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INTRODUCTION

Integrating the Onio Career Development Concept into the curriculuM prompted
the need for effective inservice practices among participating school districts.
The Ohio Career Development Concepts will become realistic only if participating

educators are fully cognizant to these concepts and possess the knowledge and the

;skills to integrate them into their respective educational programs. This document

is purposefully written to provide inservice techniques designed to provide under-

standiLg of the concept. The inservice practices shall. create a means to serve

teachers, administrators and counselors resulting in professional growth and

educational change.

Under the auspices of funds secured through the Educational Personnel
Development Act, the State Department of Education, Division of Vocational
Education, Career Development. Program launched an intensiyg program among its
twenty-four pilot Career Education sites in Ohio during the 1973-1974 school year.

Entitled The Inservice Process Reflection Project, the project' principle objective

was to collect from Ohio's Career Education pilot sites successful inservice
practices and record them for use by interested school districts in the form of

an operational manual. The Inservice Process Reflection Steering Committee was

comprised of five project site directors and two State Department of Education,

Career Education Coordinators: Louis S. Cloak, Willoughby-Eastlake Ci\ty Schools,

Willoughby, Ohio; George Degenhart,'Springfield tity Schools, Springfield, Ohio;

DeRoy Gorham, Lorain City Schools, Lorain, Ohio; Nicholas Topougis, Akron City

Schools, Akron, Ohio; Michael Zockle, Warren City Schools, Warren,-Ohio;

Linda Keilholtz, Career Development. Coordinator, State Department of Education,

Columbus, Ohio and William Nemec, Career Development Coordinator, State

Department of Education, Columbus, Ohio.

Consultation was secured from Anthony F. Gregorc, Assistant Dean, College

of Education, University of Illinois regarding the Inservice Assessment

Instrument; Joseph Qua:mnta, Professor of Education, Ohio State University

regarding the Ohio Career Development Model; Jack Cochran, Associate Professor

of Education, University of Akron and Robert DiGiulio, Associate Professor

of Educat on, Youngstown State University regarding specific Inservice Practices.

The committee collected and reviewed relevant data from Career Education sites

throughout Ohio. The committee conducted a series of workshops wherein the most

outstanding practices were modeled. Upon successful implementation at these

workshops, the practices were incorporated into this operations manual.

The manual has been organized so that veteran as well as new Career

Educators can use it easily. The design of the manual has been predicated

upon the diagnosis - prescriptive technique. Potential inservice candidates

are first administered an instrument which yields information concerning vital

data for the inservice program planner. The instrument and its evaluation kit

9
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is included in the manual in Section II. During the 1973-74 school year, the
instrument was field tested among 6000 Ohio teachers, it has been revised

and organized so that Career Education Inservice Prograr Planners can utilize
it effectively to obtain fundamental data concerning their respective potential

inservice participant populations. Using the Xnservice Assessment Instrument
results as a guide, the new Career Education InserviCe Program Planner can choose
inservice activities from the second part of Section II, of the manual, while
the veteran planner can select appropriate inservice programs or topics from
Section III, which contains a compendium of programs and contact' personnel in
each of the seven developmental areas of the Ohio Career Development Pi.ograi.

Section IV lists outstanding Career Education consultants and Section V provides

suggestions concerning inservice sites.

An appendix includes explanatory materials regarding the Ohio Career
Development Concept .,hich may be helpful. to manual livers in making presentations.

The manual has been )1jlaced in a loose leaf formal; in order to help assure
prompt and efficient updating by the Ohio Career Education Inservice Steering
Committee as necessary. It'is hoped that through its continued use and
revision, it will become a useful tool for all Career Educators.

.1/
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THE OHIO CAREER DEVELOPMENT PROGRAM

The Historz of Ohio's Career Development Program

In the late 1960's the Ohio State-Department of Education, and in

particular the Division of Vocational Education, recognized the need of career

education for the students of Ohio. The Division of Vocational Education

took the initiative in gathering together funds and in stimulating local

support for the design and implementation of career education projects.

After several years of exploring three kinds of career education projects -

'one for students in grades kindergarten through 6, one for junior high school

students in grades 7 and 8, and one for high school students in grades 9 and 10 --

the Division deCided to combine all projects in grades kindergarten through 10

under one umbrella' called the Career Development Program. In the spring of 1972,

thirty-nine school districts submitted proposals to the State foi implementing
articulated Career development programs for grades K-10. The first year of the

Ohio Career Development Program officially began when twenty districts were

selected and started in September, 1972. For the 1972-73 school year these

20 programs involved 128,769 students K -10 which comprised approximately

6 percent of Ohio's public school'student population. In September of 1973,

the Ohio program was expanded to 24 school districts. For the 1974-75 school

year these 24 programs involve 175,100 students which comprises approximately

10 percent of Ohio's public school student! population.

Administration of Ohio's Career Development Program

The Ohio Career Development Program consists of thirty local school

district sites, each of which is under the direction of a local Project

Director (names, addressed etc., can be found in Part III of this Manual).

The State of Ohio, Division of Vocational Education maintains a Career

Development Program staff at the State Department of Education offices,

Columbus, Ohio. Three state Career Education Coordinators are responsible

for the overall organization and implementation of the Career Development

Program throughout Ohio.

In addition to the state staff, a standing committee of eight project

site directors from throughout Ohio comprise the Ohio Career Education Task

Force. This Task Force consists of one chairman and one c'- chairman for each

of the State's four regions. The regions are noted on the following page (3a).

The Task Force Committee organizes sub-committees which deal with inservice,

program support, program guidelines, curriculum development, and organizational,

patterns.

Each of the committees meets periodically and suggests improvements

for the entire Ohio Career Development Program. The Inservice Committee

meets frequently to review the Inservice Procedures Manual, update it,

and maintain distribution of the two interested parties throughout the

State of Ohio and elsewhere.

3



Program Goals

The goal of the Division of Vocational Education, Ohio State Department
of Education is to provide a means of integration of the Career Developmeat
Concept into the curriculum affecting all of Ohio's 2 million students by 1983.

THE ROLE OF EkkECTIVE PROFESSIONAL INSERVICE FOR CAREER EDUCATORS

Traditional Role of Inservice for Educators

An overview of traditional inserviceiprograms reveals a variety of
activities have been conducted basically designed to acquaint teachers w th
current learning trends and teaching innovations_ which affect personal and
student growth. These activities can generally be classified as either
formal or informal, according to the degree of structure and direction involved.

Formal, organized practices include_workshops, staff-faculty meetings,
departmental meetings, administrative i4ternships, consultation with
recognized experts, teacher exchange programs, leave-taking, and involvement
with professional associations such as the Ohio Educational Association or
the American Vocational Association.

Of these activities, the workshop has, by far, become the most popular.
This popularity stems from two r'asons. The first of these is versatility.
Workshops can be organized on a district, city, or countywide basis, thus
providing for well-regulated programs involving a desired number of
participants. Oecondly, although its activities are organized and god- directed,
the workshop atmosphere is liberal, allowing for a greater amount of inter-
action and idea exchange among the participants.-

Staff-faculty and departmental meetings, while confined to particular
schools, serve to introduce new instructional methods ad materials to
teachers. Also, the departmental meeting permits intensive teacher
exchange of ideas, techniques, and methods.

An organized administrative iateraship program introduces the individual
teacher to supervisory and curriculum-planning affairs outside the realm
of normal teaching duties. Similarly, the teacher who experiences a
foreign setting through a teacher exchange program, broadens his total
outlook through his gradual adjustment to that environment.

Finally, lectures and professional associations, utilizing a series
of presentations or conferences, serve to disseminate knowledge of new
methods and materials to educators and administrators.

4
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Among traditional informal practices are travel, independent research,
involvement in extracurricular activities, and enrollment in a continuing
education program at a university level. In each of these areas, selection
of subject matter, organization, and relevancy are contingent upon personal
discretion and zeal. Certain conditions may be stipulated by school authorities
and local tradition but, in general, teachers are free to devise and
implement their own plans. Each,inservice endeavor should become a genuine
learning experience, providing insights which can be relayed to students.

In retrospect, the majority of traditional inservice practices are
designed to develop teacher efficiency within the confines of the classroom
situation.. The potential of Career Education inservice is much broader
than past trad:tional endeavors indicate. Since the Ohio Career Development
Program relates the classrocm.pursuits directly to the World of Work. The

confines of the classroom are no longer the boundaries for teacher inservice'.
Recognition of the surrounding world, its needs and demands, in which the
student will someday be immersed, has provided the stimulus for concerted
and innovative inservice practices. In fact, a matter of his/her own
career education and merging that with the newest research in the areas of
the World of fork. (If this does not happen we will only perpetuate old ways.)

Inservice as Professional Career Education for the Educator

In order to develop an understanding of the World of Work among teachers,
the aforementioned traditional forms of inservice provide a sound foundation
of approaches for the Career Educator. However, in order to create a clear
and thorough understanding, the potential career educator must be aware that
participation in Career Education inservice is, in fact, a matter of his own
Career Education. Through participation as a professional, he is gaining
a firmer identity of his un function, whic) in turn, yields the product of
providing the same firmer identity for his students.

Inservice is a vital ingredient of Educator Career Education, however,
as Harris and Bessent state, "The inservice education program is not only
a tool of progress, it is also a syml,,1 of faith of improvability in the
individual. As such, it is especially unfortunate that these programs, in
practice, often fail to live up to expectations."

Harris and Bessent continue to list the three areas Which most often,
according to their research, contribute to inservice failures. They are

as follows.

"1. Failure to relate inservice program plans to genuine
needs of staff participants.

2. Failure to select appropriate activities for implementing
program plans.

1
Ben M. Harris, Weiland Bessent, et al, Inservice Education: A Guide

to Better Practice (Englewood Cliffs, New Jersey: Prentice -Hall T, p;

0
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Failure to imple,nent inservice program activities with
sufficient staff and other resources'to assure effective-

.

ness."

In an attempt to resolve the traditional failure encountered by inservice

program planners, and in order to make inservice activities meaningful Career

Education experiences for professional educators, the diagnostic - prescrip-

tive technique, was incorporated ).nto the Inservice Prodedures Manual.

The development and inclusion of the Inservice Assessment Instrument as

.part II of the manual enables the Inservice Program Planner to arrange a

program which meets the needs of his population based upon their Career needs

and hopefully solve the .first dilerna posed by Harris and Bessent. In doing

so, the planner can ascertain the cumulative status of his district's educa-

tors and then select from thg manual those activities which are applicable

to his inservice candidates. As a result, the inservice activities can be-

come an integral factor of the Career Education of each participant.

MINSERVICE MANUAL ORGANIZATION ANDsFORMAT

'Definition and Rationale for Each of the Manual's Five Sections

The Inservice Procedure Manual is divided into five major sections.

The first section, "The Ohio Career Development Pfogram and Inservice,"

defines the history and operation of Ohio Career Education efforts. 1n

addition, the program's strong emphasis on inservice as a means of change

through effective inservice is reviewed.

Section two, "Initiation of Effective Inservice for Career Education

Programs," describes the Inservice Assessment Instrument, its administra-

tion and scoring. Based upon the instrument, the section continues to

detail the planning and implementation of an initial inservice activity

for educators who have nohad any previous exposure to the Ohio Career

Development Program. All factors intrinsic to the planning and implementa-

tion of the first inservice activity are provided including methods of

evaluation.

Section three, "Career adication Inservice Development," cites the

five stages of Ohio Career Development and includes a compendium of in-

service activities and outstanding. Career Education practices which may

become topics of inservice meetings. Each activity is described briefly

and information regarding, contact personnel and consultants is given.

2Harris, Bessent, et al., p.5.
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This section will be continously expanded as new inservice activities are
devised by Career Education pilot site personnel throughout Ohio. The

section is designed to provide a broad selection of possible inservice
programs particularly for the veteran Career Education Program Planner.

Section four, "Career Education Experts," alphabetically lists active

Career Educators in Ohio and elsewhere who have demonstrated expertise in

specific areas of Career Education. Each individual's area of expertise
is noted, biographical data is provided, and contact information is given.
The large number of consultants listed should enable the program planner
to select a consultant who will be ably: to effectively assist the planner
in realizing pice-g,k1s of his inservice program.

Section five,'"Career Education Inservice Sites," describes poten-

tial locations for Career Education inservice activities, their advantages
and disadvantages.

An appendix is included which contains reference materials, trans-
parancies, and other data which may be helpful to the local Career
Education Director in making introductory presentations regarding the
Ohio Career Development Program.

Self Utilization Design

Each section of the manual has been arranged to serve as a motivator
for creative inservice and also provide the information, names of resource
persons, and materials to implement effective inservice. The Inservice

Assessment Instrument has been designed for administration and local

evaluation. The results of the Assessment Instrument are inter-related
to the remainder of the manual. Evaluation of the instrument's resulting

data should serve as a guide for the Inservice Program Planner in choosing
program activities, setting, and consultants.

Manual Distribution and Revision

The Ohio Career Development Inservice Procedures Manual is available
to all Career Education pilot sites in Ohio and any other interested

parties.

A standing committee, the Inservice Task Force Subcommittee, will
periodically review the manual and revise it or add to it as they judge

necessary.

7
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THE INSERVICE ASSESSMINT INSTRUMITT

Development of the Instrument

In the summer of 1973, a model of organizing inservice activities
through a diagnostic prescriptive procedure was devised under the auspices

of the Inservice Steering Committee. The need for such a diagnostic tool

grew out of concern that inservice programs tend often not to meet the

expectations and needs of the participants. These failures occur despite

the polling of participants as to the topics they wantel presented,
changing environments of meetings and varying the modes of presentations.
In most cases, there appeared.to be little diagnosis of problems .tor sys-
tematic prescriptive application by incervice program planners.

The authors of the instrument addressed this concern by first attempt.

ing to find variables which affect learning. They identified sixteen

personality-and situational variables. The variables were: age, sex,

educati 1 level, marital status, years of teaching experience, types of4r
non -teat ,ing experience, teaching assignment, residential background, best

performance time-of-day, prefe.red roles played in groups, experiences in
a particular subject area, areas of perceived expertise, meeting management

preferences,preferred modes of learning, preferred relationship needs, and
interest in affective and cognitive learning.

Each of these areas was researched through a review of literature. At

the same time, a twenty-eight item Inservice Assessment Instrument was
developed and field tested among 6000 Ohio educators. After one year of

testing, the Inservice Assessment Instrument was modified to include only

those factors, which at this time, could be translated into meaningful,
interpretations. The factors eliminated were age, sex, educational level

and marital status. While these demographic factors are important for
general knowledge, they did not provide clear directions for inservice.
The revised Instrument reflects these changes in its present sixteen item

design.

Purpose of the Instrument

The Inseivice A-sessment Instrument purports to gather information

about the inservice participons before meetings or workshops are arranged.

It has been designad to meet the needs particularly of Career Education
inservice program planners,

9
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Approach Used

Each question seeks to tap a particular variable from which a
prescription can be drawn. This manual contains a scoring section and

sample prescriptions. The instrument is to be hand scored and the local
Career Education Inservice Planner can translate the results into pre-
scriptions for his potential inservice population.

This instrument is not concerned with topics or themes. It is

primarily aimed toward identifying the reference points of individual
participants and their predispositions toward certain environmental conditions.

THE INSERVSICE ASSESSMENT INSTRUMENT ADMINISTRATION PACKET

Comments to the Director

In administering a self-report inventory such as the Inservice Assess-
ment Instrument (IAI) it is imperative that the teachers, administrators,
counselors, or parents feel that it is worth their time and effort to
complete the instrument. They will be providing information about themselves
which they may consider personal. They therefore must feel comfortable
that the information will be used to their benefit and that they will also
learn some things about themselves. Your personal preparation for intro-
ducing the Instrument must be carefully done in advance. Also answer any

questions frankly and seriously.

The Inservice Assessment Instrument is not a disguised scale for
measuring teaching competency. There are no right, wrong or preferred
answers. The results are not to be used in a way which would be considered
detrimental to anyone.

There is no actual time limit for completing the Instrument, however,
most people finish it within ten minutes.

Specific Directions for Administration of the Inservice Assessment Instrument

A master copy of the Inservice Assessment Instrument is included
in this manual following the specific directions for administering the
Inservice Assessment Instrument. A local director may reproduce as many
copies as needed for administration from the original.

Distribute the Inservice Assessment Instrument.

After the instrument has been distributed, you are ready to begin.

18

10



The following directions are provided as a suggested means of proceeding:

1. Place your name on the appropriate line - first name first.

"The reason for having your name on the Instrument is to permit

us to group people with similar learning styles and similar

experience levels in career education curriculum."

2. Fill in the name of your school.

"One means of grouping is by school unit."

3. Place a check on any line/ which is appropriate for your responses.

Some items will require multiple answers. Some items might re-

\ quire a ranking (1,2,3). Please answer all questions.

4. You may begin.

Collect the Instruments.

Amy

19
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Name

OHIO CAREER DEVELOPMENT PROJECT

Inservice Assessment Instrument

School

This instrument is designed to gather information which can be used to
arrange quality inservice sessions for you. Please respond to each
question by placing a check ) on the appropriate line(s)..

1. Including this year, I have been an educator for:

(a) One year
2 - 5 years

(c) 6 - 10 years
- 15 years

(e) 16 - 20 years
(f) 21 years or more

2. I am currently teaching students in grades:

(a) Primary
(b) Intermediate
(c) 7 - 8
(d) 9 - 10

(e) 11 - 12
(f) Others

3. I have been employed outside of education in the areas of:

(a) Professional
(b) Managerial

(c) Supervisory

(d) Technical
(e) Sales
(f) Clerical
(g) Skilled Trade
(h) Semi-skilled Trade

(i) Unskilled Work
(j) Other (specify)

4. Most of my life I have lived in:

(a) a rural area
(b) a suburban area
(c) an urban area

;ZO
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5. I feel that I perform best in the: \(indicate more than one if appropriate)

(a) Early, 8 - 10 o'clock

(b) Late morning, 10 - 12 o'clock

(c) Early afternoon, 12 - 2 o'clock

(d) Late afternoon,2 - 4 o'clock

(e) Early evening, 4 - 6 o'clock

(f) Night, 6 - 9 O'clock

(g) No specific time

6. When involved in committee or group work, I usually find myself assuming

the role as indicated below: (rank order your responses by placing (1)

beside your most common role, (2) next common, etc.

(a) Leader
(b), Resource person
(c) General participant

(d) Critical reviewer
.(e) Other (specify)

_`7. During the past year, I feel I have been:

(a) Deeply involved in the Career Education Program
Moderately involved in the Career Education Program

(c) Occasionally involved in the Career Education Program

(d) Not involved in the Career Education Program

8. I hayse implemented Career Education in my classroom by; (choose

those which apply)

(a) taking my class on field trips.
(b) presenting guest speakers from the World of Work to my class.

(c) incorporating Career Education objectives into my daily lesson

plans.

(d) using commercial Career Education materials in my classroom
integrating ideas from my school district's Career Education
Curriculum Guide into my classroom activities.

(f) enabling my students to participate in on-the-job experiences.

--(g) revising the subject matter I teach to demonstrate its
relevance to specific career areas.

(h) encouraging my students to investigate their career interests
with a Counselor or Career Education Coordinator.

9. I would most prefer to have assistance from the Career Education
Specialist in the following manner: (state your first preference oja)

(a) The specialist should have an open door policy and be available
at my call.

(b) The specialist should be easily accessible and should visit my

classes occasionally.

(c) The specialist should work continuously with me. We should

be viewed as members of a team.

(d) The specialist should be easily accessible, visit my class
occasionally and hold periodic inservice meetings.

21
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10. With respect to inservice meetings, conferences or workshops, I prefer

to: (indicate as many as are appropriate by using a check -40

(a) follow a well articulated agenda.
(b) follow a compact meeting schedule--very little open or"free

time between sessions.
(c) have opportunities for socializing.

(d) be paid at least for travel and food.

(e) dress casually.
(f) meet away from school.

(g) have attendance as optional.
(h) know the nature of the topic and activities in advance

of the program. 0
(i) avoid overnight lodging even if it is paid.

11. I prefer to attend the inservice function: (indicate those which are

appropriate by using a check)

(a) during school time with a substitute taking my classes.

(b) immediately after school.

(c) in the evening after dinner.
on weekends.

(e) during school time with classes cancelled during the function.

12. I feel I can assume a major role in inservice activities in one or
more of the following areas: (rank order, your first and second choices
only by writing in 1 and 2)

(a) affective education

(b) cognitive education ,

(c) my content area
(d) administration or supervision
(e) guidance and counseling

(f) career education
(g) reading methods
(h) testing
(0 media methods
(j) education for mentally retarded
(k) other

(please indicate)

13. For me to gain further knowledge and understanding of Career Education,
I would use the following approaches (rank order, all six choices by
writing in 1,2,3, etc.)

(a) read books or articles on Career Education which are written
in narrative form.

(b) listen to a recognized lecturer: listen to someone who has

had experience in Career Education.

(c) find a group of people who are willing to share their vision
and experiences with one another in an open discussion.

(d) read sources which give detailed steps of a how-to nature or
give a clear outline of basic ideas with limied narrative.

(e) visit Career Education sites to view the projects in action.

-----(f) gather a few major ideas from any source and try to experi-
ment with them in my classes to see what happens.
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14. To help students to develop a sense of the World of Work my preferential
approaches are to (rank order, all three by writing in 1,2,3)

(a) select ideas and present them to the students.

(b) encourage students to follow their own'interests and
inclination under my supervision.

(c) incorporate student ideas with my own feelings about what

they should know.

15. I believe a teacher should focus on (indicate those which are appro-
priate by a check -0-)

(a) what an individual learns
(b) how a child feels about wanting to learn

how a child feels as he learns
(d) the intellectual processes used by a learner

(e) what a child .feels after he has learned

(f) how a child interrelates with other people;

16. If a career education committee were set up for steering a career
education activity in my district, I would like to be on the committee:

(a) yea
(b) no
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Guidelines for Hand-Scorin6

The Inservice Assessment Instrument Scoring Sheet has been provided

for responses to the Instrument. Utilize the tally method, that is, place
slash marks on the scoring sheet lines as you read the results from the

separate Instruments. The following is offered as a sample:

INSERVICE ASSESSYMT INSTRUMENT SCORING SHEET

1. Years in Education

I (a) One year 11

Totals
2

b 2 - 5 years 111

(c) 6 - lOyears 11

(d) 11 - 15 years 11

(e) 16 - 20 years
(f) 21 years or more 1

23
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2

Retain the Instruments to find the names of people to serve as leaders
(items 6 and 12) for Steering Committee Membership (item 16) and for
identifying names for grouping. The Instrument forms can supply names for

any of your needs.

When you have completed the tallies, turn to sub-section VI: Item

Analysis and Suggested Prescriptions, and to sub-section VII: Prescrip-

tions for Organizing Your Meetings.

Check your tally figures against the suggestions in sub-section VI

and write in proposed prescriptions in sub-section VII.

When this is completed, reflect upon the prescriptions and develop
your strategies on the sub-section VIII forms.

As you will surmise, the prescriptions are limited at this time and
therefore extrapolation must take place on your part. Further research

and feedback from field-testing will increase the prescriptions and make

them more definitive.
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INSERVICE ASSESSMENT INSTRUMENT SCORING SHEET

1. Years in Education

Totals

(a) One year

(b) 2 - 5 years

(c) 6 - 10 years

(d) 11 - 15 years

(e) 16 - 20 years

(1) 21 years or more

2. Teaching Assignment

Totals

(a) Primary

(b) Intermediate 1

(o) 7 - 8

(d) 9 - 10

(e) 11 - 12

(1) Others



3. Employment Experience Outside of Education

Totals

(a) Professional

(b) Managerial

(c) Supervisory

(d) Technical

(e) Sales

(f) Clerical

(g) Skilled Trade
--

(h; Semi-skilled Trade

(i) Unskilled Work

(j) Other (specify)

4. Current Residence

Total

(a) a rural area

(b) a suburban area

(c) an urban area

5. Best Performance Time

Totals

(a) Early morning, 8 - 10 o'clock

(b) Late morning, 10 - 12 o'clock

(c) Early afternoon, 12 - 2 o'clock

18
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Totals

(a) Late afternoon, 2 - 4 o'clock

(e) Early evening, 4 - 6 o'clock

(f) Night, 6 - 9 o'clock

(g) No specific time

6. Prase-I-red Roles'

Totals

(a) Leader

(b) Resource person

(c) General participant

(d) Critical reviewer

(e) Other (specify)

7. Involvement in Career Education

Totals

[(s) Deeply involved in the Career Education Progra

(b) Moderately involved in the Career Education
Program

(c) Occasionally in..-olited in the Career Education
Program

(d) Not involved in the Career Education Program

19



8. Classroom A9tivities Used
ft,

Totals

(a)-

(
taking my class on field trips. i

(b) presenting guest speakers from the World of
Work to my class.

(c) incorporating Career Education objectives into
my daily lesson plan.

(d) using commercial Career Education materials
in my classroom.

(e) integrating ideas from my school district's
Career Education Curriculum Guide into my
classroom activities. ,

(f)

.

enabling my students to participate in on-the-
job experiences.

(g) revising the subject matter I teach to demon-
strate its relevance to specific career areas.

(h) encouraging my students to inveStigate'their
career interests with a Counselor or Career
Education' Coordinator.

r -..

9. Projected Role for Coordinator

'Totals

(a) The specialist should have an open door policy
and be availnble at my call. .

(b) The specialist should be easily accessible
and should visit my classes occasionally.

(c) The specialist should work continuously with me.
We should be viewed as members of a team.

(d) The specialist should be easily accessible, visi
my class occasionally and-hold periodic inner-

meetings.Ivice
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10. Miscellaneous Preferences

Totals

(a) follow a well articulated agenda.

1

I

(b) follow a compact meeting schedule--very little

open or free time between sessions.
I

(c) have opportunities for socializing.

(d) be paid at least for travel and food.
P

(e) dress casually.

(f) meet away from school.

(g) haye- attendance as optional. %

i

,

i

(h)

.

know the nature of the topic and activities in

advance of the program.

i

1 (i) avoid overnight lodging even it it is paid,
;

11. Convenient Times for Meetings.

Totals

[
0.)(a)

-

during school time with a substitute taking

my clasSes.

,
I

I

'

(b) immediately after school.
i

(c) in the evening after dinner.

(d) on weekends.

(e) during school time with classes cancelled

during the function.

1

1

1
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12. Major Roles Yining to Assume

Totals

(a) affective education

(b) cognitive education

(c) my content area

(d) administration or supervision

(e) guidance and counseling

(f) career education

(g) reading methods

(h) testing

(i) media methods

(j) education for mentally retarded c

(k) other

(please indicate)

13:'s1Aveferred Means of Learning

Totals

(a) read books or articles'on Career Education
which are written in narrative form.

(b) listen to a recognized lecturer: listen to
someone who has had experience in Career Education

(c) find a group of people who are willing to share
their vision and experiences'with one another
in an open discussion

(d) read sources which give detailed steps of a how-
to nature or give a clear outline of basic ideas
with limited narrative.
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[(e). visit Career Education sites to view the
projects in action.

Totals

(f) gather a few major ideas from any source
and try to experiment with them in my
classes to see what happens.

14. Approach to Teaching

1.1.
Totals

(a) select ideas and present them to the students

(b) encourage students to follow their own
mig)interests and inclination under supervision

1

(c) incorporate student ideas with my own feelings
about what they should know.

15. Focus of Teaching

Totals

(a) what an individual learns
...,

(b) how a child feels about wanting to learn

(c) how a child feels as he learns

(d) the intellectual processes used by a learner'

(e) what a child feels after he has learned

(f) how a child interrelates with other people

16. Steering Committee Membership

(a) Yes

(b) No
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ITEM ANALYSIS AND SUGGESTED PRESCRIPTIONS

This section of the manual provides you with information about

each item, its purpose for inclusion in the instrument, and some

selected prescriptive possibilities which can be utilized. The

prescriptions come from research and actual field-tested activities.

Though limited at this time, they will be broadened as the use of

the instrument occurs and feedback is received.

32
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Item Analysis and Suggested Prescriptions

Item 1: Years in Education

Purpose:

This item can give cues to willingness to change. In general,

teacher growth and openness is most pronounced between 2 to
10 years of service. First year teachers are often concerned

with survival and are closed. More experienced teachers may
be set in their teaching styles and may be reluctant to trade
their tested approaches for new ones.

z

Prescriptive Possibi ties:

Work with t1 c ge-oriented teachers first. Don't try to

convert at the outset or expect too much from the neophyte.
Also, remember that there are many exceptions to the experience
rule, i.e., some highly experienced people are open while some

with youth are hopelessly closed.

People who are growing are open to new concepts. Be certain

to provide definitions and clear concepts on what Career

Education ilkludes.

For the less experienced teachers, offer specific curricular
activity suggestions. Don't anticipate that they will know

how to integrate Career Education ideas into their teaching.

33
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Item 2: Teaching Assignment

Purpose:

This item provides information for grouping purposes and some

cues to teaching disposition.

Prescriptive Possibilities:

In general grouping by-the sub-items, i.e., primary, intermediate,

etc:, works for sharing specific ideas, conversely, groups should

be balanced if broad K-10 concepts are to be discussed. Rosters

of names can be derived by checking the Instruments.

With respect to teaching disposition, elementary teachers tend

to be more child-centered than secondary school teachers. In-

service activities should reflect these differences.

26
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Item 3: Employment Outside of Education

Purpose:

This item provides two basic sets of data: Information about
the groups hands-on experiences in the World of Work, and a
source clf names of faculty who can serve as resource people
when various areas of work are discussed.

Prescriptive Possibilities:

When setting up discussion groups, balance them in terms of
types of prior work experience, i.e., see that each group
has people with professional, managerial, no experience, etc.
Also, identify some staff members as in-house resource people
who could speak with teachers and students.

27
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Item 4: Residence

Purpose:

This item can provide information about the group's knowledge

of a broad range of job opportunities and cues as to its con-

servatism in regard to some values.

Prescriptive Possibilities:

If rural area scores are high, employ conservative consultants

to share information about city and suburban possibilities.

If suburban area scores are high, secure consultants to talk

about rural and city jobs and concerns.

If urban scores are high, obtain consultants to talk about

rural and suburban job possibilities.

If scores are reasonably balanced, have group members share their

experiences with one another.
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Item 5: Best Performance Time

Purpose:

We have biological time clocks within us which results in peaks
and valleys in our physical efficiency in the afternoon or
evening. Knowledge of when people perform best can result
in meetings being arranged at times when group members are most

alert and receptive.

Prescriptive Possibilities:

Check the tallies to determine the times most people identified
as their peak times. Schedule the meetings then if possible.
Two hburs at peak time can be measurably more effective than
longer periods of exposure at poor times.
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Item 6: Preferred Roles

Purpose:

People play different roles in groups. Their roles vary dependent

upon the nature and purpose of the group. This question asks a

person to identify the role he usually plays.

Knowledge of preferred roles can permit the development of group

rosters with balanced roles,. Leaders can also be identified to 1.atd

the groups. Such.balancing can reduce the chances of a non-prcductive

group forming.

Prescriptive Possibilities:

Check your tallies for,l's and 2's. Compile a list of names with

their first choices and scatter them among groups. Contact a

"leader" and tell him that he is in charge and that the group is

"balanced."



Item 7: Involvement in Career Education

Purpose:

This item provides information as to the feelings of involvement
individuals have had in Career Education. Four levels are
identified; however, three have consequence. People with much
experience are turned-off by basic information. Conversely,

people with limited or no experience do not want theory.

Prescriptive Possibilities:

If a person is deeply involved, his inservice experiences
should be broad and conceptually based. If a person is moder-
ately involved or occasionally involved, his experiences should
be balanced between some concepts and some how-to basic tech-
niques. If a person has no involvement, he will have to be
"sold" on the merits of Career Education and given basic how-to
information and techniques. Select speakers, consultants and
activities carefully.
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Item 8 Classroom Activities

Purpose:

The eight clasSroom activities listed in the question represent
the most common forms of Career Education implementation.
Knowledge of the extent of their use can guide the workshop

experiences. Also, names of individuals who can speak to a

given approach can be taken from the Instrument.

Prescriptive Possibilities:

Check the tallies. If sore forms of implementation have been used
by most teachers, schedule insetvice sessions which expose
them to other forms of implementedon.

Also, groups can be arranged to have people share their approaches

to a particular form. For example, form a group of people who

have all used field trips. Ask them to share their experiences.

(2
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Item 9: Role for Coordinator

Purpose.

People vary in their willingness and ability to work together.
This item provides 'knowledge about the preferred relationships
of individual members to Career Education Coordinators.

Prescriptive Possibilities:

A person who chooses "a" prefer6 a stand-off position on an
"I'll call you, don't call me." He would prefer that you
publicize your work and set up a library of materials, but
stay out of his way.

A person selecting "b" is willing to open his door to coordinators
on occasion. He will work Career Education into curricula if
possible. He will want to know what is available and will ask
the coordinator to work with or teach his class.

A "c" selection will be made by a person who is comfortable
working in concert with a coordinator. He will remain the
teacher but will share with and learn from the coordinator.
A team approach will emerge with a partnership formed.

A "d" response is similar to the 'b" with the addition of a
willingness to go to inservice specialized meetings.

Check the tallies of the staff and anticipate these kinds of
relationships. Establish close ties with the "c" respondents
and reasonable ties with "b" and Al". Their name can be taken
from the instruments. "a" respondents will tax your patience
and seem aloof. Keep them apprised of your activities and
what you can offer them.
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Item 10.: Miscellaneous Preferences

Purpose:

The Instrument identifies nine of the most common complaints

cited by inservice participants. Information from this item

should help produce a program which meets the technical de-
mands of most of the participants.

Prescriptive Possibilities:

Check the tallies and set up your program in concert with the

predominate requests. At your firbt meeting be certain to
inform your audience why the program was arranged as it was.
They will appreciate that you used the inforMation they

provided.

as
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Item 11: Convenient Timu for Meetings

Purpose:

People occasionally view inservice activities as an intrusion
on their personal or professional time. To reduce the feelings
of being imposed upon, this item seeks to identify the preferred
meeting time.

\

Prescriptive Possibilities:

Check tallies and schedule where most preferences are indicated.

a

43

35



Item 12: Major Roles Able to be Assumed

Purpose:

This item can provide a roster of in-house speakers.

Prescriptive Possibilities:

Make a list of people who identify specialties. Ask them
to speak to various groups or serve as one-to-one consultants
within a building or district. Also, share a list of'your
top people with other Directors. Teachers would appreciate
a consultant fee And the recognition afforded by a neighboring
school system.

ff
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Item 13: Means of Learning

Purpose:

We learn through four primary modes direct experience,
discussion and reflection, abstract conceptualization, and
trial and error. Some of us prefer one mode to another
and therefore "tune-out" other ways of learning. This item
seeks to identify preferred/1earning modes to permit programs
to be arranged.

Prescriptive Possibilities:

Look for l's and 2's for each item. These indicate high
preferences for the'approach in the statement, e.g., reading
or listening. Look for a predominance of 5's and 6's. Avoid
these least-preferred approaches in your early sessions.
Offer a variety of approaches in your sessions but anticipate
that some people will turn off.

When you set up meetings, describe the mode of learning to
be employed by the leaders of the sessions.
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Item 14: Teachers Preferred Approach

Purpose:

This item provides some insight into the teaching style of
individuals. Initial inservice activities should be aimed at
helping them work with their present style.

Prescriptive Possibilities.

People who select "a° tend to prefer to assume the traditional
role of teachers. Inservice should help them gain knowledge.

People who select "b" tend to encourage their students to explore.
These people will need alternative techniques on promoting
independent work and ideas on places to go.

People who select "c" tend to work cooperatively with children
in determining curricula. They will need both "a" and "b"
approaches.

Separate inservice sessions may be arranged for these people.
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Item 15: Affective-CognWe Experiences

Some people are concerned with affective learning while others

are not. And some people are concerned with cognitive learning

while others are not. Knowledge of interests can help determine

inservice experiences which would be well received or rejected.

Prescriptive Possibilities:

Items "a" and "d" are cognitively oriented. The remaining

are affective. If the affective sub-items are not selected,

do not introduce major sessions on value clarification, sensi-

tivity training, etc., until later. If affective meetings are

arranged, be certain to tell the audience that they were set

up because of the responses to the Instrument.
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Item 16: District Steering Committee

Purpose:

This item will provide a list of potential committee members

to help advise Career Education activities. It may also

provide a cue as to present interest in Career Education.

Prescriptive Possibilities:

A low percentage of "yes" responses may indicate some with-

held enthusiasiam for Career Education. Inservice activities

may have to be introduced slowly. Possibly one-to-one

meetings should be held prior to a large group meeting. This

would permit you to get at feelings and explain Career Educa-

tion to each individual.

A roster of yes-response people should be generated to provide

the nucleus of a. group to plan activities. These people can

serve you as a steering committee and sounding board.
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SECTION VII. PRESCRIPTION FORM

The Prescription Form which follows is designed to permit viewing

prescriptions in a composite form. The sixteen variables break into

three divisions, namely, those which provide guidance for organizing
your meetings, for utilizing present staff, and for designing inservice

activities.

To use the form, check the tallies and refer to the Item Analysis

and Suggested Prescription section. Write the tentative prescriptions

on the form. When finished filling in all the prescriptions, reflect

on the division and write the composite strategy for each division on the

Strategy Plan Page.
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PRESCRIPTIONS FOR ORGANIZING CAREER EDUCATION INSERVICE

Date Group

Prescriptions for Organizing Your Meetings

Variable Prescriptions (write in)

Item 1: Years in Education

Item 5: Best Performance Time

Item 10: Miscellaneous Preferences

Item 11: Convenient Times for Meetings

Item 16: District Steering Committee
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Prescriptions for Utilization of Present Staff

Variable PresCriptions (write in)

Item 3:

Item 4:

Item 6:

Employment Experience

Current Residence

Preferred Roles

Names of,

Leaders Resource People Participant Critical Reviewer

Item 12: Major Roles Able to be Assumed

Names:

Affective Education Cognitive Education Content Area

Administration and Supervision Guidance and Counseling

51
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Career Education Reading Methods Testing

Media Methods Education of Mentally
Retarded

Prescriptions for Inservice Activities

Variable Prescriptions (write in)

Item 7: Involvement in Career Education

Item 8: Classroom Activities

Item 9: Role for Coordinator

Item 14: Teachers Prcferred \Approach
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Item 15: Affective/Cognitive Experience
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SECTION VIII: STRATEGY PLAN

List below the techniques you will use.

Organization of Meetings

0

Utilization of Present Staff

Designing of Inservice Activities

54

46



PLANNING THE INITIAL LMSER:ICE ACTIVITY FOR CAREER EDUCATORS

For most people, the first impressions are an important ones. With this
fact in mind, the inservice program planner must take special care to prepare and
implement the Career Education Inservice activity carefully in order to create
the most favorable impression among the participants. The first half of this
section described the method of administration and scoring of the Inservice
Assessment Instrument. Upon completion of this task, the program planner possesses
the information which suggests the appropriate grouping, setting, time, and con-
sultation necessary to accommodate the inservice candidates and realize the
,objectives set for the inservice activity.

In order to organize the Career Education Inservice Activity and establish
a uniform sequerce of the tasks involved, this portion of the manual details an
implementation design.

In order to deal with the details of the inservice activity, this portion
of the manual contains suggestionsin each of the foregoing areas. The program
planner should take special care to keep in mind the results of the Inservice
Assessment Instrument when reviewing suggestions provided here so that the
resulting inservice activity will reflect the results obtained and meet the needs
of his respective population.

THE INSERVICE CONTINUUM

The overview of traditional imservice programs reveals that most of the
activities have been conducted and basically designed to acquaint teachers with
current learning trends and teaching innovations which affect personal and
student growth. On an Inservice Continuum we would have to conclude that most
of our techniques have been limited to developing an awareness of new knowledge.
It is difficult to find school districts that have effectively developed
professional growth programs. The partial or whole day program for the entire
staff remains the dominant example of an inservice program.

The Inservice Continuum, however, leads from attending activities to
effective program implementation. Thus, we reed to examine both "why" we have
inservice and 'how" our program is structured. To have all staff attend a program
only because it was scheduled to meet legal recuiroments is as absurd as teaching
all of our students the same reading assignment. Individualizing inservice
training is as essential today as individualizing instruction for students.
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STAGE:

FIGURE 1

INSERVICE CONTINUUM

I

- ATTENDANCE r_H> 5 - SKILL DEVELOPMENT

2 - AWARENESS 6 - IMP 7 I% TATION

3 - INTEREST 7 - EVALUATE

4 - COMMITMENT 8 - REFINE..........
Effective inservice education should produce teacher behavior that improves

the school program and the education of students. A review of possible inservice
techniques reveals that the dominant practide of all day-all staff meeting is
an ineffective means of achieving the objectives of skill development or
implementation since not all staff are ready to participate at the same time
and because mass meetings are poorly suited to hands-on or individualized
instruction. Thus, the dominant practice can produce only a low level of interest
or commitment in a concept. As one moves to the right on the continuum from
stages l, 2, or 3, the experiences must be more highly structured and individualized.

In order to asstst the Inservice Administrator or leader, the following
page lists chronologically specific details with which the inservice organizer
should be concerned. During any Inservice Conference, one individual should
be assigned the task of examining total responsibility for the details of the
inservice function. These elements have been listed in sequential order and
should serve as a check-off list for the Inservice Administrator.
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ORGANIZATIONAL DETAILS PLANNING CHART
INSERVICE ADMINISTRATOR OR LEADER

- 1 -

INSERVICE ADMINISTRATOR
AND ANALYSIS

_ 1 _

- 2 -

PROGRAM
PREPARATION

MATERIAL
PREPARATION

SITE
ARRANGEMENT

Plan conference program.
Identify.Erogram participants.
identifrqinference coordinator.
Identify group leaders.
Identify participants.
Select location.
Contact program participants.
Notify group leaders.
Register all conference

participants by mail.
Determine seating style needed

for each session in program.
'Set up meeting room schedules

according to program.
Arrange for any breaks during

meeting' (cookies, coffee, etc.)
See that all speakers have
reservations.

3 -

Dpsignate individuals to be assigned

groups, if applicable.
Brief recorders for discussion
groups or sessions and chairman.

- 4 -

Set up registration desk.
Register conference participants and
hand out conference materials.

Have extra copies of program available
for participants who may lose them.

Check out PA system for proper
functioning prior to each session.

See that coffee or refreshments are
served at proper intervals.

- 3.

PARTICIPANTS
PREPARATION

- If -

CONFERD4CE

- 2 -

- 5 -
CafFERENCE
EVALUATICN

AND
,FOLLOW -UP

Design program booklet cover.
Type fina] copy for program.
Print program booklet.
Design name tags.
Check on supply of badge holders for

name tags and orderfneeded.
Print name tags.
Print registration card.
For meal functions, decide on menu.
Obtain, if possible, presentation or

remarks of speakers prior to conference.
Type name tags for individuals.
Gather materials for use in conference

packet (include typing mats and duplicatin
Type program participants list.
Type evaluation forms if needed.
Assemble conference packet materials.
Gather materials necessary .r)r registration

(pens, pencils, tape, stapler, etc.)
Pack up tape recorder and necessary tapes

and typewriter if applicable.

(- 4 - continued)

Be available to assist in any problem areas
that may result.

Arrange for eouipment needs.
Type copy for discussion reports.
Have designated person pick up evaluation

form returns, if applicable.
Pack all materials to return to office.
Check out eouipment.

- *5 -

Have any tapes tnscribed that were used
during the conference.

Letter to all program participants.
Type copy for discussion reports.
Prepare final list of registrants.
Analyze results of conference as indicated

by evaluation form responses and compute
indications and type summary.

Prepare financial report. 49



The Letter of Invitation

After reviewing the Inservice Assessment Instrument and selecting
a compatible group of- educators, a letter of invitation should be, prepared

by the program planner. Generally, four specific pieces of information

should be included in the letter:
(1) the purpose of the inservice activity

(2) the time, place, and duration of activity

(3) the reason that the addressee was selected to attend

(4) what specific contribution, if any, the participant

will be expected to make.

The Letter of Invitation should be signed by the Superintendent

of Schools. This is particularly important in terms of a school district's

initial Career Education inservice endeavor, since the superintendent's
support of the program becomes evident to the potential participant.

In order to enable the inservice candidate ample time to include
the inservice session in his schedule, the letter of invitation should
be presented to him at least four weeks in advance of the activity. A

ieadline for replying to the invitation should be indicated in the letter.

Care should be taken by the program planner to have a number of available

Alternates for the inservice meeting who also represent comratible candidates.

Be certain to avoid impromptu invitations which are either given verbally

or passed on through an intermediary. Another detrimental circumstance
results when a potential participant is invited to an inservice activity

on short notice. Such an invitation usually carries with it the connotation

of poor planning. Careful planning, on the other hand, combined with

exacting detail during this initial contact with the prospective participant

demonstrates the importance and vital nature of the program. Attention

to these details will in turn be reflected in the attitudes of the inservice

audience.
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The Program Guide

The program is to be planned so as to permit reaction time for the
participants and also social interaction among them. Frequently, inex-
perienced program planners will attempt to concentrate as much presentation
time as possible into a.minimum amount of time. The results are often
disasterous. Long periods of dry lecture combined with an uncomfortable
environmeAt will not only disenchant your participants with Career Educa-
tion, but also with inservice activities of any kind in the future. There-
fore, a careful review of the Inservice Assessment Instrument at this time
is necessary. Note specifically if your participants prefer evening, after
school, or weekend meetings. Perhaps they would rather have a series of

short sessions as opposed to a single extended session. Determine these

facts as soon as possible, and let them govern your decisions regarding the
time, place and duration of your inservice effort.

The next most important element of planning is the actual physical
design of your program booklet. Too often, inservice planners wait until
the last moment to organize their program and print it. In this case, the
program booklet becomes an afterthought instead of a basic guide to the
participants. A last minute hastily prepared program will result in parti-
cipants finding themselves in the wrong place at the wrong time. If this

becomes the case, the participants will manifest other symptoms of confusion,
such as tardiness, a lack of understanding of the purpose of the session, and
general irritation.

In preparing a program for the inservice meeting, a good rule to remem-
ber is that of the vital five W's of the newspaperman. The who, what, when,

where and why of each session of the meeting should be included in the

program. An easy and readable format for the program is as follows:
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S

8:00 A.M. to
9:00 A.M.

9:00 A.M. to
9:30 A.M.

9:30 A.M. to
10:00 A.M.

Registration of Participants

"A Definition of the Ohio Career
Education Program," Dr. Byrl
Shoemaker, Director, Division
of Vocational Education, Columbus,
Ohio

Intermission

Main Lobby

Blue Room

Note that in the foregoing example, each of the necessary elements is
included. The participant can look at the program and determine the time
of the presentation, the purpose, the name of the speaker, who he is, where
he is from, what his credentials are and where the program is to be con-

ducted. The time of registration and the place is clearly defined, In
addition, the participants are given the duration of the talk and also the

time that an intermission will be provided.

The inclusion of information, such as convenience breaks, is important.
When reviewing the program, the participant can anticipate and plan his
day. Instead of wondering as to when the presentation will end, when a break
will be given, and what comes next, he can instead concentrate on the presen.
tation with all of the schedule data readily provided.

Educators attending an inservice activity usually feel more comfortable
if they are given the names of others involved in the meeting. If possible,

an alphabetized list of those attending the activity should be included as

part of the program booklet. If the school district is exceptionally large,
an additional line denoting the school, grade level, or job title can be
provided. In doing so, the program planner prompts participant interaction
and assists the individual in attendance in recalling old acquaintances and
fellow professionals.

The program booklet also has the potential to serve as a resource ma-
terials guide. Included in the Appendix to this manual are several publics..
tions which define various aspects of the Ohio Career Development Program.
In addition to this, a complete Glossary of key terms used in the Ohio
Program is included later in this section of the manual. Portions of those

resources may be reproduced and included in the program booklet for use by
the participants. In doing so, the program planner enables the participant
to review key concepts as often as required and also retain the program
booklet for future reference.

The program booklet may be included with the Letter of Invitation.
Individuals who are to attend a workshop and are aware of the specifics of
schedule, purpose, subject matter and consultants well in advance, fre-

quently will come to the activity much batter prepared. They will key in

on conversations, read material, and often discuss the topics relevant
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at the workshop. Another advantage in early distribution of the program

is the assurance that is given to the potential participant. He is certain

of where he is going, why, and of course, the program is in itself evidence

of the careful program preparation and serves as a tangible sign of that to

the participant. If resource material is included in the program booklet,

it can be reviewed previous to the inservice activity.

The Inservice Setting

The inservice setting can be most efficiently chosen through careful

review of the Inservice Assessment Instrument. Careful review of such

items as will assist the program planner in determining the time and

place for inservice. Each school district has at its disposal many dif-

ferent types of environments for inservice meetings. Many of the possibili-

ties for locations are reviewed in Section V, Part I of this manual. Review

of this section will enable the program planner to select a location which

is readily available to him and also will'meet the needs of his population.

The selection of a consultant or a series of consultants must be done

with care and also with the knowledge provided by the Inservice Assessment

Instrument. Review carefully, items #7 and 8. For instance, if your

potential population possesses very limited knowledge regarding Career
Education, then a consultant from a school district who has had experience

in Career Education will be most helpful. If the population has some
limited experience in Career Education, for instance, in one or two isolated

experiences, an overview ix_ order to establish long range goals and objec-

tives will be of value.

Section IV of this manual provides a directory of available Ohio Career

Education consultants. Each consultant's area of expertise is given. The

directory has been compiled with the assistance of members of the Ohio

Career Education Development Program. Each of the consultants has engaged

in consulting work with one or more Career Education inservice pilot sites

in Ohio and has been rated "excellent" by the participants and program

planners.

In choosing a consultant, substantial advance notice is u-wally

necessary. Consultant fees usually range from $75.00 to $100.00 per day
in addition to travel expenses and lodging, if that is necessary. Upon

selecting a consultant and receiving a confirmation, it is the program
planner's responsibility to provide him as much information as possible
so that he will be able to target his talk to the needs of the participants

in a manner which will be advantageous to them. Here again, the Assessment

Instrument is of great value. Review item #13 which indicates whether your
population prefers to listen to a talk, read materials, or participate in

group discussions. A letter sent to the consultant a few weeks in ad-

vance of his appearance detailing this information cc-xerning his audience

and general results from the Inservice Assessment Instrument will be help-

ful to him. In doing so, the consultant can tailor his presentation to

the audience's preference.
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Be certain to keep in mind that effective inservice depends on numerous
factors. The Inservice Assessment Instrument attempts to reveal many of
the factors and preferences present among the participants in your audience.
However, there may be local factors that are unique to your school district
and these should be known and taken into consideration. As the initiator
of inservice for a new program, one that is longitudinal in concept in
effecting teacher change, the program planner should investigate closely
those factors which have made past inservice in the school district either
successful or contributed to difficulty. Through talking with teachers,
counselors, and administrators, candid opinions can be secured. Take these
into consideration and try not to breach any tradition that has been
established and regarded as fundamental to a successful activity.

Some pitfalls which frequently occur include the following.

*Long drawn out lectures that fail to hold participant
attention.

*Lack of relevance to the topic at hand by the consulting
expert. Be certain that you are fully aware of the type
presentation your consultant is accustomed to. If it
is inappropriate for your population, seek another.

*Lack of involvement of participants. Provide periods
of time for questions, small group discussion, and
contributions from your participants. Each of them is
an educator, and many will have meaningful and pertinent
contributions. If there is strong evidence that your
group prefers small group discussions as a learning
method on the Inservice Assessment Instrument, then
provide more time for it.

*Poor leadership modeling by program organizers. As
program coordinator set an example for your participants
along with your staff. Be punctual, be involved, and
ai.tempt to become acquainted with as many participants
as possible.

*Lack of understanding by the consulting expert as to the
educational, environmental, social and cultural background
of the group. The group's values and moral perspectives
are also important.

Evaluation of your first inservice activity is an essential.
Evaluation will enable you or your staff to determine if you have been
successful in your inservice effort. It also will enable you to determine
if you have accomplished the goals you set for your workshop and should
serve as the basis to each. An examination of the method follows at the
conclusion of this section.
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CRITICAL ELEMENTS OF THE FIRST CAREER EDUCATION INSERVICE ACTIVITY

The Ohio Career Development Program is the result of extensive re-
search efforts which have been conducted at various universities, colleges,
and school district pilot sites. Through systematic review and revision
of inservice methods, descriptive materials, and the Ohio Career Develop-
ment Model itself, a library of resource materials is available to the
Career Edudation practitioner for use at initial and subsequent inservico

activities. These materials have been included in the Appendix to this

manual. A description of each of the items follows in addition to details
concerning the procurement of other audio-visual materials such as films,
curriculum guides, and other printed material.

The Ohio Career Education Inservice Materials Packet

The Ohio Career Education Inservice Materials Packet is included in
the Appendix to this manual. The packet contains five transparancies, a
sample discriptive brochure regarding the Ohio Career Development Program,
a copy of the current Career Education Proposal Guidelines.

Each transparancy is numbered and titled. They can be used individ-

ually or as a composite to define the Ohio Career Development Program to
large audiences with the assistance of an overhead projector. Generally,

they have been well received by educator, parent, and community groups
who are being exposed to the program for the first time. Use of the
transparancies at the opening of the first inservice activity is an essen-

tial. Copies of them can be made for distribution to inservice groups

for continued reference. A suggested monologue to accompany each trans

parancy follows.

Transparancy #1 - The Ohio Career Development Arrow

Transparancy #2 - Definition of the Ohio Career Development Program

Transparancy #3 - The Seven Developmental Areas of the Ohio Career
Development Program

Transparancy r4 - K - 6 in Action

Transparancy #5 - 7 - 8 in Action

Transparancy #6 - 9 - 10 in Action

Transparancy #7 - The Fifteen Occupational Clusters

Transparancy #8 - A Cubistic View of Ohio Career Development

Transparancy #9 - Theoretical Framework for Program Development and
Evaluation
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Additional copies of the Ohio Career Development Descriptive Brochure
or the Proposal Submission Guidelines can be secured by contacting the State
Department of Education, Career Development Program, Columbus, Ohio 43215.

Ohio has developed three motion picture films which explain thoroughly
the Career Development Program. During the initial Career Education inservice
activity it is suggested that the appropriate film be used for the purpose of
definition. Once again, it is important to determine the participants'
interest area through analyzing the Assessment Instrument results.

Titles, prices, delivery information, and other details concerning these
films are as follows.

"School Report" for grades K-6 --

List Price
Per Print

Ohio Discount
Less 20% per
Print

12Y minutes running time $41.00 $32.75

"Approaches to Orientation" for grades
7-8 -- 9v2 minutes running time 30.0o 23.90

"Career Exploration" for grades
9-10 -- 11 minutes running time 35.0o 28.40

Please specify on purchase order 16mm color release print (film title);
with reel and pliomagic shipper.

There is a ...>2.00 shipping charge per print, a possible special rate

if all three prints are ordered together.

Order from:

Trade and Industrial Education
Instructional Materials Laboratory
The Ohio State University
112 Townshend Hall
1885 Neil Avenue
Columbus, Ohio 43210

Attention; Tom Hindes, Consultant
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Each of three levels of the Ohio Career Development Program has avail-

able a curriculum guide for teacher, counselor and administrative use. The

guides contain suggested Career Education activities at the Career Motiva-

tion, Career Orientation, and Career Exploration levels. The guide provides

an excellent definition of its respective program. The introduction to each

guide contains an excellent overview of the Ohio Career Development Program

at its subject level. Inservice program planners who anticipate curriculum

development inservice programs should utilize the manual extensively. An

exemplary lesson plan format in addition to numerous field tested activi-

ties are included for instructional and imitative purposes. Ordering

procedure for the manuals is as follows.

Career Motivation Manual

Career Orientation Manual

Career Exploration Manual

Manuals' may be ordered from: Trade and Industrial Education
Instructional Materials Laboratory
The Ohio State University
112 Townshend Hall
1885 Neil Avenue
Columbus, Ohio 43210

Attention: Tom Hindes, Consultant

65

57



THE OHIO CAREER EDUCATION GLOSSARY

The purpose of this glossary is to provide educators, responsible
for preservice and inservice education related to career education, with
a concise and comprehensive dictionary of concepts and terms which re-
flect and serve the purposes of the Ohio Career Development Program.

The concepts, terms and definitions in this dictionary indicates
the current level of conceptualization and implementation of the Ohio

Career Development Program. It must be recognized that due to the rapid
development of career education, the terms and definitions will need

frequent updating and refining.



AFFECTIVE DOMAIN

That domain dealing with feelings, valuing as characterized by the de-

scription of the following variables:

1. Receiving--the learner is aware of or is passivlly attending to

certain phenomena and stimuli (i.e., listening).

2. Responding--the learner complies to given expectations by attending

or reacting to certain stimuli or phenomena (i.e., interests).

3. Valuing--the learner displays behavior consistent with a single be-

lief or attitude in situations where he is not forced to comply or

obey internal commitment consistent with external behavior).

4. Organization--the learner is committed to a set of values as dis-

played by his behavior (i.e., successful internalization of values).

5. Characterization--the total behavior of the learner is consistent

with the values he has internalized (i.e., philosophy of
totally behaving as you believe).

BEHAVIORAL OBJECTIVES

Clearly indicates what the student who has achieved the objective will

be able to do. In addition, the objective specifies in measurable terms

the conditions under which the student is expected to perform and the

extent or degree of excellence associated with mastery or achievement

(See Appendix D).

CAREER DEVELOPMENT

A lifelong process which involves a series of experiences, decisions,

and interactions, and which, taken cumulatively, results in the formula-

tion of a viable self concept and provides the means through wnich that

self concept can be implemented both vocationally and avocationally.

CAREER DEVELOPMEUT ACTIVITIES

Planned, curriculum based experiences which provide for the student's

career development. They are dictated by developmental and behavioral

objectives and comprise the student's learning situation.

CAREER EDUCATION

A comprehensive educational program designed to provide students with

the necessary information and developmental experiences to prepare them

for living and working in society. It combines the efforts of home,

school and community and reaches from preschool through adulthood.

CAREER EXPLORATION

The-9-10 component of the Ohio Career Development Program which provides

all students with the opportunity to gain first hand experiences with

several career opportunities consistent with individual interests and

abilities.
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CAREER EXPLORATION (GRADES 9 - 10)

The Career Exploration phase of the developmental continuum builds

upon the attitudes and knowledge about work emphasized in the motivation and

orientaticx. programs. Again, in relation to the school program, the goal

is to provide all students with the opportunity to examine and gain first-

hand experiences with several career clusters consistent with his

individnAl interests and abilities. These experiences can take place in

in-school laboratories, area vocationa.' centers, business, industrial,

professional and other community facilities. These "in-depth" experiences

will assist students in choosing appropriate curriculum for grades 11 and

12. This curriculum will be chosen based on whether the student wants

(1) intensive job preparation to be used immediately upon high school

graduation, (2) preparation for post-secondary education and training

other than a four-year (or longer) period of study in college.

CAREER GUIDANCE

The utilization of techniques including individual, group counseling and

a variety of media for the dissemination of occupational information

and modifications of existing curriculum to meet student needs. Career

guidance assists the student in career planning and decision making;

enables the student to view life styles and personal satisfactions, and

investigates education, work and leisure alternatives.

CAREER IDENTITY

integration of percepfinns of self with meaningful career choice .

CAREER MOTIVATION

The K-6 component (If the Ohio Career Development Program which provides

activities infused into the instructional program to develop a positive

attitude toward the world of work, inspire respect for all work and
workers and create a desire to become part of the world of work.

CAREER MOTIVATION (KINDERGARTEN - GRADE 6)

The goals of this phase of the developmental continuum are to help children
develop an awareness of themselves, the world of work, and their place
in tne world of work; to help students develop an appreciation for all
work; and, to help student:: develop motivation to be a part of the world

of work. The K-6 Career Motivation Program is based on the belief that
every healthy individual is at work at something. Work, at this level,

is defined as accepting responsibilities which require that tasks be
or in school. Thus, the Career Motivation Program has epecial meaning
for the child in his development as a person. Through its framework,

students are afforded opportunities to develop a sense of personal indus-
try. as opposed to developing a sense of inferiority; and, through these
experiences, they, hopefully, begin to sense the power of their will and
their own efforts as individuals.

CAREER ORIENTATION

The 7-8 component of the Ohio Career Development Program which provides
all students the opportunity to become aware of the many occupations
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open to those v.:10 prepare for them. Through such activities, each related

to subject matter areas, students will be exposed to the wide variety

of occupations as identified in the fifteen U.S.O.E. job clusters.

CAREER ORIENTATICN (GRADES 7-8)

This stage builds upon career motivation and, again unifies and focuses

school curriculum around a career development theme. Tre goal of this

stage is to help students develop an understanding and. attitude about

jobs, self and society. Through various types of in-schc,o1 and community-

based involvement, students look at the nature of jobs, :ducational

requirements for jobs and the labor market projections for future employ-

ment. Through a large number of such experiences, each related to school
subjects as well as to career clusters (see Appendix A), students begin

to evaluate thar own interests, abilities, values, and needs in light

of the career areas they investigate.

COGNITIVE DOMAIN

That domain dealing with recall and recognition of facto as they pertain

to the following six variables:

1. Knowledge--involves the recognition and recall of facts

and specifics.

2. Comprehension--the learner interprets, translates, sumrArizes,
or paraphrases given material.

3. Application--involves the use of material in a situation
which is different from that situation in which it was
originally learned.

4. Analysis--involves separating a complex whole into its parts
until the relationship among the elements is made clear.

5. Synthesis--involves combining elements to form a new

original entity.

6. Evaluation--involves acts of decision-making, judging, or
selecting, based on a given set of criteria. (These criteria

may be objective or subjective.)

CONCEPTUAL FRAMEWORK PARAMETERS

The essential components for guiding the implementation of career develop-

ment programs into educational programs. The ConcepLual Framework

Parameters for Ohio Career Educati-n Program Development (C?:.? Appendix C)

serves as a broad set of guidelines for program deve].oprent.

DEVELOPMENTAL AREAS OF CARmL.H DEVELOPMENT

In Ohio, Career Development is not taught as a separate subject. It is

integrated within all curriculum areas and involves more tl.an just

learning about job-. Therefore, the following seven d'r:elopmental areas

or elements have b n identified in the Ohio Career Develcpment Program.
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(1) Self

(2) Individual and Environment

(3) World of Work

(4) Economics,

(5) Education and Training

(6) Employability and Work Adjustment

(7) Career Decision Making

Each element represents a complex area where career education learning can

and should occur. They present one coherent, logical methodo,of directing

career education into manageable parts (See Appendix B).

The following is a description of the goals of the seven developmental areas:

Self

This component is designed to help the student develop knowledge about

himself; knowledge pertaining to his attitudes, feelings; perceptions

and evaluation of himself. The Self component involves the student in

a planned and sequential process of self-assessment and self-evaluation

of his interests, aptitudes, achievements and values. Some of the

activities associated with this component are group and individual coun-

seling, test interpretation, group guidance procedures and the use of

such gtidance techniques as role playing, open-ended discussions and

self-reports. As the student comes to realize who he is and what he is

like, he will be better able to establish relevant personal, social and

career goals consistent with his own unique value system.

Individual and Environment

This component is designed to develop an understanding of the individual

in relation to his environment. It provides the student with insights

into: why people work, how environments keep people producing, the

relationship between the individual and work and between the environment

and work, how people use and modify environments and their resources.

The Individual and Environment component helps the student understand

his role ii. the home, school, community and work. The major goal is to

understand the role each person plays and how he plays that role.

World of Work

The World of Work component includes content related to the nature of

work, the scope and nature of occupations, methods of studying and

classifying occupations and perceptions related to work values. The

goal of this element is to expand the student's awareness about work,

careers, associated life styles, rewards, leisure time, working con-

ditions, and the education and training requirements of some careers.
In this area, the student is assisted in understanding the broad range

of careers which are available as they serve him, the community, or

society at large. Particular consideration is given to new and emerg-

ing occupations. He is also assisted in learning what is involved in

the development, growth, behavior, training and rewards of persons engaged
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in specific occupations. From this broad understanding of the world of

work, the student is motivated to participate in his current world of

work and to gradually engage in active career exploration and prepara-

tion which leads to the selection of an appropriate role or roles

within the world of work.

Economics

The goal of the Economics component is to assist the student in develop.

ing an understanding of the economic process. This process involves

employing human and non-human resources to produce goods and services to

meet human needs. This component emphasizes both the earning of income

as a worker and the disposition of income (saving, spending, money

management) as a consumer. To be successfully involved in our economic

system as a wage-earner, the student must understand the knowledge of

salary ranges, the costs and benefits of future education or training,

the influences of supply and demand on the job market and an under-

standing of how productivity and income growth causes changes in

employment.

Education and Training

The Education and Training component is designed to assist the student

to develop an awareness of the relationship between education and train-

ing and the life roles assumed by himself and others. From this basic

educational awareness, the student continues to develop and refine a

thorough understanding of the part education and training 'plays in rela-

tionship to the present world of work and the chgnging world of work in

which he will assume a more complete productive participation. The

student will also come to recognize the need for specific education and

training for specific career roles. The student is exposed to all forms

of education and training, including but not limited to: on-the-job

training, high school vocational programs, colleges, community colleges

technical schools and apprenticeship schools.

Through developing an understanding of the relationship between

educaticn and training and life roles, the student is able to combine

knowledge of himself as a participant in education and training, his

learning style, pace capabilities and capacities, and the ability to

select and evaluate educational avenues for the development of his

career plans.

Employability and Work Adjustment

This component is designed to herp students develop those patterns of

behavior necessary to enter, maintain and to progress in a career. This

component can be divided into the following six skill subtopics:

- interpersonal relationship skills needed to function in,

a job,

- adaptability skills needed to adjust to changing jobs and

job requirements,

-basic educational skills including reading, writing and

arithmetic,
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-job skills to perform entry level tasks, to grow with the
job and to make transfers to other job areas, if necessary,

-job seeking skills to attain employment commensurate with
abilities and training,

-industrial discipli.le on the job, attitudes and work habits
needed to retain and progress in an occupational area.

Career Decision Making

Career Decision Making is, in reality, not a separate component, but a
process that encompasses all of the developmental areas. The goal of

this component is to assist the student in developing increasing skill
and experiende in the rational process of decision making, practice
making decisions and come to accept the responsibility for the outcomes
of kris decisions.

In order to make a wise career choice, the goals of the student must be
defined and possible alternate solutions considered. After collecting
relevant information and examining the consequences of the alternatives,

the goals and alternatives should be re-evaluated. The results can then

be generalized to meet new problems and/or situations.

DEVELOPMENTAL OBJECTIVES

The broad, generally stated, overall objectives for the individuals
in the program. They are not intended to be measurable, but only to
give direction to the scope, sequence and level of the program.

EXPERIENTIAL LEARNING

Experiential learning is the process through which knowledge is gained as
a result of the performance cf formal job-activities in a controlled
zituation. The practical employment of stored information and partially
developed skills increases student efficiency and awareness. It also

provides for new and valuable insights into the interdependent relation-
ship existing between academic subject matter and situations cncountered
in the world of work. Once involved in a job setting, the student must
cope with stress while working toward the achievement of a desired goal.
Efforts to comply with job specifications result in the careful selection
of the most effective and expedient methods to be utilized. The results
of this selection and testing of skills provide a framework to which
the individual can refer to similar, future work experiences. Experiential
learning differs from vicarious and simulated learning in that it necessitates
the direct application of all sensory, psychomotor, and learned skills
in a real-life situation where the student is responsible for the consequences
and the tangible end-products of his labor.

GOAL

An end toward which educational effort is directed. In the Ohio Career

Development Program the general goals under consideration are Educational
Goals, Career Goals and Personal - Social. Goals, with specific emphasis

focused on Career Development.
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GUIDANCE PROGRAM

A coherent system of coordinated guidance services which provide a

developmental continuum from qrRdes K-12 to facilitate a student's

educational, personal and career development.

INDIVIDUAL DEVELOPMENT

A major conceptual parameter of a total Career Development Program

consisting of those developmental objectives, behavioral objectives,

and activities designed to act upon the developmental needs of the

individual.

INTEGRATION

The process of fusing current discipline goals and content with career

development goals and content to deliver a comprehensive career

development program.

LEISURE

Freedom from required effort. It may be filled with activity which

has its reward in the doing rather than in the end product. Leisure

is non-employed activity and is often called play. It is frequently

associated with the terms "amusement" and "recreation."

LEVELS OF ACTIVITIES

Classification of activities by three main levels -- Vicarious, Simulated,

and Experiential. Each level provides a higher degree of reality

testing than the previous.

Experiential

Work/Task Experiences - Group and Independent

Guided/Directed Activities
Use of Learning/Task/Job Tools
Work Setting Observations
Projects
Field Trips

Simulated

Simulated Work Environment
Interest Centers
Class Library
Art/Crafts Corner
Workbench
Math/Reading Centers

Simulated Work Situations
Gaming
Role Playing
Dramatization
Pantomime
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Storage Areas
Exploration/Observation Centers

Sand tables

Water Play Areas

Schoolgrounds

Rhythms
Puppetry
Individual Skill Activities
Planning/Discussion Groups

65



Computer Based Activities

Interviews with Experts

Application, Testing Activities
Experiments Inventions

Puzzles Constructions

Projects Problem-Solving Activities

Vicarious

Audio Visual Aids
Films, Filmstrips, Loopfilms
Slides
Cameras, Photographs
Study Prints, Pictures
Cartoons
Tapes
Transparencies
Artifacts/Regalia
Models, Reproductions

Publications
Books
Posters
Newspapers
Charts, Diagrams, Graphs

LEVELS OF DEVELOPMENTAL OBJECTIVLS

Television, Radio
Bulletin Boards
Chalkboards
Flannelboards
Dioramas, Murals
Exhibits, Displays
Collections, Hobbies
Mobiles
Recordings

Diaries, Scrapbooks
Brochures, Monographs
Magazines, Journals
Telephone Directory

Developmenta] objectives are written at three levels: knowing,

accepting, and affirming. These three levels correspond to the

lev41s)of awareness, appriciation and motivation,
affective and psychomotor. These levels represent a sequence

by which a person becomes aware of himself or his environment,

internalizes and acts out what he learns.

OCCUPATION

The principal means by which individualr perform one's life work.

OHIO'S CAREER DEVELOPMENT CONTINUUM

Career Education is a comprehensive educational program designed

to provide students with the necessary information end develop-

mental experiences to prepare them for living and working in

society. It combines the efforts of home, school :.r.1 cc,,:-:unity

and reaches from preschool through adulthood.

The entire career education concept is based upon the theory that

vocational maturity can develop at the sam..1 tire as, and in ways

similar to, the development of each student's :3elfconcept.
Because these simultaneous patterns of develcrnent consist of a

broadening awareness of self and the word of work, the Ohio

r
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Department of Education depicts the process of career education as
being of linear design. The graphic representation, shown in Figure I,
is presented to aid school personnel in undertaking this approach.
The reverse side of Figure I defines Career Education as it is being
developed in Ohio and contains a simplified description of the phases
which comprise a total career development program.

OHIO'S K-10 CAREER DEVELOPMENT PROGRAM

The OHIO CAREER DEVELOPMENT PROGRAM is that part of the total
Career Continuum Program designated K-10, including Career Motivation
from K-6, Career Orientation from 7-8, and Career Exploration from
9-10. These programs prepare the student to make choices for
vocational or pre-professional preparation in grades 11-12.

A description of the major objectives and activities that occur at
each of the three components of the Career Development Program follows:

OUTCOMES

These represent the far-reaching goals of the program and are
described in two dimensions -- Optimum Individual Outcomes and
Optimum Program Outcomes. These outcomes differ from evaluation
outcomes which are interspersed throughout the program.

PROGRAM DEVELOPMENT

A major conceptual parameter of a total Career Development Program
consisting of those program objectives, strategies and activities
which specify what the program will provide to intervene or act
upon the developmental needs of the individual.

PROGRAM OBJECTIVES

Those objectives which specify actual program components, resources,
learning activities and personnel considered essential to the
attainment of individual program objectives.

PROGRAM STRATEGIES

Those methods of instruction and teaching skills that have been
identified as necec:ary to successfully teach career development
activities and implement career development programs.

PSYCHOMOTOR DOMAIN

That domain dealing with manipulation and performing of observable
skills to a degree or proficiency as characterized by the description
of the following five variables:

1. Perception - involves the sensory reception of stimuli, e.g.,
hearing sounds and words, seeing forms and actions, touching
or feeling texture, tasting, smelling. Tends to build
sensory awareness.
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2. Imitation - duplicating an action or bel.Tvior in response to

perceived stimuli. The individual can display the sensory

and motor actions required to repeat an act. Tends to build

skill conformity.

3. Manipulation -- using sensory and motor actions to respond in an
analogous or similar situation in which it was imitated. Shows

coordination of sensory and action skills. Tends to build

skill recognition.

4. Performance - the individual functions or operates independently

of nanipulation. Applies sensory and motor skills as a matter

of habit or matter of intent. The individual can function in a

variety of situations dissimilar to those of manipulation.

Tends to build skill independence.

5. Perfection - the individual exhibits a high degree of sensory
and motor skill, expertise, sensitivity, and artistry in his

performance. Tends to exhibit high level capabilities.

RATIONALE

The belief systems upon which an educational program is based. It is

the broadest guideline for program development and provides the
theoretical base upon which goals, objectives and activities can be
developed.

SIMULATED LEARNING

In simulated learning, the student is introduced to certain activities,
situations, and environments which provide opportunities for investi-
gation, and testing of problems in human relations. Encounters with

realistic facsimiles of future-life situations prompt the student to
consciously or subconsciously assume a role. Learning results from

direct personal participation, whether in the form of interaction or

observation. Through' participation, knowledge and understanding of

the social, environmental, and cultural forces that shape individual
and group behavior is gained. Simulation activities related to the

world of work encourage early career selection and skill devaelopment
on the part of the student. Simulated learning differs from vicar-
ious learning in that sensory, analytical, and motor skills are
involved in an active, judicial employment of experiential and
factual knowledge in experimental and exploratory circumstances.

TASKS

A logically related set of actions required for the completion of
a job objective.

TAXONOMIES OF BEHAVIOR

Refers to the cognitive, affective and psychomotor domains, each
of which has a hierarchy of variables from simple to complex..
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VICARIOUS LEARNING

Vicarious learning involves the visual and/or auditory experience
of all supplementary educative materials and media encountered by
the student in academic and domestic situations. In this case,

learning is represented by the retention of information inferred
through direct sensory encounter of a particular medium such as

slides, films, newspapers, journals, etc. Since there is very

,little coercion involved in vicarious learning, the available
materials should be novel and stimulating, evoking a curiosity
which promotes self-discovery. Ideally designed materials and

media will induce analytical thinking and assimilation of pre-
sented facts and concepts. Accordingly, the teacher's role must
shift from that of an "information giver" to a guide who encourages
and directs the student in the self-discovery process. Vicarious
learning differs from most other types of learning in that the
student remains a passive yet receptive agent in the information-
gathering process.

WORK

To perform or carry through a meaningful task with responsibility
to a satisfactory completion.
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EVALUATICN OF INSERVICE ACTIVITIES

Inservice program planners frequently neglect to realize that one of

the most vital factors in improving inservice activities can be obtained

through concise evaluation of the participants' reactions to a specific

meeting. The Inservice Assessment Instrument should assist the program

planner in preparing an Inservice activity which will meet the needs of

the participants. In providing an evaluation upon the completion of the

activity, the program planner can also determine the accuracy of the

prescription he obtained from the Inservice Assessment Instrument and also

acquire more accurate skills in its administration for future population.

There are numerous elements which are intrinsic to Inservice activities.

Each of these elements should be included in an item of the Inservice Evalu-

ation.

Topics for specific participant reaction are as follows:

1. Agenda organization - was the agenda prepared in such a way

that the needs of the participants, as reflected on the

results of the Inservice Assessment Instrument, were met?

2. Consultant selection - was the consultant appropriate and

did the inservice population react to him favorably? Was

the consultant's presentation style conducive to the

learning styles of the participants as inventoried by the

inservice assessment instrument?

3. Facilities - were the facilities appropriate for the types

of activities that were conducted?

4. Participation of inservice candidates - were the activities

that were conducted planned in such a way to meet the needs

of the participants as determined by the inservice assessment

instrument?

5. Achievement of objectivf.6 - did the program meet the objec-

tives originally determined by the program planner or the

program planning committee?

The preceding five topical areas represent those elements which are

common to most inservice activities. However, there may be other specific

items in the evaluation which are vital to specific types of inservice.

For instance, if an inservice activity was conducted in order to present

methods of values clarification for Career Education activities, the

program planner may wish to determine if the nature of the activities

was comfortable or threatening to the participants. Inclusion of such an

item will enable the planner to temper his approach during the next
meeting, or perhaps select a different consultant.
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Another item which may be included can determine whether or not the

individual partiCipant has felt that the inservice act was professionally

meaningful to him. Such an item will also assist the program planner in

corroborating the results which were obtained from the inservice assess-

ment instrument.

Evaluation Formats

Evaluation forms should be prepared before the commencement of an

inservice act. The three basic types of evaluation formats are the
objective form, the subjective form, and the closure form, which is a

modification of the subjective form. Each form has its individual

application. Selection of the proper form for your inservice act de-

pends on such variables as group size, anticipated evaluation results

and time for scoring.

The objective evaluation is tha easiest to design in terms of item

prepar4tion and analysis. The objective evaluation enables the parti-

cipantlto respond to a specific item by simply answering yes, no, or

don't know to the question. An example of an objective item for the

topical area of agenda organization is:

Was adequate time provided for interaction by you with other

group members? yes no dpnAt know

In this case, the inservice participant is given instructions to

circle his response, The inservice program planner in evaluating the

results can simply tally the number of affirmative, negative and indif

ferent replies. A percentage factor can then be determined for each

response, and modes can be determined.

This type of evaluation is most convenient when large numbers of

educators are convened for an inservice act. The time required for

administration of the evaluation instrument is minimal, since the
participant merely has to circle the responses. Also, tabulation of

results can be achieved very quickly by a secretary or clerk and

interpretation is not required. Usually, such an evaluation can be

completed at the conclusion of an inservice act and the results ob-

tained within a day or two.

A more detailed °valuation is the subjective form. In this case,
the participant is asked a vestion which he answers by writing a sen-

tence or more in reply. In constructing an inquiry item which would

eacourage the individual participant to react with a comprehensive

subject reply, the evaluator must be careful not to phrase his ques-
tion so that a singlc word affirmative or negative response can 15e

given.
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S Referring once again to the element of inservice agenda organization,
the following item reflects construction which should draw from the
participant more than a simple affirmative or negative response.

How often did you interact with other inservice participants?

As you may note, this question is phrased in such a way the parti-

cipant must react in greater detail than he would if the question were

phrased in the objective style. Time should be taken by the evaluator

to prepare such items if the subjective style is chosen for the inservice

evaluation.

The subjective style evaluation requires much more time for analysis,

since each response must be read carefully and included in a compendium

for that specific item. There are numerous circumstances which usually

prolong this type of analysis. Poor handwriting, excessively lengthy

replies to a specific item, and irrelevant replies may result. There-

fore, the evaluato," must be skilled in determining the results for each

item and frequently a certain amount of interpretive talent is required

so that general trends can be reflected in the item analysis compendium.

Usually the evaluator may draw general inferences from the responses to

a particular item. For instance, in reference to agenda organization,

he may state on the evaluation results that most participants felt they

had opportunities to interact with other members of the inservice popu-

lation. Corroborating the results of the evaluation with the prescription

obtained from the inservice assessment instrument, once again, is an

important determinate in validating the instrument's application to your

group.

A modified form of the subjective evaluation is the closure eval-

uation format. In this instance, the evaluator merely suggests the

topic to the participant, and the participant is free to respond in any

way which he feels is appropriate. Once again, citing the topical area

of the organization the closure item may read:

The program was organized in such a way that . .

In the foregoing case, each participant may react differently.

However, trends can easily be recognized by the program planner upon

analyzing each item. This type of evaluation is particularly useful

with groups that have had previous inservice experiences and also with

small groups. It is very impor,ant that the topical area only be

suggested, and that adequate space be given so that the participant

may respond freely to the

The results of such an evaluation can reflect general trends very

easily. If most of the participants feel that the program was well

lrganized because it met their needs and they grew professionally,

ne results of the item analysis may read, "most of the participants

felt the program was arl-an,ded in such a way that they were allowed to

interact with others and learn from one another."
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EValuation Results Reporting Methods

Frequently program planners who conduct evaluations neglect to carry

out the most important part of the evaluation, that is reporting the

results promptly to those who attended. In doing so, the program planner

may subject himself to open criticism, but on the other hand he will

indicate to his inservice participants and other prospective candidates

that he is concerned about the effectiveness of his programs and is

attempting to use the evaluation as a change agent. Another important

aspec' of reporting the evaluation results is the credence that is

established by the evaluation procedure. In obtaining prompt results of

an evaluation, the participant realizes that his criticisms and comments

are important, and are being taken into consideration in terms of preparing

future inservice activities.

Ggnerally the results of an objective evaluation can be reported to
the inservice population and other interested persons very easily through

utilizing the original evaluation form and merely filling in the percent-

ages for each possibility. An example of such a reporting form is as

follows:

Was adequate time provided for interaction by you with other

group members? yes no don't know

58% 32% 10%

Upon reviewing this evaluation report, an individual can easily

see that the majority of participants did feel adequate time was provided

for group interaction.

The subjective evaluation requires a more detailed response. Generally

a summary of the responses to each item is given following each entry. At

the conclusion of the summary a conclusive statement is made regarding the

results that were obtained. The same procedure is followed in the closure

evaluation reporting format.

Evaluation as a Change Agent

The program planner can effectively utilize inservice evaluations

as tangible evidence of success or failure. The evaluation can also

be used as a change agent. This manual provides a diagnostic tool for

those program planners who are dealing with an inservice population that

is entirely new to the concept of career education. Just as the instru-

ment can be used as a guide for preparing the first inservice activity

for a specific population, the evaluation can be used as a guide for

change and innovation. Once the evaluations have been instituted by the

program planner, they should continue to be used at the conclusion of

each inservice activity. Inservice participants will participate more

intensely in an inservice act if they are aware that their reactions

are being evaluated and serve as an impetus for future inservice design.
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PART II

CAREER EDUCATION INSERVICE DEVELOPMENT
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The Seven Developmental Areas of Ohio Career Development

The Ohio Career Development Program espouses the fundamental concepts
that Career Education is a lifelong, ongoing process. The seven develop-

mental areas which are intrinsic to the program prevade the life experiences

of any and all individuals. Therefore, the areas of self, individual and

environment, world of work, economics, education and training, employ-
ability and career decision-making remain valid in application to any

population. -

In preparing the inservice procedures manual, the steering committee
has included a series of successful inservice practices and outstanding
program practices which have been found to be relevant to the development

of all local career education sites. These inservice and program practices
have been collected from all of the pilot sites which participate in the

Ohio Career Development Program. They represent successful endeavors
which have been conducted among educators in each of the developmental

areas of the Ohio program.

The previous section of this manual provided suggestions for the
local career education director who is planning an initial inservice

effort for a given population. This section, on the other hand, deals
with successful de7elopmental practices which have been found to be

successful. The section is arranged in such a way so that the title
of the program, component, developmental area, client, and level are all

indicated. In addition, a brief description of the program is given,
and the name of the initiating school district and key individuals involved
are noted.

The design of this section has been prompted by the needs which have
become evident among Ohio Career Educators. Administration of the inservice

assessment instrument to a veteran population may indicate that additional
inservice activities are required in certain developmental areas. The

catalog of potential inservice activities and outstanding program practices
which may become the topic of inservice activities are contained in this
section of the manual so that the astute program planner may 'readily apply

his diagnosis and select appropriate inservice activities.

Action Learning as an Inservice'Technique

Action learning learning by doing, which oftentimes is equated
with experiential learning, in that knowledge is gained as a result of
performance of activities in a controlled situation. Career Education in

Ohio is predicated on action learning. Therefore, this premise extends
to the inservice eandidate as well as the student, for in attending inservice
the educator is enhazcin,7 his own professional skills. In securing new

knowledge in an action learning setting, the process should be worthy

of imitation in the classroom if it is successful. A review of the

suggested programs suggested in this section will indicate that the action
learning concept in intrinsic to each o: them.
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The Three Domains of Learning rn Education

The Ohio. Career Development Program consists of three fundamental

domains of learning:. the affective domain, the cognitive domain and the-

psychomotor domain. Each domain represents a contingent of the learning

process which is vital to the comprehensive vehicle of education. The

programs listed in this section of the manual represent a balance among

pursuit in each of these domains. Through accurate administration of the

inservice assessment instrument the domains in which a specific inservice

population is deficient can be determined and an appropriate developmental
inservice program can be selected from this section in order to enhance
the skills of the given group in the deficient domain.
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Specific Career Education Developmental Inservice Activities

EXPERIENCING INDUSTRY FIRST HAND

COMPONENT: Career Exploration DEVELOPMENTAL AREA: World of Work
Education & Training
Employability and

Work Adjustment

LEVEL: Real CLIENT: Educational Staff

DESCRIPTION:

This program is designed for teachers who lack experience in industry
or business. Under the direction of a university consultant, the inservice
candidate actually works on the job with members of a specific industry
or business. Time is provided for reaction to the experience, analysis
of job skills, and interaction with other program participants under the
auspices of a,college instructor.

For more information:

Michael Zockle, Career Education Coordinator, Warren City Schools,
Warren, Ohio or -

Dr. Robert DiGuilleo, Associate Professor of Education,
Youngstown State University, Youngstown, Ohio
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THE UNIVERSITY AFFILIATED°*CAREER EDUCATION COURSE

COMPONENT: Career Motivation, DEVELOPMENTAL AREA: All Areas

Orientation or Exploration

LEVEL: Vicarious

DESCRIPTION:

CLIENT: Educational
Staff

Through direct-affiliation with a local university or college,
the Career Education Director or inservice program planner can secure
college credit for potential inservice cancL..dates. A sequential series

of classes as mandated by the university is organized and taught in the

traditional classroom environment. Results from the inservice assessment
instrument may indicate that a potential inservice population prefers
such an inservice activity. The content of the course may entail introductory
Career Education concepts or may specifically designed to deal with one

aspect cf the Ohio Career Development Program. Tuition costs, transportation

-costs, and field experiences may be born by local Career Education pilot
sites when this type of program is initiated and maintained.

For more information:

Nicholas Topougis, Director, Career Education Program,
Akron City Schools, Akron, Ohio, or -

Dr. Jack Cochran, Associate Professor of Education,
University of Akron, Akron, Ohio

CAREER MOTIVATION SIMULATION WORKSHOP

COMPONENT: Career Motivation DEVELOPMENTAL AREA: All areas

LEVEL: Simulated CLIENT: Educational Staff

DESCRIPTION:

This workshop is designed to provide teachers with specific
skills used in developing simulation activities in Career Education. A

number of simulation models are provided which teachers may apply to

their specific classroom situation. The workshop consists of teachers

working with a consultant for three successive days cieveloping and relating
simulation models to their specific classroom programs. After a trial

period of experiences in the classroom, the inservice participants return
for a session of sharing successful applications of the developed models.
The models are then written up, packaged, and distributed to other teachers
vi5O are interested in their implementation.

For more information:

DeRay Cprham, Director of Career Education, Lorain City Schools,
Lorain, Ohio or -

Dr. Gary Kane, Elementary Guidance Counselor Specialist,
Lorain City Schools, Lorain, Ohio
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CAREER MOTIVATION: THE DEVELOPMENT OF SELF

COMPONENT: Career Motivation DEVELOPMENTAL AREA: Self

LEVEL: Simulat,:d and CLIENT: Educational Staff

Vicarious

DESCRIPTION:

This inservice activity enables elementary school teachers to develop
specific classroom activities at grade levels K-6 which relate to the
developmental area of self. The teachers design the activities in
accordance with a uniform lesson plan guide as provided in the Ohio Career

Motivation Curriculum Guide. Upon acquiring the skill necessary to organize

lesson plans in such a manner, a series of lesson plans are developed and
exchanged among the participants uncle:" the direction of the Career Education

Director. These plans collectively can be included in a local career

motivation guide.

or more information:

Donald Burch, Director of Career Education Program,
East Musk4.ngum 'chool District, New Concord, Ohio

TEACHER AWARENESS - CAREER MOTIVATION

COMPONENT: Career Motivation DEVELOPMENTAL AREA: Self

LEVEL: Simulated CLIENT: Educational Staff

DESCRIPTION:

This inservice program is designed to acquaint Career Motivation
teachers with fundamental concepts common to that level of the Ohio

Career Developmental Program. The program establishes fundamental definitions

of the three domains of Career Education and the seven developmental areas
through a series of simulated activities conducted in small groups. Generally

the activity can be conducted during one day, and can include all teachers
at the Career Motivation level °ler .izQd in groups as designated by the
inservice assessment 1.nstrument.

For more information.

Robert Menarchek, Director of Career Education Program,
Canton City Schools, Canton, Ohio, or -

Michael Zookle, Director of Career Education Program,
darren City Cchools. iarren, Ohio
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FIELD TRIAL - COMMUNITY RESOURCE UTILIZATION IN CAREER DEVELOPMENT

COMPONENT: Career Motivation, DEVELOPMENTAL AREAS: Career Decision

Orientation and Exploration Making Individual
and Environment
World of Work

LEVEL: Simulated

DESCRIPTICN:

CLIENT: Educational Staff
and Community
Personnel

This inservice program helps school staff members .nvolved in Career
Education at all grade levels make more effective and moi extensive use of

community resources. 1The program is designed for particular application to
local administrators,tinservice coordinators and veteran career educators.
The program utilizes a packet of comlunity resources which are integral to
career education for students and rationals for utilization of specific

community resources. The program creates an awareness among the participants
of the varied types of resources available in a community and explains a means
by which contact may be made with them. The program consists of four principle

secticns; an overview of community resource applications to career education
and supportive resource documents.

For more information:

Lobert Menarchek, Director of Career Education Program, Canton City Schools,
Cantor, Ohio, or -

Robert Norton Technical and Vocational Research Center, Ohio State University,
Columbus, Ohio

CAREER DEVELOPMal IN MATHEMATICS: THE METRIC SYSTEM

CCMPCNFNT: Career Motivation. DEVELOPMENTAL AREA: Education

LEVEL: Real CLIENT: Educational Staff
and Students

DESCRIFTICN:

This outstanding program practice can be the topic of an inservice activity.
Its principal objective is to acquaint teachers with applications of the metric
system to the world of work within the fourth, fifth, and sixth grade mathematics
programs. Consultants are utilized to conduct the one day inservice session
in which specific methods of relating the metric system to the world of work
are defined. Teachers working in small groups than devise the detai]s of the
application and organize specific lessons.

For more information:

Rob-rt Menarchek. Director of Career Education Program, Canton City Schools,

410.
Canton, Chic,
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CAREER EDUCATICN AND TEACHER EFFECTIVENESS TRAINING

COMPONENT: Career Motivation,
Orientation and
Exploration

LEVEL: Simulated

DESCRIPTION:

DEVELOPMENTAL AREAS: Self

CLIENT: Educational Staff

This inservice program is conducted under the direction of the
Effectiveness Training Associates and deals primarily with developing
affective domain among educators involved in career education. The program

is organized with a complete set of supportive materials and cost is
determined by the nunfuer of participants. Educators who are deficient
in understanding the affective domain and also the application of the
developmental area of self will find teacher effectiveness training helpful.

For more information

Mary Anna Elam, Director of Career Education Program, Mad River
Green Local School District, Springfield, Ohio, or -

Effectiveness Training Associates, Midwest Office, 2200 Victory Parkway,

Suite 501, Cincinnati, Ohio 45206

EARLY EXPERIENCE AND TEACHER SEMINAR

COMPONENT. Career Motivation,

Orientation and
Exploraticn

LEVEL: Real

DESCRIPTION .

DEVELOPMENTAL AREAS: Self and Decision
Making

CLIENT: Educational Staff

This inservice program operates in conjunction with local university

freshmen and sophmores. These college students are encouraged to explore

the teaching profession through hands on classroom experiences directed

by active teachers. The students plan and execute career development
activities at all levels for four half days throughout a ten-week quarter.
During the fifth day, they meet in seminar with a university instructor

and review their experiences with participating teachers. A reaction

period is provided at this time during which the planned activities

are critiqued. Participating teachers as well as college students

mutually interact and investigate their own career decision making

process through this program. Graduate or continuing education credit

is offered to participating teachers,

For more information:

Constance Carse, Director of Career Education Program,
Mansfield City Schools, Mansfield, Ohio
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WHAT IS SELF

COMPONENT: Career Motivation, DEVELOPMENTAL AREAS: Self
Orientation and
Exploration

LEVEL: Real

DESCRIPTION:

CLIENT: Educational Staff

This inservice program enables teachers who lack a thorough understanding
of the developmental area of self with real developmental experiences under
the direction of a consultant. The program provides theoretical definitions
and focuses on the individual participant's application of this developmental
area to his own identity. Participants write exemplary activities in this
developmental area after concluding the introductory phase of the program.
These lessons are then implemented in their respective classroom programs.

For more information:

Don Burch, Director of Career Education Program, John Glenn High School,
Route 1, New Concord, Ohio 43762, or -

Dr. James Doverspike, Professor of Education, University of Akron,
Akron, Ohio

WHAT IS INDIVIDUAL AND HIS ENVIRONMENT

COMPONENT: Career Motivation, DEVELOPMENTAL AREAS: individual and His
Orientation and Environment
Exploration

LEVEL: Real

DESCRIPTION.

CLIENT: Educational Staff

This program utilized a consulting expert in the area of individual
and the environment. The consultant provides a theoretical definition
of the developmental area and guides teachers in preparing specific
classroom activities for infusion of this developmental area into their
respective classroom programs. The teachers implement the exemplary
activities in their classes upon completion of the activity.

For more information:

Don Burch, Director of Career
School, Route 1, New Concord,

Dr. David Weiss, Professor of
Akron, Ohio
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SIMULATED BUSINESS CORPORATION

COMPCNENT: Career Motivation DEVELOPMENTAL AREA: The World of Work

LEVEL: Simulatecl CLIENT: Students

DESCRIPTION:

This outstanding program practice can be used as the topic of an

inservice activity. The program consists of correlation of language arts,
art, mathematics, economics, and music into a uniform simulation endeavor.
Teachers are given information which will enable them to establish a

quasi corporation within their classrooms through interdisciplinary
cooperation. The inservice activity outlines activities which are

relative to the initiation and perpetuation of a corporate structure
which is product oriented. The activity is siggested primarily for
intermediate elementary students and teachers.

For more information:

Joseph Malie, Director of Career Education Program, Youngstown
City Schools, Youngstown,

PARENTS PARTNERSHIP PROGRAM

COMPONENT: Career Orientation DEVELOPMENTAL AREA: The World of Work

LEVEL: Real

DESCRIPTION:

CLIENT: Students

This outstanding inservice practice outlines initiation and
implementation for student visi.tat.,ons to their pr.rents work cites.

The one day inseivice activitie:., explains to junior high school teachers
the means by which parents can ,ct ,s sppnso.:7s for their children at their

respective job cite. - The pro&..ar includes letters of inquiry, explanations

of transportation, p:ovisionE and evaluation techniques. The program is
sui'-.1e particul,.-ly for Enr;li:::. and Soc...a) Studies teachers, and

enal,t, the stuC,_nt to c-in conc:,:ning his parents' work.

For more 3Liormetion:

Louis S, Cicek, Director o: C-reer '6.1cation Program,
;01 EcUt. 293rd Street, Willowick, Ohio, or -

George Spinner, of C'iee- FAucation Program,
jilloughoy-E ctj-Lc :k1,012, 301 T27,:ict 293rd Street, Ohio 44094
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SIMULATED MERCHANDISINGIPROGRAM FOR CARYER MOTIVATION TEACHERS

COMPONENT: Career Motivation DEVELOPMENTAL AREA: The World of Work

LEVEL: Simulation CLIENT: Students

DESCRIFTICN:

This inservice program centers about the outstanding practice of
simulated merchandising among upper elementary students. Teachers
under the direction of a merchandising consultant are given information
demonstrating initiation and implementation of a career education school
store. Content areas such as mathematics, English, social studies,art
and music are integrated into this career education effort.

For more information:

Louis S. Cicek, Director of Career Education Program,

'iilloughby-Eastlake Schools, 301 East 293rd Street, Willowick, Ohio 44094.

COMMUNITY RELATIONS PROGRAM

COMPONENT: Career Motivation, DEVELOPMENTAL AREAS: The World of Work
Orientation and
Exploration

LEVEL: Real CLIENT: Educational Staff

DESCRIFTICN:

This 31service program utilizes consultants from leading local industry
and provides teachers with a comprehensive undeiJtanding of industrial and
business involvement in career education. The program provides overviews
of potential business and industrial involvement and also enables teachers
to design activities in their respective classes which will capitalize
upon these available resources. The program generally can be conducted
during one school day, and can accommodate large groups of educators.

For more information.

Jama Roman, Director of Career Education Program, Toledo, Ohio, or
Norm Cartwright, Ohio Bell Telephone Company, Toledo, Ohio
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PORTABLE CONFERENCE TELEPHONE TECHNIQUE

COMPONENT: Career Motivation, DEVELOPMENTAL AREA: The World of Work
Orientation and
Exploration

LEVEL: Simulated CLIENT: Student

DESCRIPTION:
This program provides teachers with a thorough explanation concerning

the applications and use of the portable conference telephone. In

cooperation with an Ohio Bell Telephone Representative, the Career Education
portable conference technique is demonstrated and teachers are given time
to design classroom activities related to its use The inservice meeting
is suggested for teachers in areas where the energy crisis situation does
not permit field experiences.

For more information:

Louis S. Cicek, Director of Career Education Program, Willoughby-
Eastlake City S-hools, 301 East 293rd Street, Willowick, Ohio 44094, or -

Ken Kristolic, Ohio Bell Telephone Company, Cleveland, Ohio

RETIRED SENIOR VOLUNTEER PROGRAM

COM1ONENT: Career Motivation, DEVELOPMENTAL ARF'1: World of Work
and Or',,ntation Man and His Environment

riEVEL: Real CLIENTS: Students

DESCRIPTION:

The retired Senior Volunteer Program is a federally funded effort,
under the direction of Action, Washington. D.C. Retired persons are
utilized as social models and teacher aids in conjunction with Career
Education efforts such as field trips, simulated activities, etc. The

program provides funds for the transportation and out-of-pocket expenses
for retired persons, and is suggested as a supplemental aid for career
educators.

For more information.

Louis S. Cicek, Director of Greer Education Program,
t : illoughby- Eastlake City Schools, 301 East 293rd Street,

Willowick, Ohio 44094

Mildred Foley, Director of Retired Senior Volunteer Program,
Willoughby-Eastlake City Schools, 301 East ?93rd Street,

Willowick, Ohio 44094

Jack Kenyon, ACTION, Washington,

93



DECISION MAKING IN AN EDUCATIONAL SETTING

COMPONENT: Career Motivation, DEVELOPMENTAL AREA: Decision Making
Orientation and
Exploration

Self

LEVEL: Simulated CLIENT: Students

DESCRIPTION:

The inservice program was designed to explain the developmental
area of decision making as it rclats in importance to the educational
setting. Teachers were presented various self-awareness programs designed
for students, such as "Focus on Self Developmental" by S.R.A., Guidance
Associates D.U.S.O. Kit, and films and filmstrips, as well as a Guide
for Resource Speakers. Prototype activities were then designed by the
participating teachers for the use of resources in .romoting decision
making skills as related to various levels.

CAREER EXPLORATION INTERN PROGRAM

COMPONENT: Career Exploration DEVELOPMENTAL AREA: All 7

LEVEL: Real CLIENT: Students

DESCRIPTION:

This program is designed to provide experience in the world
of work, orientation to job opportunities available in our economy,
and exploration of an occupataon relative to the individual's abilities
and needs. The coordinator must work closely with students individually
and with community personnel. Content areas such as mathematics, English,
social studies, and economics, are integrated into this program.

For more information:

Patrick Corbett, Director of Carer Development Program,
Kirtland school District, 9'50 Chillicothe Road, Kirtland, Ohio 44094.

6
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COMPONENT: All

THINK TANK SEMINAR

DEVELOPMENTAL AREA: Social Issues
World of Work
Economics

LEVEL: Vicarious CLIENT' Educational Staff

DESCRIPTION:

Female's role in the working worli.

Many facts and fallacies surround the women issues as related to
women's place in the working world. Many stereotyped concepts inculcated
at an early age often set up road blocks that prevent women to experience
the opportunities that are their constitutional right. The public tends
to want to protect the female through a common sense approach, not permitting
the right to choose. This workshop tries to accommodate these shortcomings
through a seminar permitting free thinking and understanding of the E.R.A.
It also permits educators to understand new mandates that are required by
the HEW.

Educators or lay persons usually accept problems and solutions from
a quick look and then prescribe for quick solution. Often times when the
social issues are examined more deeply and research recommendations are used,

the seminar participant begin to see that problems and their solutions are
not all black and white. Open exchange of new perspectives permits the
educator to conceptualize the magnitude of the problems and their solutions.
This workshop (Think Tank) permits to view those persons involved in the
social issues as persons all having special needs and those needs must be
dealt with through understanding enabling an individualized approach.

This seminar re.iuired the leadership of persons with deep introspective
in social issues.

SIMULATIONS AND GAMES

COMPONENT: Career Exploration DEVELOPMENTAL AREA: Career Education

LEVEL: All CLIENT: All Levels Teachers

DESCRIPTION:

The participants of this ten session two hour per session workshcp
are introduced to an understanding of simulations and gaming techniques.
They experience the playing games at all levels. An expert on simulations
and games takes them through the components in the development of games.
They jointly make up games that relate to the various Ohio Career Education

developmental areas. These games are used at various classroom levels.
Interaction of K-12 staff and playing each other games promotes increased
understanding of Career Education continuum.
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CAREER EDUCATION PROGRAM DEVELOPERS
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OHIO CAREER EDUCATIuN PROGRAM DEVELOPERS

The following section of the Ohio Career Education Xnservice Procedures
Manual lists alphabetically all current Career Education Program Directors
within the State of Ohio. Also listed are members of the Ohio Department
of Education, Career Development Program, who are administrators of the
state program. Members of Ohio colleges and universities who have been
associated with specific aspects ofOhio Career Education Program have
also been included in this section.

This section has been designed in order to provide 6areer'Education
Program planners with a resource which will enable them to secure consultation
either directly or indirectly from those listed.

Since the cadre of Career Education in Ohio is growing very rapidly,
it is impossible to list every individual who has a spoifiC talent or
expertise area in Career Education. Howeverl those,i&lividuals who, are
listed here can provide the.names of other educators who possess specific
expertise and also can assist the inquirer with other resources.

This section will be, revised annually and updated so that the
information given will be current and accurate.

Each entry within this section is organized in the following ma.-.ria:

Name of Consultant
Title
Employer
Employer's address
Business phone
Area of expertise
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CAREER EDUCATION PROGRAM DEVELOPERS

Angus, Samixel F.
ASSociate Professor Of Education
Miami University
409= picGiiffey Hall

. =Oxford_,, Ohio -45056-
529 -7180

Career -Develop-Merit
Trograins, Oodupational

I

Baltheaer, R.D.
Assiatarit -DirectOr, Research,
Survey, Evaluation, and
Exemplary Programs_
Vocational Division, State
Department of Eductition .

Room '613, 65, :South, FrOnt Street
Columbus, -Ohio 43215
(614)' =466 -2095

:Career Development.
Administrati.Oh, Organliatiori
PhilosophY, and InserVide
Programming

'Barnes, -, Imogene
-Career Orientation- Coordinator
Princeton- BOard of ,EducatiOn
25 West Sharon -Road
771-;8560-

Benin, -Allan-
-Direotor
-Career_ --DeVelopMerit Program
Cleveland -Uriiveraity

Hts. City SohOola-
2155 -Miramar - Boulevard
:Univeraity gta.,:011# 44118
-(216) 383=9200 Ext. 217=218

BetreS; tJames Dr,
Assistant Professor
Department-of Elementary Education
Youngstown State University
-Sohdol of Education
4.10` WiCk;.Averiue
YOungatoWn, Ohio 44503
1(216)-746-1851 Ext. 346, 347

:_K,12 Social- Science
Education,_ Career-
-Education, Inquiry Teaching_

Black, gin'
Direator; 'Career DeVelopmehil Program_
Parte City School District -

Pleasant- Valley Junior High
9906 Pleasant ValleycRoad-
-Parma, -Ohio/ 4.4130
842-$892 '

:History of Career 'Development,
'Career ientation-,
-Managemen f 'Program

MaijeIl
-Consultant-, Family Life, Career -Motivation=
Ohio State Department -of EdUCatiori-,_
65 -Soiith--Frcint Street
Columbus, Ohio 43215

All aspects Of 'Career Motivation.

;Buffer-, jr.
-Professor of- Ed_ucationl- induStrial
Teahriology-
The Ohio .Stata University
190- West 19th Avenue
200 _Welding Engineering_ Labs .

-(614)422,7473
:Industrial-Education,- Special,
Education,. Guidance,_ -Career
EdUcation and Consumer -Education_`

BurCh,= Dori
.Directdr Career Education piTgram;
EaSt Muskingum Schools
John Glenn xigh schok
i3t., #1

New Concord, Ohio- 43762
826=7636

:Program- -Development

Carte, -Constande -K.

.Director, Career EducatiOri Program
Mansfield City Schools
270 Weat Sixth- Street-
Mansfield, Ohio= 44902
(419)- -522 =0611

:Developing and Writing
Instructional = Materials
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Carter, James.
Career Education Specialist
Orrville city Schools
Orrville High School
841 N. Ella Street-
Orrvi lle, Ohio 44667
(21,6) 682-4661

;Guidance Counselor

DF

Caster, Ridhad
Director
Carder Development Program
-Canton City Sohool0
dedar'SdhooL
28239th Street, SW:
Canton, Ohio -44710-

_(216) 4554992 Ext. 379

Director, Career Education =Program
Willoughby- Eastlake -City Schools
101-Edat,293rd-Street
WillowiCk, Chit? 44694
,(216). 946-5600-Ext. 270

;InderVide'ProOedure6-
Manual and -14tiating
Ohi&Career Education

Cochran; Jaak_,Dt.
.Professor- Guidance and Counseling.

Akron University
853-N. Medina Line-Road
Akron,- Ohio

-66E-4577
:Third Party-Evaluation-
Keynote- Speaker -=

"Dediaioh_Naking"

Corbett, Patrick
Dlrector, Career Education Program
Kirtland City-Schools
9150 Chillicothe Road
Kirtland, :Ohio 44094
256-3366

:Program Development
Career Education

Cooper, Delores J.
Career Education Coordinator
Cleveland Board of Education-

_

(Empire Junior High)
27621 Chagrin #317
Woodmere Village, Ohio-}+4122
831-2370

:Career Development
Promise Practices

Daigle, Ronald
Director; CleVelandCenter for Economic
Education-

-Joint-Council for-Economic Education
John Carroll University
UniVersity 'Heights, Ohio 44118

(216) 491=4911
;Career Education Economics

Degenhart, George
Director; Career Education Program.
Springfield, City SChOols,
49',EaSt C011ege-AVenue

(513) 324-4109

DiGiU140, -Robert Dr.

youngatown,State University
Youngstown,..-Ohio

(-216)- 746 -1851

;Director of Guidance a#4- Courisel.ing

-DOerrTt -Warten

tirSctor,,Career--Development Program-
SouV1=146Stern City Schools -

465 KingSton Avenue=
Grove City,- OhiO 43123-

(614-) -87542318-

INtrerspike, James -Dr.

Professor of-Guidance arid_oplitiqeling°

Akron University
`887 Walter-doUrt
Talltadge; Ohic:OF4278

:Keynote-.4eaker -

Drier.; Harry N.

Research and,DeVelopMent ppedalist
The Ohio State. = University

1900 Kenny_ -Road

:Career-Education; Guidance-,
-Placement,-. Staff peirelopment

Rod-/

Career Development. Specialiat-
Ohio,Departint-of Education'
Diviaion,Of-Guidance and:Testing
751 Northwest. Blvd.
Columbua, Ohio 43212-
(614')- 1+69=1+868

:Career Development, Cakeer
Education, Career Guidance
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He ElaM,'.Mary Anna
Director, Career Edudation Project
-Mitd-Ri4r4reen Local Schools
3920 Fairfield Pike
Springfield, :Ohio 45502
(513Y325.7343

Ferreira, Charles W.
Research Assistant in charge
of materiala- development and
education
Career Exploration fcir Children.
Project, Title III
107
Bowling g Green State University,
372.r2436.

:Career Development Theory --
-Inistr. Materials Development
and tvaluat ion

Ford, _Jack
Director,. Ohici--'Career -Devlopirtent
Program
65 South. Front 'Street

-ohie-
(614) 466,5718,

Frasier, James
Coordinator; Career Exploration
.Dayton BOard of Education.
6690. Garber- Road
-Daytbn, :Ohio 45415_
'94,8047

:Career Exploration -
DistribUtiVe Education

Frye, -Bill -Dr.._
,InstruCtor, _Akron University
72Alcion Univ sity_
4175, Darrow -Road -Apt. #9-
-StoW, -Ohio:44224

:World of Work and
Education and Training

Fry, Phyllis
Career Ednoation Specialist
Orr_Ville City SOhOols
Oirviile High SchOol
841 North 'Ella Street
Orrville, Ohib 44667
(216) 68,466'1

:Guidance Counselor

James W.
Director, Career -Development Program_
Carliale 'Local Schools
724 Fairview Drive
Carlisle, --Ohio 45005

:(513)- 746-7616

Gorham, DeRoy
Director of the Career Education: Program.
'Lorain BOard_ Of Education
-4315 Palm Avenue
;Lorain, -Ohio 44052
'277-1797'

:Program
Curriculumr -1,K1O .

Graham,. Maiby
Department-Chairman: Home EconOthice:
.Parma: City School Dietrict.
Pleasant: ValleY -Junior-1114h,
990&-Pleasant TValléRoad
Parma , Ohio, 44130
842,889g

:Hobe --EConamies-1
-

Jones; Ôlivér
1prOjebt -Director.--.. Car e'er EdUcation
Cievelazid Board of_ Edubation_
380-.East 6th , Street_

-Cleveland,. hio
696-2929 Ext. 45o

:Program and _StarDeVelopment.

-1(allner,_ Brenda
Director, Career Development Program
MinfOrd_ Local SehoOle!
Minis:Ord-, -Ohio -45653
(614)-820,181-

Karns,_ Edward A.
Director of Elementary Education
Parma- City SOhOols _

6_726--Ridge "Road
-Parma, Ohio
'(216) 84a-56b

:Career -Motivatiori,Seir- ConciPt
Development

Lambert, Charred
Director, Career DeVeloPmeiit- Program
Princeton City Schools
25 West Sharon. Avenue
Cindinnati, -Ohio- 45246
(513) 771-8560 Y 1, 92
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Malie, Joe
Director or team leader'for
Career Education
Youngstown City Schools
1025 West Rayen Avenue
Youngstown, Ohio 44502
744-5602

:Community Relations =K -10

Melragon, Betty-Duba
Coordinator, Columbua,City_Schools
Freshman Early_Ekperience Program
Columbus City Schools
The Ohio2State University
021 RamSeYer Hall -

Ohio.State. niVeraity
Columbus, Ohio,43210-
4224874

:Career Education in
Teacher Education_

:Mengei,__Stanley
President
Ohio- Council on Economic Education
Ohio-University,
.Athens;- Ohio-45701

(614) 594-7000=

:Inbervice -Program Develop,-

-ment tor :the-Econotida
=CoMponent
:ReSoUrdea and- Materials-in
the area of Economics=

Miller, Donald G.
Director,- Career Deirelopment
Program.

SOUth_Western City School District
465 Kingston AVenue
Grove City,_,Ohio 43123

8i?5,;2318

:K-16-CurricUium=Model,
CoUnaelor'S=rolea,
GATB-and OVIS; Worker
Trait trOups and Cluster

Miller, Elmer
Elementary 'Career Direator
Coordinator
`Princeton Board of Education
25 W. Sharon, Avenue
771-8560

:Administration

1.01.

Kamm, Linda
Director, Career Education
Clear Fork Valley Local Schools
195 School Street
Bellville, Ohio-

(4'19) 886-3244'

:Methods of teaching

MuesSig Raymond Dr.
Professor of Humanities

State University
Humanities Department, Ohio State
Universiiy
Columbus, Ohio

:Need for Career Education

NeMec, billiam
Coordinator, Career Development Service
University of Akron
Akron,-Ohio
-(216) 375!!7111

Newenhisen, MalliaM
Director; CareerDeVelopment -Program-
StOW City Schools
3732:-Darow:Road
ROW,:Ohio=44224
-(16)=68878266

Norton, Robert.-E., Ph.D.
Research and Development- Specialist
The Ohi-0 StateATniveraity
199-Kehny-Road-

-486--3655-

:Career rEdudation; :Staff_ Developthent,

Evaluation

Odgers, John
Vice President
Pardner8yStems
1150 Morse Road
(614) 885-5019

:Guidance,

Placement

,,Columbus, Ohio

Counseling,
, OVIS Career Exploration

-Quaranta, Joseph -Dr.

Education Professor
-Ohio State.VniVeraity
RoOM 253 Arps Hal]:

eciumhua, 0hio:43210
-422-6554-

:Preservice-Education and-
-Career-Educationt-Guidance and
COunaeling
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Rammes, Robert
Project Director
Dayton Board of Education
2385-S. Linda Drive
Bellbrook; Ohio
(513) .848-26o3

:Administrative
Guidance= practiCes -

- Curriculum DeVeloPment-
MotiVation

-Raman, Jama
Director, CEireer- Education Program
Toledo City School6 -

Manhatten and Elin Streets
Toledo, 'Ohio 43608
(419):726-0667

Saltzman, Glenn Dr.
'Department Chairman
Counseling and personnel ServiCes
Kent Statet University
311 Education Building
Kent State
Kent, Ohio ,44242
(216)-- 6'72466L

:Guidaide nd =Connseling,
Career Guidance

Sears;_ Susan Dr.
Coordinator? Career -DeVelOpnient
Program
Ohio Department of Education-
-65 SOnth Broact:Street
-COltimbizd, -Ohio
(614): 466-5718-

Program -Dev_el6pment
-AdministratiOn-

-SenefiCh, Lawrence :Dr.
ProfesSor of 'Economics
University-of Colorado
970 AnrOrs. Bldg. #1
Bolder, =Colorado

:Workshop on intergration
of economics and wOrld 'Of
work into -Social studied-
cOrricultim

Shauck, Ralph
Coordinator Instructional
SerViceS-
Cincinnati =city Schools
230 East 9th Street
Cincinnati, =Ohio 45202
.(5i3)-- 369=4806

Shoemaker, Byr1
Director of- Vocational Technical=.
-Education
Ohio Department ,of Education
65 South Front Street

-Columbus, =Ohio- 43215
.:Career Education

Taylor, R6bert
Director of _Career Education-
Geneva' Area City- Schools
135..S. Eagle
Geneva Ohio
,466 -4851

:Administrative organization:
and:-developinent of -Career
EdUcation_Program

Thomas,.' Robert
-DireCtori -Career -Development Fprogram
Boardinan,:Localifigh School
2410 Market Street
YOurigstown, Obi-0_1+4512

--(17i6) 758 -281

'Thomtio,_ -Richard-
-Career -Education- DirectOr
Orrville City, Schools
815 North Ella- Street

'OrrVille, Ohio -44667
(216)- 682=4816

:AdininiStratiVe Assistant

Thorbahn,._Ridhard
Diredtor, -Career, Education Program
Benton.--Carrol-I-Salein-_Local 'Schools,
315 -Church_ Street,
-Oak- Harbor,. Ohi6 -43449
(419) 898 -2371

-:Career _EdndittiOn- PrograM
T tnipiemer:Itation

TopOugie.,
Director, "Career -Editaation -Program

'Akron Ptibiic -SohoolS
65-Steiner Avenue
Akron,. =Ohio 44301 -

434 -3404
-- :Program implementation;,,

K-.12 Curriculum, 12 = Development,:
K=12 Guidance Involvement,
1,1 -12. Pre-Post Secondary Career

-Exploration
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Wade-; Howard
Cat 4er Education- Coordinator
Supervisor
Orrvi7.1e _city Schoola
815'North Ella Street
OrrVilla, Ohio 44667-

(216)_ 683-4516

:AndiO-Visual Director

'Weals, Robert .`
Garber. Education-

Program
Colninb Us -City iSchools
270 East Stat Street
Columbus, Ohio 43215.
-(614) 22844346

Webb Tot
-Director, -Career DeVelopment
Program
Scioto-Darby Ci y S,,hoOls
198-_Sdioto!,Darby,Road
Hilliard -; -'Ohio -43026
1(614)- -8764286:

DaVid
-profeSsor A:5f 'thlidance and
Counseling-
Akron University
389--oreeriwoOd'.Avenue
-Akron ,Ohio 44320
315-.7699

_:Keynote Speaker
individual -arid-Ilia
.Environment'l

j'amea V-. Dr..
Associate Profeator in

-EducatiOn and- Chairman of
Fac. of- Special Services-
-.College of Education
:Ohio State UniVerSity
1945-North High Street
COlumbna, -OhiO- 43210-
(614)-A22 -6554 -

:Career- DevelOPMent,
human- relatiOna,- team,
aPpronches
relationShipa, staff
development

-Wooleryi Eugene,
Director; Career Education Program
Dayton City, Schools
348 Veat First Street
Dayton,,'Ohio 45042
-(513)-461-5850

Wysong, Eugene
-Profeasor of EdUcatiOn
`Depattnient of Guidance and
Counaelor Education
University of TOledo
Toledo, Ohio 43606
(419)` 531;.5711=

:Guidance 'and Counseling,
program planning and avalnation,
vocational guidance,- educational-
tatting, inaervice- education,. .

.career education-

_Sato
Curridnlint and Community Relational' -

Medina City Schools
P.O.. Box 408-
Medina., OhiOT 44256
.(216)- 7254831-

-Zookle, MiChael A,
-COordinator:, World of Work,.
'Career Education.
Warren- aity School&
261 Monroe Street,. NW.
Warren,- Ohio.-44482-
-(216) 841.--2260.

:Career EdudatiOn-ElethentarY,_
Teadher Inservide K-10,,
Special Education, Affect-ilia
=Career _Education, ,Fethales--Role,
A vehicle to promote Career
Education (Contact for local
reboUrce -perSons)-
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POTENTIAL_ CAREER EDUCATION nisERvIcE.sITss-

Throughout the years, certain locations have become' popular for the, staging
of-various inservice activities. This narrative represents a compendium of
-potential sites which have served as 'successful backgrounds for _productive,
intervice programs; It'ausi.be'understood-beforehand, .however, that such,a_
iisi,eannot possibly be donclutive. Innovative teacher groups constantly =
.utilizs-novelsettings for their experimental activities. -What follOws then,
isthe categorization-of the mamor traditional and,experimental_inservice
sites with comments concerniig the advantages-and disadvantages encountered.
1Ln-each-category. The second part of the narrative will deal_With.the
mumeroue*Thysical-attributet to te,considered. in the_selection of an-.appropriate
.inservice site.

The School Site -

The first major site category consists -of the typieal.tcholattic facilities
found.atslementary, high- school, -and university levels. these include
classrooms, auditoriums, leoture rooms, cafeterias,- gymnasiums,- faCulty,

lepartmerital,'_andrstUdent:lounges, libraries, iittle theatres, - and coffee
-houses._

Certain.-advantages -ooncetitant 'schorat tic ,facilities--have been
,--

influential in- making.tehoold the most traditional sites. Primary _among theme
-advinalges.are the.adaptability-and fleXibility resulting from the- wide
varietY-of-root, sizes.- Large and ttali_grOups.cansasily-be accomtodited.
through the selection_ -of .a-root with-atple space and desired-dharacteristics.:.
-Sedendly, the the.tchool eiitinatet the many-traveling an--lodging
expenses-otherwise inctirred-byteadhers. ,Usually school. sites are readily
available at minimum-doilt to. the- prograt_Planner..,Finally, in- contrast to-
othSr sites, the, school is convenient in -that inservice participants have
ready access to resource tateriala, sudit.otitUal equipment, projection-- facilities,
Ste.

dtmverseiy, the major handicaRof the school is its rigid atmosphere. A'

Many teachers find schbol environs too psychologically confining for inservice
activities, ttus inhibiting effective and meaningful teacher interaction.

.



=Commercial Sites-

In order to circumvent the pitfall of.the-school-atmosphere,- Program
ganners may ahoose their activity site from the second general grouping.
This category includes_ all commercial sited and facilities Osig_ed.for use
by the general public. AMong these potential, sites art 'tile banquet and
meeting rooms found-at-hotels, motels, publid halls, lodgesi-and auditoriums.
Community tooms.recreational areas in apartment-and condominium complexes,
concert halls, theatred,Testaurants, and service organization-(rotary'club,
etc.) May also be- used-as- conferences or activity-sites. Finally,
Tlanners in search of extremely inforMal atmospheres-1MaY'be-interested in-
public- -park systetO,-campsited, and-outdoor concert-:areas.

The sitesmentioned present an extensive range -of flexible-facilities,
many of which are equippact.with sophisticated Audio-Vidualsystemd. However,
the major advantage of a commerdial,siteis that structured-program activities
mer,vproceed_informally in zettingslesigned-bothlorOomfort and utility.

Of course, certain-drawbacks associated' with thesetites_are unavoidable.
Unliketchoola, most commercial sites-make no proviSiona-for-USefulireference
materials., SoMe,may not evenbeSituated in the proximity -of-a- redaUrde
-center._ The,second'faajor drawback- concerns fihanaiai Arrangements: Almost
all -of the locations cited. require -the- payment of rental or other feed_
normally aVoided-by-using the_school pretises..

Lastly, work atmospheres inextremely liberal settings may become too
lax, thereby resulting in the breakdown of program organization and effectiveness.

Other_Sites-
,

. The 'final category, includes Private settings -and activity-orientedsites.
-Primate sites are-ideal for small -scale group- activities. They include

private clubs, church - affiliated` facilities, and-teacher homes. Generally
Speaking, these fadilitida ateavailable to-groups-at littleor no .0m6hdei
Als, because they are-more intimate, priVatOJetting6-fadilitate more-
intensive=grouppartitipatiOn-and: response.

.

The most obViaUs difficulty with -any private.site is the absence-of
resouree-materials and-other-4Plementary-aids.

Azi activity-oriented-site ia_anYsetting.-Whede nature-and- attributes-
directly correspond to subject areas pUrsued'and inVetetigated-ih_groUp
activities." For example, grOuPs-WOrkingwithindustrial and bUbineas.
subjects may-with to stage their activities inecorporat-boara room,
at factory sites, at industrial plants, etc. The diverSitYef-workShoPs-
-and Otherinservidepraatides necessitates-the-use-Of-a,multitude-of-subjedt
relate& siteS, SuggeStedsettings include advertising Agentied, horepitals,
city .hall .facilities; court rooms, city,caundil chambers, induietrial
laboratories, Muld'imumieumd. There-Are, of coursei-as-Many-poteteible-siettings
as-there are -types of activities.-
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, -
Other .'Sites (continued) t...

1 .
-

,,.
-.The major advantage arising from contact with an activity oriented

i site is the experierice of an authentic, subject-related atmosphere which
thay provide valuable insights into the interdependent relationship
existing between classroom' materials and situations encountered in the
Word 'of. Work. 't

" Although the .majority ,of the organizatiOs mentioned do not solicit
paynierit for the use' of-their facilities, the must obserVe their own
Work\ priorities. The major disadvaritage becaMes one of convenience-
unless- specific, acceptable terms between the school and the organization
can lie arranged -and announced well in adVance of\thoheduled activity dates.

.

-daideline&
-a

fo! Site 'Selectian

While engaged: in the process of siftinvthrough'pOtential
-planners ,should- -be. aware of -important criteria pertaining to the actua.l.
_phydidial setting. Obviously-, sit s in certain categories are-not -designed'
to__meelt or fulfill every ideal st dard. The- intention here s to =Merely
show the- hroad range of -phybical ttrihUtea_ meriting consideration by
group -planners.-

-Certain Of these criteria co Cern qtialitieb related_ to- the physical;
comfort of specific activity room . The_ room selected should be of sufficient,
-size* accommodate -all participants._ If a large moth- is -uSed,
-adjacent conference areas for discussion -and refreshment &hOuldi'be-available.

StUffy, -UnComfortable atmospheres mat-be avoided' by uthing,Wellspaced
seatingl arrangements. -Adequate -ventilation _and air- conditioning,- systems
-can,alao do -much to- relieve -crowded or oppressive conditions.

Sp_ecific attention shoUld be given to -the acoustical quality of the room.
Faulty acoustics- which cause communication problems may be remedied by- the
iritroductiOn'of compensatory sound- Systems.

Also, special requirements -such as facilities for handicapped _participanta,
audio-Vistial equipment, and demonstration areas. should = not be oVerloOked.

The: sEicond- impOrtant criterion -- area pertains- -to the- location of the
potential setting. liarioub integral factors -Must_ be taken-into account
when- inServide planners endeavor to select a nom-scholastic site. If a
diStant site is_ chosen, provisions- should be made for- additional travelirig
and lodging- expenses..

The Surrounding- environment rePrebenta another important facet of- location.
Harsh, unfainiliar urban settings may isolate and :estrange group member*.
trolonged contact with a single room eventually heaosies tedious and can
only result in a.deorease of teacher efficiency. On. the other hand,
suburban and semi- rural isettings are usually more productive since
partidipants can tempOrarily escape the confines -of the meeting room by
experiencing the pleasarit surroundings during prograni intei-Missioris.

1C7
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Guidelines for Site SelectiOn (continued)

,
Lastly, allowances' should- be made for* the-diffetent -Customs and'

traditions indigenous tp locations. In some areas, teacher inseivice-
-activities_are traditionally held at definite , tpecified locations. Too
/often, unnecessary coMplications_resuit from irifringing upon thete' local

, customs. Therefoie, cereful 'cOnsideratiOn should be given to the types , .

-of facilities available and the attitudes vnpountered- in the former
_

employment -of similar sites, found -in -the same genetal area. If one area

is: -too restrictive, planners may look for sites _in anothet lOcale=known co
1,:.

. . ,

-Have lest stringent ViewpOintt_ and cOntro16.

The program, planner ]mutt Choose the- inservice site often on-the--basis

of time factors and the proXimitY of -his .participants.- For instance, -if._
a_reviet./- of the inservice assessment instrument reved16 that most -of ;tie-

. educators in the school district prefer aftei school sessions; the school
itself preterits perhapt the mot accommodating meeting _place: Participants

will not _have: to travel to another location fOi! thott set-elan.

\
Another atpedt.Of selecting the inservice setting is dependent:Upon

the -needs of the consultant. Tile ptOgram,Iplanner -thould contact -the-

_intended_ consultant Well in- Advance. of the intended= ipservice activity
and-discuss-the Options_Which -ali at hand in terms of- setting. Some

Consultants haVei,very SPecific sneleds in- terms of _setting. Audiovisual.

meterialb, -moveble seating arrangements, potential 'for shOWing_ motiOn .

pictures-, etc.- -may very-well -bear

\

influence -On the setting which is- -selected:.

In .summary, the -key concept relevant to ,all of- _the 'aforementioned

attributes -is flexibility. GreitlPs_\apd the -sitessites they teledt_shOuld be -

flexible- enough so that -necettary latt=minute changes .or- the= required AdditiOn
, into ,

9f. -special facilities-Will not Plunge- -program toteatt into a. state -of utter

catilfUsibri. Each- df these_ Possible Physical cOntingenciet : then:ad- be , reviewed

and evaluate& et eithet relevant or irrelevant to the proposed program

Outline. If each is -given thOughtfiil cOntidetation; priOritiet'mey be-
establishes before_ the iniiiion of the -prOgram _itself-. Wiseend- cautious.

willplanners Wi al4iitya ptoVide fot a - certain- amount of leeway in order- to-
. _

-avoid- the pitfalls acoruing, 'from. inadeiluate -facilities t- pitfalls -which may -

undermine -the effectiVenets and overall tti'cce66 of, ny insetviCe actiVitY..
.

.
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