career decisiens. For a large number of
students these decisions are difficult and confusing, often resulting
in their taking a negative view of themselves and the world around them.
This ie¢ particularly true for economically disadvantaged students- whose
career patterns are shaped by many complex and, oftentimes, competing
social-cultural forces,

Recently, state and federal governmedts have invested & considerable
amountt of their resources in establishing guidance programs to help the
disadvantaged. Several studies (cited by Hansen, 1970) have shown
that many, disadvantaged students are responsive to well-planned structured
pregrams designed te give them informetiod about educational-vocational
opportunities and the process of career development., Despite these
generally favorable findings, however, the question must be asked,

“Why do some disadvantaged jndividuals benefit from educationel?vocational

guidance and others do not?'" The answer to this question has strong

1Based on the author's doctoral dissertation entitled Anxiety in
the Career Decision Process: An Experimental Test of Goodstein's

. Irdecision and Indecisive Constructs, Department of Educational
Psychology, University of Utah, Salt Lake City, Utah, 1972,
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implications for developing and assessing future guidance pfograms
aimed at helping disadvantage individials in making their career
choices, |

Two conceﬁts developed by Goodstein (1965) and expanded by Crites
(1969) may provide the beginnings of an answer to this question,
Goodstein identifies two types of vocationally uncommitted individuals,
The first experiences career indecision., He cannot make a career choice
because he lacks both the appropriate developmental experiences and the
occupational information for making such a decision, Becéuse of social
pressure to make a choice, he may become quite anxious about his inability
to choose a career, Providing him with experience in decision making
and appropriate information should have three consequences: '(1) he will
be able to make a career choice, (2) his high level §f anxiety will be
“reduced, and (3) he should show a substantial gain in his level of
vocafional maturity, In the disadvantaged population he may be seen as
the person who benefits from the types of programs mentioned above,

The second vocationally uncommitted individual is described by Goodstein

as being indecisive. Because of a high level of anxiety associated with

personal-social conflicts, the indecisive person has a difficult time

mgking any decision even though he may possess the information to do so,

His anxiety is attributable to a vériety of competing factors, including for the
disadvantaged individual a confl}ct between the non-competitive values

of his cultural group and the achievement orientation of the broader

society, The.indecisive person will not benefit by an éxposure to relevant

career information. Indeed, such an experience will only serve to make

him more anxious because it will reactivate conflicts associated with
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decisioﬁ making, Accordingly, his low level of vocational maturity

will not be affected by an exposure to relevant occupational inforﬁaﬁion.
Using 8 modification of the experimental design developed by Crites

(1969) and sampling from & population of vocationally undecided high

schoolland coliege students, this investigation was undertaken to evaluate

the‘empirical utility of Goodstein's (1965) indecision and indecisive

constructs. This purpose can be describe by the general question:

"Do the constructs of indecision and indecisiveness adequately describe

disadvgntaged individuals who experience difficulties in making a career

choice?"

Research Des ign

The students were randomly assigned to treatment and no treatment
groups prior to the inig}al teséings. The workshop treatment was
required of all Summer Aid and Neighborhood Youth Corps summer employees
of the Ogden, Utah Officebqf Internal Revenue, including those»who
were voéationally committed prior to the experiment, ' The data for
the vocationally decided students was eliminated from the data pool
before statistical analyses were performed.

Of the remaining twenty-eight students used in this study, four
were Caucasian, fifteen were Mexican-American, one was American Indian,
and eight were Negro, Ten of the students were male and eighteen
were.female.. The grade levels for the-group ranged from high school
- freshman to college sophmore with the median age being eighteen years.

Three inst;uments were used in this stﬁdy. They we?é: (1) the
Career Assessment Form, CAF, (adapted from Goodson's, 1970, Student

Information Sheet), a measure of career decfdedness requiring respondents
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to rate themselves on a continuum ranging from '"no choice'", to
htentative choice”, to "final choice"; (2) the Vocational Development
Inventory, VDI, (Crites, 1965), a measure of vocational maturity;
anq (3) the State-Trait An#iety Inventory, STAI, tSpielbergér et al,
1969), a measure of state anxiety, anxiety associated with specific
transitor& states, and trait anxiety, a general pronenéss to be anxious.

" The University of Utah Counseling Center's Career Development
Workshop for Entering New Students was used as the experimental treatment for
this investigation, During the three hour workshop, the particiéants'were
involved in lectures, exercises, and discussions led by counselors
from the University of Utah Counseling Center and the local State Employ-
ment Security Office, These procedures are designed to give participants
three_typés of information; about the procesé of decision making,
about themselves -~ their interests, abilities, limitations, and
values --, and abﬁut current egucational*vocational :fends in Utah.
The workshop was presented in ;qcﬁ a way that itrwould assist non-college
bound as well as college bound'éludents in actively éxploring and
setting their educational ‘goals,

Dué to the necessity for all students to receive the wbrkshop

treatment and difficulties associated with time committments, a three
groups deslgn that allowed all of the students to receive the workshop
treatment at one time was developed, The resulting design is shown
in Figure 1. As is shown in Figure 1, the tests were administered at
one week intervals, The duration of the experiment from first testing
to final testing was three weeks with the Career Development Workshop

occurring on the same day as the second week's testing. The sequence of

the administration of the different instruments is outlined in Table 1.
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In the design shown in Figure 1 and Table 1 the first group (group 1)
served as a control group. Students in this group were tested on all
measures on two occasions separated by a one week interval, They did not
receive the Career Development Workshop aé part of this investigation.,

The second group (group 2) served as the experimental group. It
received an initial CAF testing during the first week but‘was not tested
on the other measures., Several hours before they received the workshop
treatment during the second week the studeats in this groué were tested
on the VDI and STAI., One week following the workshop students in group 2
were retested on all of the instruments,

The third group (group 3) was used as an additional control group
testing for any reactive or sensitizing effects ghat might have occurred
as a consequence of the initial VDI and STAI testing., Students in
this group were given only the CAF during the first week's testing.

They were not tested during the second week but were tested on all
measures at the third week's testing,

The‘primary limitation of the design used in thig investigation is
that because the groups we?e tested at different iﬁtervals some control
over history and maturation may have been lost. However, in questidning
the stuqents and their supervisors there did not seem to_bé any evidence
to suggest';hat ;hese conditions had differentially affected the
three groups, especially with regard to the type or amount of océupational

information they were exposed to.

Results
‘The first analyéis determined if there were any significant differences
between the three groups in their degree pof career decidedness prior to

ha enperiment, - An ANOV was performed on the students' initial CAF scores,
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The results of this analysis indicated that the groups were not significantiy
different in their degree of career decidedness at the beginning of the
experiment,

The second analysis was the effectiveness of the Career Development
Workshop as a treatment for vocational undecidedness, An ANOV of
student gain scores from initial testing to retest was used in performing
the analysis. The null hypothesis was used in this study because
it was not knowﬁ if a three hour workshop in career planning would produce
any significant changes in the students' levels of career decidedness,
vocational maturity, agd state-and trait-anxiety., In null form, the
hypothesis to be testéd in analyzing student gain scores on the CAF
was stated as follbws:

1. There are no significant differences in the degree of career

decidedness of students who experience the Career Planning
Workshop and those who do not.

The results of the initial and retestings of the three groups
on the CAF are shown in Table 2., The results of the gain score analysis
of this data, shown in Table 3, indicated that although~studénts who
experienced the workshop treatment showed substantially greatep gains
in their degree of career decidedness than students who did not experience
the workshop treatﬁent, the differences between the groups were not
statistically reliable. Thus, null hypothesis one could notmbe
rejected. The data also show that the initial VDI and SfAI testings
did not produce a significant reactive effect on students' scores on
the CAF retest,

The third set of analyses was berformed to test the empirical utility
of the indicision and indecisive constructs, The rationale %n making

Q  these statistical comparisons required that subsequent to exposing
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vocationally undecided students to relevané career planning information,
two outcomes must obtain: First, students in the treated groups
(groups 2 and 3) must show significantly greater gains in their degree
of career decidedness after experiencing the workshop treatment than
students wﬁo did not experience it, If they did not, then changes in
their degree of career decidedness from initial test to retest would
have to be.attributed to fédtors other than the effects of the workshop
treatment. S8econd, within the treated groups there would have to
be some individuals who showed a gain in their degree of career decidedness
and some who did not; Those showing a gain would be persons who had
problems of indecision, buf who were able to resolve them given
appropriate information. Those not showing a gain would be persons
with problems of indecisiveness since they were unable to move in
the dire;tion of making a career decision even though they had relevant
informatiosn, |

The failure to empirically demonstrate the effectiveness of the
Career Dévelopment Workshop as a treatment for vocatianal undecidedness
limits any inferences that can be made from subsequent tests of the
validity of'the indecision and indecisive comstructs, However, on
the basis of the evidence indicating that the groups who received fhé
workshop treatment showed more substantial gains in career decidedness
than the untreated group, it was decided to follow through on the tests
of the indecision and indecisive constructs, Given the limitation
noted above the evidence gathered in this way is regarded as
exploratory rather than definitive,

The small number of students ‘in the experimental group (group 2
of the first analysis) made a statistical comparison of the indecision

Q and indecisive individuals within it unfeasible, On the basis of the
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evidence indicating that né reliable differences existed between the
groups on the CAF retest, the data of groups 2 and 3 -- both of which
had éxperienced.the workshop treétment -~ were pooled to form one
group, Students within the pooled group were then divided into
indecision Egg indecisive groups using the criteria given previously,
"t" tests of differences between the two groups composed in this way
indicated that althéugh the two groups were statistically equivalent
on the initial CAF testing they were statiétically distinct on the
CAF_rete§t. This suggests that the two groups can be viewed as being
reliably different in their degree of,careef decidedness following
an exposure to the workshop treatment, .

Three null hypotheses were tested by "t" tests of differences
between means in comparing the VDI data and STAI data of the indecision
and indecisive groups., The criticalmfegio; for all Fésts of
significance was the ,05 level,

| The first null hypothesis to be tested in this Qay state&:
There are no significant differences in the levels of vocational
maturity of the indecision and indecisive groups. A comparison éff.
the mean scores of the indecision and indecisive groups on the VDI
retest, shown in Table.a, indicated that the direction of the
differences between the two groups in their levels of vocational
maturity was in accordance wit’s Goodstein's (1965) mo&el. However,
thé magnitude of the differénces was ﬁot statistically significant,
Thus, the null hypothesis could not be rejected, In comparing the
standard deviations of the two groups, it appears that the indecision group
was substantially less variable in its levels of vocational maturity than

the indecisive groups,
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The null hyputhesis to be tested in the second comparison stated:
There &re no significant differences in the levels of state anxiety of the
indecisioﬁ and indecisive groups, The data of Table 5 reveals that although
the direction of the differences between the indecision and in&ecisive groups
on the STAIL - state retest conformed to Goodstein's model, the magnitude
of the difference was not statistically reliable, Consequently, the
null hypothesis could not be rejected, As with the VDI, a comparison of
ghe standard deviations of the two groups on the STAI-state indicéted
that the indecision groups showed considerably less Qariability in its
1eve1$,of state anxiety than the indecisive group,

The third null hypothesis stated: Thére are no significant differences
in the levels of trait anxiety of the indecision and indecisive groups.
The results of the "t" test summarized in Table 6 indicate that this
null hypothesis could not be rejected, As with the VDI and STAI-state
data, the direction of the group mean differences was in accordance with
Goodstein's model, however, the magﬁitude'of the differences was not
statistically reliable., Again, the indecision group showed considerably

less variability than the indecisive group.

Discussion
The first segment of this investigation was designed to determine the
effectiveness of the Career Development Workshop as a treatment for
vocational undecidedness in a disadvantaged student population. From
the results of the ANOV of CAF gain scores, it appears that the
Career Development Wérksﬁop-is notlan effective means of treating

vocational undecidedness in a disadvantaged student group.
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Several factors may account for this result, First, the sample
_of ;faaénts in this study cut across a broad range of e&ucat#oéal,
age, racial, and cultural characteristicé. While a sample of this type
may be representative of a broad spectrum of personal characteristics;
its representativeness is also a limitation., There is evidence to suggest
that individuals vary in their degree of career decidedness, vocational
maturity, and state-uand trait anxiety at different age and grade
levels (Crites, 1965; 1969; Spielberger et al, 1971). There is also
evidence indicating that individuals vary in their exposure to
occupational information, work seeking skills, and vocational maturiéy
éccording to their racial-cultufal backgrounds (Boffow, 1966, Blum and
Rossi, }969; Crites, 1971; Hilaski, 1971), |
This suggests that the workshop experience may not have been
developﬁ;ntaily timely for a substantial portion of the students, It
also suggests a need toldevelop a better understanding of the career.
development processes of individuals in different racial and cultural
groupé. Once this new normative data is available we may be able
to make more meaningful assessments-of the effects of differen:
career planning treatments,

,A second concern raised b& this study is that of how the condition
of the workshop presentation affected the motivational set of the studént
participants, The workshop was presented as part of the students'
summer work experience with the possible uonsequenée that they may have
seen their participation as being involuntary., This raises the question
of how individuals respond to such conditions. Do they respond by
active personal involvément or do they view it as a necessary but not

personally relevant part of their work experience? The evidence from
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this investigation suggests a strong neéd to consider these
questions and to take the answers into account in planning future
programs of this type,

Third, as it was presented in this study, the Career Development
Workshop was of a one-shot form. Given the developmental nature of
the career decision process; a more appropriate and effective format
may be a ‘series of workshops conducted oyer a protracted period of
time which take into account the cultural-developmental characteristi;s
of the recipients,

The second segment of this investigation attempted to answer the
general qﬁestion: "Do the constructs of indecision and indecisiveness
adequately describe disadvantaged individuals who experience diffi-
culties in making a career choice?"

None of the statistical cdmparisnns yielded significant differences.
However, close iunspection of the data suggests possiblelmerit—to
the indecision and indecisive constructs when applied to a diverse sample
of vocationally undecided disadvantaged students, +n all comparisons
the direction of the differences between the means of the indecision and
indecisive groups was in the predicted direction. Thus, the trend of the
data conformed to Goodstein’s (1365) model, The indecision group
exhibited greater vocational maturity and less state-and trait-anxiety

than the indecisive group,

On each of the dependent measures, the indecision group showed

e

substantially less variability than the indecisive group, suggesting
that individuals wheo show an increase in their degree of career decidedness
subsequent to experiencing the wcrkshop treatment constitute a more

homogenous group than those who do not shéw such a change. Thus, in
O
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accordance with Goodstein's model, individual; can be diQided into
indecision and indecisive categories zfter an exposu;e to

occupational information, HOWeVer; the differences between the two groups
may be better assessed by pre-post comparisons of differences between
variances than by tests of differences between means at post-test.

These findings indicate that future treatmenfs for vocational
undeéidedness must be oriented toward the'particular needs of the
recipients, 1In some situations, it 1s better to treat the problem
of vocational undecidedness as though it stemmed from infofmation and.
skill deficiéncies. In others, the personal-soéial concerns of the
individual must be dealt with before vocational exploration is undertaken,
What is needed now is a way of determining which form of difficulty
is being experienced prior to treatment rather than after‘tfeatment

as was done in this study,
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\ GROUP ' CONDITION
1st week 2nd week 3rd week

0 0/X

R/ :\\ : éAF / : 0/x 0

X | 0

Figure 1, Three groups design used in this study

Note: The workshop was given on the same day as the
testing for groups 1 and 2

CAF = Career Assessment Form
R = random assignment to groups
0 = test observation
X =

workshop treatment

{

TABLE 1,

. Testing 8equence Used in this Investigation. .

Group 1st Week 2nd Week ‘ 3rd Week
i
1 CAF, VDI, STAI CAF, VDI, STAI
2 CAF VDI, STAI CAF, VDI, STAI

3 CAF ' . CAF, VDI, STAI
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TABLE 2

Data of the Initial and Retestings of Groups
1, 2, and 3 on the Career Assessment Form

Initial Test Retest ’ Difference

Group Condition N X o« N X & (X2-X1)

1  no workshop 11 3.09 0,99 11 3.45  1.16 40,36

2 workshop 7 2,86 1,84 7 3.54 1,40 +0,68

3 workshop 10  2.00 - . 1.00 10 2,80 1.53 +0. 80
TABLE 3

Results of a '"gains'" Analysis Comparing
. Groups 1, 2, and 3 on the CAF,

Source S8 af MS F
Total 40,68 27

Between 1.10 z 0.55 , 0.33%
Within 39. 58 25 1.67 r

o *p)O.ZO.
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TABLE &

Results of a "t" Test of Differences Between the
Indecision and Indecisive Groups on the VDI Retest,

-Group N X . o e
Indecision . = 8 32,63 3.15 0.93%
Indecisive 9 28.89 7.66

*d£=15 -~ P0.15
TABLE 5

Results of a "t" Test of Differences Between the’
Indecision and Indecisive Groups on the STAI-State Retest,

Group N S(- ' o ngn _ i
Indecision 8 ‘ 86.26 6.02 1,46%
Indecisive 9 93,78 © 14.57

*df=15 P>0.10
_TABLE 6

_ Results of a "t" test of Differences Between the
Indecision and Indecisive Groups on the STAI-Trait Retest

9

Group N Hyn
Indecision 8 ' 75. 50 6,60 0.97%
Indecisive _ 9 81,33 16,06

*df=15 P20.15
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MILLIES' ANALGESIC TEST (MAT)

1. APA : Sodom and Gomorrah :: hustling : (a. Mother McKreedy,
b. Hawaii, c. BVD, d. rustling)

2., APA : Division 17 :: AMA : (a. Family Practice, b, Proctology,
c. Podiatry, d. Ophtamology) '

3. Psychotherapy : Career Counseling :: Raquel Welch : (a. Margaret
Rutherford, b. Goldie Hawn, c. Ali McGraw, d, Ruth Buzzi)

4, statistics : research :: pain : (a. drudgery, b. action, c, confusion,
d. sex)

5. theory : counseling +: manure : (a. interpersonal, b. verbal, c, shovel,
d. convention panels)

6. student : teacher :: humble : (a. holy, b. pompous, c. learning,
d. father)

7. truth : theoretical position :: ex cathedra : (a. Ellis, b. Rogers,
c., Freud, d. Dr. Ecclectic) '

8. publishing : perish :: pollb:ion : (a. promotion; b. passion,
c. pwwerty, d. prevention)

9. counselor : Dean of Students :: (a. 1I Lieutenant, b. secretary, c, janitor,
d., cook) : generxal

10, training : performance ::'Hoyle + (a, toil, b. boxing, c. cards.
d. relationship)

See answers and interpretation on attached sheet.
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MAT ANSWERS

2, a,b,c,ord; 3.a,b,c,ord; 4, a, b, c,ord; 5.c; 6. b;

7. a, b, c,ord; 8, a,b,c, ord; 9, a; 10, c; 11, d

If you scored from:

1-2
3 -4
5-6
7 -8
9 - 11

You should think about bartending as a career choice.

You can bLe a counseling psychologist if you can leap a tall building
in a single bound, '

You can be a counséling psychologist if your mother is Spiro Agnew
and you can produce two letters of recommendation saying you are a
"nice" person and like to work with people,

You can be a counseling psychologist if you have been guaranteed a job
as a counselor if you get a degree. To prove you have been promised
the job by your college president ( or ccmmunity mutual health director
or V,A, hospital administrator) you must demonstrate excellent
clerical skills, a losing athletic team or that you were poor at your
previous job,

You can be a counseling psychologist if you can provide a transcript
with a 4.00 GPA in a strong experimental psychology or premedical
curriculum. You are disqualified if you have ever held a job other
than teaching. : :
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PROGRAM INVOLVEMENT INVENTORY

() ( ) 1. T tend to try new procedures rather than discount fﬁem.
¢ ) () 2. I tend to take responsibility for my own learning.
( > ( ) 3. I tend to laugh at my own mistakes.

C ) ) 4, T tend to listen discriminately to what I hear and its
relevancy for me. '

( )Y ( ) 5. I value movement in others and expect it of myself.
( ) ( ) 6. I am willing to take risks in new situations,
( )Y ( ) 7. I tend to devalue non~-research activities.

() () 8. I amwilling to alter my expectancies when I learn others
have different expectations,

( ) ( ) 9. I tend to be an active learner rather than a passive learner.

( ) ( ) 1IN, I am concerned about.finding new approaches to my counseling
tasks.

See answers and interpretation on attached sheet.
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PROGRAM INVOLVEMENT INVENTORY

ANSWERS

1. T; 2. T; 3. T; 4. T; 5. T; 6. T; 7. F; 8. T; 9. T; 10, T

Judge your likely participation in this program as follows:'

10

Perhaps this program is not for you. You may slip
quietly out,

You may be ambivalent about this type of program.
Perhaps you may want to observe,

You are the type who can participate in a program like

‘this, but you may be a little uncomfortable doing it.

Your answers have implied a committment to fully
participating in your own learning in material typical
of that we will present. Thank you for coming.
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ROLE STRIPPING

(1). List, in rank orxder, the three most important (to you) roles or
functions that characterize your activities as a counseling
psychologist (e.g., practicum supervisor, psychotherapist,
vocational researcher).

(2). "Strip" or eliminate the last or bottom role from your life,
Write what losses your would experience, both in activities and
emotional response.

(3) and (4). Repeat the task above for each of the remaining roles.

(3)

(4)
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PERSONAL VALUES

Values: »
Responsibility Pleasure
Prestige Honesty
Knowledge Security
Health Influence
Wealth Nurturance
Security Family
Creativity _ ' ‘Risking
Control

Dr., Harris has just completed his sixth year at Walden College. During
that time he has worked as a counseling psychologist and an associate
professor of psychology. He counsels approximately half of his time and
spends the rest teaching undergraduate courses in personality theory or
supervising counseling interns who have been placed at his center by a nearby
university. Dr, Harris enjoys his situation at Walden. Last year he
received the award for one of the five outstanding faculty members, Also,
the college is in a rural area and has allowed him to develop a varletybof
leisure time activities related to camplng, canoeing and nature photography
which he enjoys a great deal,

Howeveér, several events have occurred recently that may alter his life.
/First, the Counseling Center is to become part of a larger student development
center that will incorporate various functions in addition to counseling (i.e.,!
activities programming, placement, financial aids). The person who has been '
selected to act as administrator for the new center, while a competent manager,
has been primarily functioning in a non-student personnel role and has had
little experience in counseling. How he will restructure the counseling
Tfunctions is unknown at this time. A second set of events include two job
‘joffers. The first of these was extended by a colleague in the English
Department who has recently been made president at a junior college in

jone of the urban areas of the state. This colleague has asked Dr. Harris to
join him as Dean of Students at this college. Because of heavy state
legislature commitment to the junior college concept and numerous federal
grants, the new college is financially healthy and Dr. Harris' salary will

be significantly higher than the one he is currently earning. Another job
opportunity has come from a large community mental health center which has
recently opened a research laboratory in group therapy. They have -asked

Dr. Harris to direct this lab because he has published several texts and
numerous articles in the area of group counseling, This opportunity,

which also affords a substantially greater salary, means that Dr.. Harris
could spend a majority of his time in the type.of research activities he enjoys|
However, it would mean that he would have very little opportunity for actual
counseling or teaching. :
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Suggest what Dr. Harris should do:

Indicate what values this implies:

~List two. professional activities or functions you have performed in‘the
last month (e.g., "I wrote a test report,”" "I presented a paper." "I
read a journal,'") List values represented by or reasons why you valued

those activities,

Activity: ; . Values or Reasons:
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EXPRESSED INTERESTS

For the following four areas, rate yourself as to your
general level of interest in each area, Examples of pos-
sible activities and job titles are presented to help you

in estimating your interests,” You may wish to rate a particu-
lar area high because (1) you feel very strongly about one
activity or job title or (2) you feel you like many of the
activities or job titles,

)
LOW i MODERATE HIGH
I. ADMINISTRATIVE | | 1 1 1 1 1 | | |
INTERESTS 0 10 20 40 50 60 70 80 90 100
ACTIVITIES TITLES i
i
I would like to: _Vice President, Student affairs
(a) promote organizational ; Dean of Students '
' programs | Administrative Director, Community

(b) Make out budgets
(c) interview people
(d) facilitate staff
(e) supervise others
(f) read business or adminis-
trative methods magazines
(g) develop managerial systems
(h) have power and prestige
(i) be responsible for the
work of others

for jobs
morale

Mental Health Center
Manager, Employment Secrity Office
University Examiner
Head, Veterans Counseling and
Testing Activity
Fersonnel Manager
Nean of Continuing Eduation
Assistant Secretary, HEW
Vice-President, Academic Affairs
Head of Division, Qffice of
Education’ '
School Superintendent
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MODERATE ' HIGH

LOW i
II. COQUNSELING | ] ! L | I i 1 L | ]
INTERESTS O 10 20 30 40 50 60 70 80 90 100
ACTIVITIES : . TITLES
I like to: : Vocational Counselor
(a) read case studies Learning Skills Specialist }
(b) write clinical reports ‘Marriage Counselor
(c) work with emotional people Psychotherapist
(d) analyze people’'s motives Schos1 Psychologist o
(e) beécome involved in case Personal Counselor I
conferences Group Leader ?
(f) listen to people's problems Private Practioner :
(g) be involved .in intimate- Clinician 1
relationships ,
-(h) administer and interpret
tests ' '
1. |
!
LOW MODERATE HIGH

TII. RESEARCH 4 4 fi & ¢ . L i (o i
INTERESTS O 10 20 30 40 50 60 70 80 90 100

— t
ACTIVITIES : TITLES :
—
I like to: Statistician ;
(a) study living organisms Experimental Psychopathologist |
(b) engage in scientific hobbies Social Psychologist !
{c) design experiments Epidemiologist :
(d) see velationships between Behavioral Scientist '
people and their environment Job Analysist
(e) make statistical charts Life Scientist
(f) read technical articles Personnel Researcher
(g) tabulate data Learning Theorist
(h) develop experimental Social Scientist
apparatus '
(i) author technical reports
(J) evolve psychological
theories
’ |




IV,

LOW

TEACHING | i ! |

MODERATE

{

HIGH

| L ] |

INTERESTS O 10 20 30

40

50 60 70 80 90

]
100

'ACTIVITIES

TITLES

I like to:

(a) share information

(b) prepare and deliver
lectures

(c) supervise learning
experiences

(d) act as a model

(e) read professional
journals

(£f) lead class discussion

(g) prepare instuctional
materials

(h) develop and grade tests

(i) write educational
articles

Professor

College Teacher
Department Chairman
Learning Coordinator
Instructor

Iv.

If you have indicated high interests. in all the areas, list the

percentage of your time you would like to devote to each

activity,

Area:

Administrations
Counseling
Research
Teaching

Percentage:

%
Y
%
%
100 %

71
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ACTION STEPS

Using some of the data you have gercrated about yourself, establish
a professional goal you would like to reach in the next five years.
dxamples of possible things could include: s

(a) Writing a bouk or article. _

(b) TInitiating a research prnject.

(c) Seeking a new job,

(d) Developing expertise in marriage counseling.

List your goal(s):

Identif s what may be problems, '"roadblocks'" or reasons why it would
be difficult for you to reach this goal: ‘

List a series of potential action steps which would facilitate your
achieving the goal., Vague action steps such as "I will work harder"
are not acceptable, Be specific as to behaviors you will display
(e.g., "Starting fall quarter, I will schedule two hours daily for

a literature review,'").

Evaluate what this goal will mean for the other phases of youl life
situation (e.g., family, leisure time, etc ).

Specify what activities, relationships or contingencies you could develop
that would insure your participation in the action steps moving towards
your goal (e.g., "Each time I write one chapter, I will buy a new golf
club,” "I will ask a collegue to become involved in the project with me,

Vl) .



6.

Indi
cate hcs ydu will evaluate when you have reached your goal
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