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I. PURPOSE

Introduction

This introduction and evaluation report will describe an innovative
training program for paraprofessionals who will establish and man
Occupational Resource Centers in schools and community agencies
'throughout the Commonwealth of Massachusetts. Included in this
report are daily and final evaluations of the trainees and the
abservations of an outside evaluator. Staff méﬁSers Hb:e that
with this report the reader willlgain an objecti&e view of the
project - its purposes and procedures. Results of this evaluation

- process will be utilized in the development of a 1973 summer
\,

training program.

Readers in schools and community agencies in Massachusetts who

wish to participate in this project should contact:
?

Mr. Arthur L. Leland
Program Director
Paraprofessionals in Occupational Resource Centers
Amherst -Pelham Regional High School
Amherst, Massachusetts 31002
Telephone: 413-546-3710




Background

Career development today, both in and out of school, requires
innovative approaches in occupational mateiials and in guidance
;echnique. Society's désire to help each individual to déveiop
his full potential regardless of his faée, socio-economic, ethnic
ér cultural background, places increased demands upon teachers,
counselors, cohmunity service personnel and rehabilitation workers
for imaginative and relevant education and counseling.

3

One way to meet these demands is to make maximum-use of present
teachers, counselors, socisl workers,-eXtension workers, employ-.
ment counselors and others charged with the administration of
programs within which occupational information can be presented.@.
tnalysis of the differentiation of the orofessionals' functions &
indicates that many of the routine information collection and’
disseminction t=sks, though cssential, can be performed by trained
auxiliary personnel.

- "The introduction of auxiliary personnel, when they are
appropriately selected, trained, utilized and institution-
alized, does not need to result in merely 'more of the
same'. It can stirulate a reassessment of all the roles
of the school. It can help to apply the concept of career
development to the total educational enterprise. It can

contribute to institutional and social changes of some.
megnitude.' 1

1—Bowmarl, Garde, Klopf, Gordon J., NEW CAREERS AND ROLES IN THE
AMERICAN SCHOOL, A STUDY OF AUXILIARY PERSONNEL IN EDUCATICH,
Bank Street College of Education and Cffice of Economic
Opportunity, MN.Y. 1963, p. 222 /
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“.v roles are also emerging for teachers, counselors and,other
professionals in various settings and these roles necessitcte the
introduction of paraprofessionals in the various institutions.

'

froliferation of knowledge, emerging technology and increased

population are mandating 2 stronger concern to provide quality
occupational education and counseling. This is particularly the
cose for youné people who plan to enter the occupational world

after the termination of their secondary education whether by

praduation or dropping out. -

As was pointed out in relation to the Schaefer -Kaufman report,

Massachusetts has special communication problems between the

L

——general education'' and the '"vocational education'’ establishments.

1

‘"lhile Massachusetts pioneered in vocational education ant
is developing some excellent vocational and regional voc~-
tional schools, it is not meeting the needs of our peopln,
~nd it is falling behind severzl large industrial states
'in the proportion of its youth receiving occupational edu-
cation. Unfortunately, there is & serious lack of commu-
nication and cooperation among the 'general education estab-
lishment' which educates the few and controls the Federzal
and State funds for occupational education: There is a
crisis of confidence, and the situstion is not getting
better...'

2 Gaige, iiliam, ‘‘Forward'' REPORT CF THE ADVISORY COMMITTEE O
THE SCHAEFER-KAUFMAN RECOMMENDATIGH O VOCAT ICNAL EDUCATICII,
Massachusetts Advisory Council on Education, April, 197C.
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The development of occupational resource centers and paraprofes-
sionals to operate them in both vocational and comprehensive high
schéols will assist in fostering better communications between
fprofessional personnél and students in the education establishment.
The increasing emphasis on careér}education at all levels extends
~rhe mandate to establish resource centers 6f occupational and
career information in elementary and junior high schools zs well.
The attitudes children develop regarding the world of work aré

part of 2 continuing process, not appearing full-blown Qhen the
youngster leaves secondary school, but evolving continuously

throughout his school career.

Youngsters learn sbout the world of work from outside of school
also. Sublic and non-public community cgencies offer extensive
opportunities for learning about careers and developing an attitude
about work from such organizations as 4-H, Boys Clubs, Boy and

Girl Scouts, employment agencies, community teen centers, and
housing activity centers, to name only o few. Thése organizations
.have-and mﬂyvcontique So participate fully in this projeqﬁ as
~fforts are made to provide service to the youngsters wherever

~r however they can best be reached.




The termination of formal schooling does not signal the termina-

tion of the need to obtain occupational information. The staff

of this program recognizes the lifelong need and desire of people
to learn more about the real world of work and to understand and
make decisions about their own goals in terms of that occupational
world. Occupational éhoice determines 4 iarge number of factors
about an individual - educatioﬁal level, socio=-economic status,
where he will live, clothes hevwill wear, perhaps whom he will
marry- in essence his whole life style. The paréprofessionals
trained in this program will play an important role in the

dissemination of the information so vital to appropriate

occunational decisions.
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| ® II. TRAINING PROGRAM

The training program for the paraprofessionals is divided into

- TWO parts; The major portion of‘ghe training program was én
intensive three-week (8:00 AM. to 4:00 P.M.) summer program.

The second part of the training program will consist of two
Saturday workshops during the year, field consultations by project
staff and a one-week'traiﬁing program during the following summer

after a year on the job.

v

This report will limit itself to a description and an evaluation

of the three-week summer training prongram.

. Cbjectives

The ultimate objectives for the training program were as follows:

1. Intensify use of occupational nnd related information
through increased avnilability of materials.

2. Aid counselors, community workers and nther professions™
in establishing and operating work study programs or
similar reality testing programs.

3. Dcvelop and maintain materizls and activities in -
number of innovative occupational resource centers in
the Commonwealth of Massachusetts.

4, Aid 2ll individuals, especially thos planning to cntex
"directly into the world-of-work, in meaningful cereer
deveclopment,

5. Aid to career counselnrs, community workers,and teachers
in gaining more knowledge about the world-of-work.
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The training goal was to provide the paraprofessional with specific
kinds of skills, developed in the pre=-service and strengthened
“in the inservice training pr;grams, in order that the paraprofes-

sional may function effectively in consort with other staff members

to aid in the utilization an@»maintenance of occupational resource

'

materials. \

The training objectives were based dn nine skill areas and include

" the following:

1. Humen relations skills: These include developing and
strengthening the abilities to communicate - to listen,
to observe, to verbally follow, to ask ''open questions,’
to vespond to feeling, to speak with the other ptoplce
the paraprofessional meets on the job. These skills are
deemed to be of great importancc for on-the-job success
and satisfaction. Both intra- and inter-personal skills
were stressed. Measurement was done by trainees and staff
using microteaching and rater observations.

2. Increased awareness of the characteristics of humzn
bechavior: The end in view for the paraprofessionzl train-
ees is that they have a broader ﬁnderstanding of themsclves
and the people with whom they work. The characteristics
of human behavidr, educational and social problems and the
#ides' ability in adapting to these.behaviors are an in-

tegral aspect of the training proéram, Measurement was

10 |
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oral examination and simulation events developed by‘the
staff to assess ability to obser;e.accurately and predict
human behavior.

Clef{éallskills: These include the abilities to type and

12

to file, to produce ditto and stencil masters and to usec

the appropriate dupliceting machines. Measurement occured

through: the vehicle of a proficiency checklist found at
Appendix A.
Skills in the use of Audio-Visual equipment: The ability
! ,

to operate projectors of variéus types, programmed learning
equibment, tape recorders, 2 mm. clip machines,‘recéré
players, etc. and the ability to use this equibment in
preparing local materinl are included aéong these skills.
Modern media provide effective vehicles allowing the
individual to seek his own answers, to be his 6wn instruc-
tor in the area of inquiry. A paraprofessional trained in
this area can expedite self-instruction with available
resources and thereby allow the professional staff time
for counseling, teaching, and prepa;ation of materials for
such centers. ' '

|
Demonstrate ability to order, maintain, display, aad die-

seminate . information and resource materials: These ski.

include the ability to explain to the clientcle the mu-
< ~—

chcnics of the resource center, and help in the proprroticn

11
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of original material. Simulation techniques were used,
'w rking with secondary schoéiﬂstudeﬁts. Measurement was
by deu;nstfation in the model occupational resource center.
6. Demonstrate use of resourceéghﬁihéée skills included the
ability to aid the client or other staff members in ob-
taining appropriate materials ina migimum amount.of'fime;i
tﬁé ability to write newsletters announcing new materials

!

and information. Measurement was done by actual student

 éubjects who came to the model occupational resoqﬁce cen-
\ter for help'during the last week of tﬁe training progrem.

7. lBasic introductiop to organizational procedures, policies,
and other forces of the institution affecting the para-
professional: . Those aspects of 1&& and ethics which are
relevant to the paraprofessional's functioning within an
institutional setting and workinglwith professionals werc
included. Meésurement was done by questions from the'
staff. Workstudy program organization, iabor laws and
gégulations, union procedures and regulations and specicl
state and federal projects wcecre :eviewed;\

3. Development of educational and occupational terminology

appropriate to the needs of each trainee: This arec was

concerned with test%sg terminology as well as with other

’ terms which are particular to an occupational resource cen-

‘ ter. ‘A glossary would include such terms as Dictionary of

12

}

N
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‘Occupational Titles, percentile, program, film clip,

aptitude, intelligenéé, interest, simulafion; cataloging,v

etc. Measurement was by interaction with students using

video ;ecordings. |

9. Knowledge of current issues in the wbrld-of—work, educatin,

rehabilitation and community service: The trainee who may \;\

not have had receat experience or contact with schools and

other communigy agencie~ and the variety of concepts that -
£ _

are being debate hould become aﬁare of what some of them

are ond how the$e issues and their resalutions relate to

his functions in the institutional setting. Such issues

‘ : inciude minority group relations, adolescent dress and
conduct, drugs, alcohol and truancy. Measurement was by
the ability of the trainee to discuss such topics with

fellow trainecs and strangers.

Proficiency_ Checklist

Three levels of performance for the paraprofessional were conep-
tuclized in the opzration of an occupational resource center. For
each level, a series of spegific tasks was identified after obsen-
ving a paraprofessional work in ean occupational resource center

and after interviewing employers. From this list of specific

tasks, a proficiency checklist &as deveiéped which provided the
S
‘.‘ basis for the training program and job de&ription on threce levels.

While each trainee broﬁght different bac#ground éha*skilg§, the

13 —
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. 1972 summer tfai;\frﬁr,\*program sought to reach Level I and II pro-
ficiencies. The one-week training progrem during the summer of
1973 will seek the attainmegt of Level III competencies. Because
of increasad compeéencies with each level; employers arelurge to
adopt a salafy scalé which is commensurate with the increased

-
competencics at each higher level.

.ae checklist wjll be used to provide trainee feedback, to com-
municate to the support person's employer the competencies of the
troainee and to form a basis for inservice training. The P#oficicu-

cy Checklist includes training objectives for the specific opera-

tion of an Occupatir~ 1 Resource Centcr. A copy of the Proficiency
Checklist is four - Appendix A. The four factors of people, datz,
training nﬁd autonomy wcre used to conceptuélize and delineate
the threc. levels of tasks for the opération of an Occupational

Resource Center. This fromework is shownn at Table I.

Training Program Schedule

N
I

The three week training program was divided into'three basic
~ompanents; cach week's instructipn was concentraped on a different
arcn, ~lthough activities were yeried throughout the program. Ir
scenerals” the cmphaéis wﬁs &8 foilows:

First week - Human relations skills

- L

‘ © Second week - Occupational Resource Center knowledge ani

skills.

14
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I1I
Person-to-Person
Contacts and
Interactiors,
Demonstrate
preraring for !
jobs by role-
playing technliques
in job inquiries
and interviews,

|

II

Search for new
placement resources
that may be useful
to the professional
and the clientele

I

Records.

Tabulate Student
responses as to
occupations they
would like more
information about.

.
-~

IIT M .
Make survey of
placement con-
‘ditions and trends
as requested by
the professioral,

I1

Maintain for the
professional a list
or card file of com-
panies which have
hired clients;
cross-index by
oceupation,

III
Inservice
(Learning to
Train Aides)

I1
Inservice
Fellow-up

I1I

Guidelines from
professicnal,
Freedom in
schedule
flexibility,

II
- sks assigned;
Greater latitude
in scheduling.
Task Completion,

I

Remove from file
of occupstional
literature all
publications more
than 5 years oldy
give professional
to evaluate,

I

Pre-Employ-
ment, Inservice,
Follow-up. ,

I

Tasks and As-
signments from
professional and
senior aide, _

PEOPLE

DATA

TRAINING

AUTORONY

Conceptual Framework for Delineating Tasks of a Paraproféssional in an Occupational Resource Center,

b
=
—
m
<
£

O

Aruitoxt provided by Eic:

E
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Third week - Individualized: Prbgrams\adapted by trainee
and supervisor to fit_locai settings.
Self evaluation was & ressed, and feedback was provided by the
staff and the yoﬁngéters who participated in the practi€e part of

the training.

Humen relations training consisted of specific communications
skills and the building of a Supportive Resourée T:am among the
trainees and staff members. The humzn relations skills of attend-
1ng, reflecting fbellné, and communicating attitude were tought.
See Appendices B,C, and D for further information of these threc

“human relation skills.

hetivities and methods of instruétion were varied throWjhout the
1y té avoid concentration of a particuiar méde‘on a given day

Frequent alternctions between lecture, demonstration, discussion
and practice maintained exci&ement and interést during ;he trein=
ing day. Clerical and audio-visual laboratories wcrelopén'early

and ren: ined open after 4 PM to accomodote those trainees who de-

sired special help in those two arezs. Attent ion was given by

I
i

staff members to individual«traininf problems and pc;sonf

qucstlons as well.k The training schedule found ot TabiE~II, il-

lustrates the mojor topics included nﬂl the scope and sequencL

of the activities.
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iProject“Staff

‘ The training staff included individuals with a wide variéty of
backgrounds and‘skills. One paraprofessional who had operated cn
occupational resource center and had established an preriméntal
vocational information course with an English teacher during the
planning year 1971-1972 was utilized as a model for the trainees

2s they developed their own programs and plansjfor operations,

“he core administrative and instructional sﬁiff included:

Arthur L, Leland - Director Counselor
' Amherst Regional Junior H.S.

Ronald 4. Fredrickson, ?h.D. Associate Professor
‘ - Hurien Relations Center
/School of Education

: ' University of Massachusetts
T Billie Marie Howes Director.of Resource Centers
- ' Amhers:-Pelham Schools
Marilyn G. Singer :  Couselor =
[ ' i/ildwood Element~ry School B
Leo Vigneiult, . Counselor

Amherst Regional High School
"Chorles Stevens - Assistant to the Director

Jeanne L, Harlow - Secretary

Full-time instructional staff members during the training program

were:

Mary Bleckwehl - Operation of the GRC: Guidance Aide
' . Amherst Regionnl H.G.

e

Judith Brick - Audio-Visual: | Library Aide
’ ‘ Wildwood School

M
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David R. Harlow - Clerical: Chairman

. . . Business Education Dept.
Amherst Regional Schools

A number of consultants were brought into the training progrem

for specific presentations. These included:

Human Relations............... Donald Tepper, Ed. D.
Counseling Center
Whitmore Adminstration Bldg.
University of Massachusetts

Betty Golding
Teacher, Peadiness Class
Wildwood School

Graphic ArtS......seveses...0.. Michael Priete
Chairmen, Art Department
Amherst-Pelham Reg. Schools

Library Science............... Mortha Benedict
- Librarian ‘
e Amherst Regional Junior H.S.

Community Agencies..e......... lerle Howes, Ph. D.
fdsociate Director
+ Cooperative Extension Servic.
N ﬁg_pniversity'of‘Massachusetts
Work Study Programs .......... George Dyer
Couselor: ,
Greenfield Junior High School
Greenfield, UMass.

Coveer Educotion .....e....... Marios Kacoyannakis
Vocational Couselor
Minnechaug Regional H.S.
Wilbraham, Mass.

Confidentiality, Ethics and -

the LOW ¢ceveeesesoscssiosssss Eleanor Fillmore

Director of Guidance

Amherst Refional High School

21
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Minority History.ecee.eeeeecess

Division of Employment
Security.’......l.......v......

Organizational Change.........

Interactive Learning—Systems..

Speakér; Final Exercises......

Title III Supervisor..........

,//

Evaluation...ooooooo..oo.ooooo

Donald Coverdale
Counselor
Amherst Regional Junior H.S.

Manuel Ramos
Elementary Counselor
Milford Public Schools
Milford, Conn.

Barbara Ditchett
Director, WIN Program
Nerthampton, Mass.

Loren Moore
Commander, USN
(Formerly) Director
Human Resource Center
Newport, Rhode Island

Robert Valentine
Interactive Learning Systems
'Hanover, New Hampshire

Mary Warner

Vice=Chairman ,
Governor's Council on Education
Sunderland, Mass.

Ellen Butterfield

Bureau of Curriculum Innovation
Department of Educeation

Boston, Mass, ¥

David Zimpfer, PR.D.
Associate Professor of Educ.
‘University of Rochester
Rochester, New York

e
& bt




Locations for Centers

Settings for the Occupational Resource Centers (ORC) and parapro=
fessionals to staff them were sought in schools and community
agencies, Career development, bégides being a life long process,
is influenced by factors and persons throughout the community.

The project staff sought to establish Gccupational Resource Centers
where there was critical need for such services, where the young
 pcople were, whether in schools or housing projects, 4-H Clubs ia

oxtension centers, on in mobile units placed in shopping centers.

Situations where the ORC might promote the dissamiﬁation of this

innovation was also considerd an important criterion. Locations

where children as well as youth and adults would be served were

'éolicited. There are few or no occupationél resource centers for

elementery age youngsters in the United States. Because of this

end the importance of occupational awafeneSS by elementary ege
children; four elementary settings were sought and established for

the 1972-1973 school year.

During the planning year, five separate workshps were held in the
Regional Offices of the Massachusetts Department of Education to
identify and rank needs as perceived by schools and community .

~pencies. These workshops were held on the dates shown:

Springfield October 6, 1971
Pittsfield October 13, 1971
Worcester Cctober 20, 1€71
No. And ver October 27, 1971

East Warcham November 3, 1971

Sa
7
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Project staff members also met on site with Massachusetts
correctional officials, county jail supervisofs, extension service

personnel and community service people.

Trainec Eligibility

Local conditions were of prime importance in the selection of -
support perconnel by the local agency. The judgement of the
qualifications of an applicant for this training program depended

upon the rccommendation of the cmployers. \\\"

AN
Neither national origin, age, race nor sex was a barrier in the
~ selection of treinees., The general criteria ﬁet‘by the potential
' saraprofessional aides included interest in people and a tempera-

ment suited to working comfortably in the agency.

Other guidelines for selection include the following:

1. Recipients of this training h~d to agree to undertake subse-
quent employment as an aide (full or part-time) and to show =
commitment from an employer. '

2. Recipients of the summer training had to agree to complete thc
inservice training sessions during the school year and to troin
for Levels IL and III in subsequent summer sessions. '

3. An agency.sending an ajde for training had to agree to estab-
lish or augment an Cccupational Resource Center and tn select
and employ a paraprofessional. to man the center. The agency
also had to commit $500-$1000 towzrds the purchase of occupa-
tional resourcc center materials. This amount was matched
by, project funds.




Trainee Stipend

Aide trainees were paid a stipend of $75 per week during the summer
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training period to cover lodging, baby sitting, travel, and food

expenses.

List of Trainees

Traineés and their supervisors included in the training program

were as follows:

Trainee

. Ivs. Myrtle Adams
585 Massachusetts Ave.
Boston, Mass. 02118

¥ 5. Donna Colson
95 Clifton St.
Malden, Mass. 02148

Mrs. Linda Giacomuzzi
46 West Walnut St.
Milford, Mass. 01757

Mrs. Ethel Haley
18 Jackson Parkway
Holyoke, Mass. 01040 .

Mrs. Dorothy Hammarstrom
Teawaddle 2d.
Amherst , Mass. 01002

Mrs. Margaret M. Hartery
12 C#ry Ave.
T.exington, Mass. 02173

3-vry Herzig
7/ Graves St.
so. Deerfield, M-ss. 01373

Supervisor

Mary Anne Kimbell

United South End Settlement
640 Harrison Ave,

Boston, Mass. 02118

Vivian Jones

"4-H Nutrition Education Program

General Delivery
Union Square Post Office
Somerville, Mass.

Paul Scagnelli

-Milford Public Schools
- Milford, Mass. 01757

Robert Evans
Holyoke Community College
Holyoke, Mass. 01040

Martha 0° Nell
Amherst -Pelham Reg. ngh School
Amherst , Mass. 01002

Oscar Kriéhmar
Lexington High School
Lexington, Mass. 02173

Sheriff Chester Martin
Franklin County Jeil
Greenfield, Mass. 01301




Mrs. Shirley Hudson
60 Dexter St.
Springfield, Mass. 01105
Mrs. Elizabeth Kelly

134 Tracy Circle

Amherst, Mass. 01002

Richard Konopka
15 Richmond Lane
Adams, Mass. 01220

tirs. Priscilla Kresser
1017 Beachview R4,
Lunenbur.”, Mass., 01462

Mrs. Helen Lee
436 Pine St.
Amherst, Mass. 01002

Mrs. Agnes Lewin
18 Clairmont :
Lynn, Mass. 01904

Mrs. Jocelyn NlChOlS
Brookside Rd.
Gr. Barrington, Mass. 01230

Mrs. aAnna I. Parsons
158 Essex Ave.
Gloucester, Mass. 01930

Mrs. Maryanna C. Plourde
31 Colonial Ct. .
Amherst, Mass, 01002 .

Mrs. Carol Sharpton
#3 Lincoln St.
Adedford, Mass., 02155

b

Mrs. Judith Syron -
Kinne Brook [d.
Worthington, Mzss. 0L098
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Bruce Clgilvie
Hampden Co. Improvement League
Springfield, Mass. 01109

John Dalton '
Easc Street School
Amherst, Mass. 01002

Donald Sommer .
Adams -Cheshire Regional Schools,
Adams, Mass. 01220

Robert VanVliet
No. Middlesex Reg. High School
Townsend, Mass. 01469

Martha Benedict
Amherst -2elham Reg. Jr. H.S.
Amherst, Mass. 01002

Polly Kelly NN
Essex Agriculturel and Tech. Inst.
562 Mnple St, .
Hothorn, Mass. 01937
Catherine Mielke
Scarles Middle School
Gr. Barrington, Mass. 01230
Charles Pompkin

Gloucester Public Schools
Gloucester, Mags. 01930

Sue Woodfdrk
Mark's Mecadow School
Amherst, Mass. 01002

Alfred Pompuo
Medford Public ochools
Medford, Mass. 02155

Margaret Stone
Gateway legional H.S.
Huntington, Mass. 0105C
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Sister Loretto Thomas
260 Surry Rd.
Springfield, Mass. 01118

Brendan Donahoe
‘ 105 Ford St.
Brockton, Mass. 02401

Miss Ginger Turner
852 Colrain Rd.
Greenfield, Mass. 01301

Mrs. Betty Verity
21 Purchase St.
SO, Easton, Mass. 02356
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Maurice Fitzgerald
Cathedral High School
Springfield, Mass. 01100
' =]
Patricia Granahan
4-H NMutrition Education Program
389 Main St. :
Brockton, Mass. 02401

Ethel Case

- Greenfield Community Coll.ge

Grrenfield, Mass. 01301

Jaan Veenpere
Easton Public Schools
Easton, Mass. 02334
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III. EVALUATION

Introduction

The three week training program was evaluated daily and at the end
by the trainees. A copy of the daily evaluation scecle is found
at Appendix E; the text of the Trainees Final Evaluation Form with

date regcrding responses is included.

llo names were asked for on the evaluation forms and the trainees
were encouraged to respond freely and critically., Frequent per-’
sonal contact among the trainees and staff members verified the

written responses on the evalaution forms.

Trainees Daily Evaluations

At the end of each fraining day, the instructional and administra-
tive steff met and reviewed daily cvaluation reports. Changes
were made in the training program to meet the requests and sug-
gestions made by the trainees. This kept the training program
current, and the staff wes able toﬁrespond immediately to individ-
ual needslwhether it be for additional material on public welfare
programs, A baby sitter for a child or a report‘on a perticular

topic.

Threec basic questions were asked on the Daily Trainae Evaluation
Form. -

1. What aspects of the program were most valuable to you

today?
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2. Wnao: parts of the program were lecast helpful to yeu today?
D 2

3. How would you rate today?
A compilation of traineec responses showed the relative value

placed on the various training activities for each training week.

First Weok Deily Evaluation in Rank Order

Most_Helpful Least Helpful

. Supportive Resource Team 1. Clerical

.. Human Relations Training . Audio-Visual
Modcl Occupational Resource Center :
Audio-Visual class
Clerical

N

sl N

.

Zccond Week Daily Evaluation in Rank Order

Most Helpful Least Helpful
1. Graphies . 1. Division of Employmodt
Sccurity
2. Work in model ORC 2. Graphics
3. Group Pynamics
4, Micro-teachings with students
5. Vocational cxperience class
6. Audio-Visual
7. Spcech
8. Confidentiality, Ethiics and the Law
9. Filing Systems

Third Week Deily Eveluations in Rank Ordct

Most Helpful B Least Helpful
1. Intcrviews with Supervisors 1. Interactive Learning
and staff moembers B Systems

2. Working with youngsters in ORC 2. Minority Groups
3. Minority Groups v :
v, “Work in the ORC
3. Interactive Learning Systems

demonstration
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Third Week Daily Evaluations (continued)

Most Helpful 1 Least Helpful

6. Discussion with staff
7. Test and inventory interpretation

’

The trainces were also asked to r ate cach day on a five point scale.

: Mean Responses of the Trainees to the Question,
Ratings "How would you ratc today?"

&

12345,67:86 10 11 12 13 14 15

. Really 5 1
Great
A . i
Interesting | o L T e
4 : : : A

- Satisfactory i :

UTUIURIIRRURevorTaTPTY TYTRTITERTIIIA L

3:h
|
g
Dull ;
2
Terriblc E
1

First Week Second Weck ' Third Weck

DAYS

\ The mean daily rating for the fourteen deys evaluated on this

“’; form was &4.18 on a scrile of 5. 00 or o3. uA;

\
\)\\\ K \ /
: \\ / ~.\~ e ///
~ . / )
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"1 indication of the narrow dispersion of the ratings is reflected
in that with the possibility of 330‘individual daily ratings, tﬁere
was a total of 131:(39.6%) really gréat, 135 (40.9%) interesting,
58 (17.5%) satisfactory, 5 (1.5%) dull, and 1 (.3%) terrible.

It is interesting to note that only one day was rated as ''Terrible"
as compared to 131 ratings of ''Really gfeat” out of a total of

330 individual ratings.

Trainees Final Evaluations

A compilation of the trainee reaction to each question on the

Trainees Final Evaluation Form is founa at Table III. (pp. 37-33)

External Evaluation
T

0~ . David Zimpfer, Associate Professor of Education at the Univer-
~ity of Rochesfer, Rochester, N.Y., reviewed the training propdsal
o evaluated the actual trainiﬁg taRing place. Dr. Zimpfer
interviewed trainees and insffuctional end administrative personnel,
observed classes and demonstrations during the fraining session
summer 1972. His report is included in this evaluation report as

Appendix G.

Evaluation Efforts in Process

The reactions of users of the Occupational Resource Centers wiil be
sampled by a snecial evaluation card which will be completed by

them and mriled directly to the state project office in Amherst.

31
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A copy of this postal card Evaluatign Form is illustrated in
Appendix F;' Information will be sought as to frequency in using
the center, desire to return to the center, how the ORC waos help-
'ful, and how the user firs; learned about the center.

2roject staff members will visit each trainee and supervisor at
tcast twice during the year to observe and video-tape the opercticn
~f the ORC; ‘Each trainee has his own videq-tape upon which his
performancé‘iﬁ interviewing,'gfqup leadership and human relations
has been recorded. Sessioﬁé televised in the ORC Qill be on the
‘same tape so the trainee can easily observe changes over the full
ycar period. Video taping has proved a very effective means of

fostering an ongoing process of self-evaluction.
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This ta!ie indicates the percentage of trainees responding to
cach item on the Trainees Final Evaluation Form. Trainee responses
have been grouped regarding the 'setting in which the trainee will
e employed --schools or non-school setting. (Percentages will

not necessarily total 100% because of rounding figures).

School Non=School

1. How well did the program meet your needs?

2. Very well ’ 45.6 33.3
L., Fairly well 20.0 ' 59.9
c. Adequately - 26.6. 156.6
d. llot very well 5.6

e. Very poorly

To what extent did you learn anythirg
vou expect to use on your job?

. Very mch | 33.3 14.2
L., A grest dezl 53.3 42 .72
. c. CSlightly ’ 13.3 42.2

d. Very lit=le
e, ilot at all

3. llow d4id you like the teaching methods

used?

/' a. Very much o 29.4 25..
b. A great deal , 70.5 5C.C
c. Slightly 17.5 25.C
A. Very little 11.7

o, Not et all

., How easy was it for you to understand
what the staff members werc explaining?

a., Very easy £6.6 57.1
L, Talrly easy 29.0 23.5
c. llo problems 13.3

d. rrirly difficult 14,2
¢,

Very difficult

‘ S

S | 33
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rainees Final Evaluation Form

Poﬂcentaoes of Trainee Responses by Iltem

TABLE

VM0 TP

How easy was it for you to understand

what the v101t1ng spe"bers were
explaining?

Very easy
Fairly-easy

Ho problems
Fairly difficult
. Very difficult

To what dagree have you felt excited or

enthusiastic about the program?

a, Very mch

. A great deal
. Slightly

. Very little
. ot at all

oD Lo T

Jhat iz your overall evaluation
~ra e am?
STrOogYam

a., CEuneviov

L. Very goodl
c., Adequate

A, Fairly poo~
c. Jevy poor

wWhat is your overall evaluation
the facilities?

a, OCuperior

b, Very good
c. Adecuate

d. Fairly poox
e. VJe¥y noov

ITI

of the

School Non~-School
40,0 42 .53
53.3 42 .5
20,0 14 .2
43,7 25.5
37.5 57.1
12.5 14,2
6.2
26.5 33.3
50.0 80,0
13.3 15,56
36.5 71.4
13.3 10,7
' 14.2
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R Trainees 7inal Evaluation Form
. ‘ Percentages of Trainee Responses by Item " o/

M .

School Non=Schoo
« ;F

. . ’ ) 1
2., What is your overall evaluation of the 3
visiting speakers?
a. Superior ' ' - 17.6 ﬂ_ :
b, Very good ' 8.8 & 71.4
c. Adequate . 23.5 . 23,5 ¢
d. Fairly poor
e. Very »oow
10. What is your overall evaluation of the
staff members? g
. Superiorxr 75.0 42.3
. Very good ' 18.7 57.1

Adequate | : ) 5.2
Fairly poor : '
. VYery poor

D Lo T Do

(The Trazinees Final Evaluation Form included the following
open-ended guestions. BSecause many of the trainee group re-
sponded with more than one comment, these numbers represent the
total number of responses by the total group. Preliminary exam-
ination of the responses did not reveal significant differences
hotween the school and non-school trainees. . T-he t'wo groups
were combined in this part of the report. N=22)

>1. What aspects of the program were most valuable to you?

lluman Felations ' . - 13
Audio-Visusal - 11
Occunational Resource Center - 9
Some Individual Speakers - 3
Graphics - 4
Clerical - 4
HAlll: » - 3
‘ Testing Information - 3
Working with Students - 2
Library m - 1
TABLE III - 35
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Trainees Final Evaluation Form
Zercentages of Trainee Responses by Item

12, What parts of the program were least helpful to you?

Some Individual Speakefs - 15
Graphics - - 3
Too much emphasis on Schools - 3
Clerical - 3
Mone" ‘ - 2

13. Vhat problems, if any, did you have in ‘attending the train-
ing prozram?

Hone . - 12
-Transportation, Sitters - 3
Housing - 2 )
Lack Background Information - 2

14. How would you change the program to make it more beneficial
to persons such as yourself?

More Individvalization . -
- More Fuman Telations -
Seperate School and Hon-5chool Fiouvs -
More time (in program, in GRC) -
itlone # -

NP

15. In what general ways has the program changed you as a person?

Intro~- ~nd Interpersonal Skills and Attitudes - 23
Gained infprmation and materizls - 5

El

(W)Y

. What additional information, materials and/or exppL1 es
would you like as part of In-Service training?

iora Human Telations -6
More CRC ' =4
More work with students - 2
will enswer later -~ 2

~Additionai Comments?

Psychological climate of workshops {positive) -
Associstion with staff and trainecoe groups. -
Third week - more individualization -

]
S,

TABLE III 35
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IV. SUMMARY AND IMPLICATIONS

This report has described an innovative statewide training program
for paraprofessionals who Qill operate 22 Occupational Resource
Centers located in Massachusetts schools, correctiopal institutions,
extenéion centers, and community centers. The training program
covered a three week period (8 a.m. to 4 p.m.) July 10 through

July 28. The training was conducted at the Arherst kegional Junior
High School in Amherst, Massachusetts. The project is supported

by E.S.E.A., Title III funds awarded by the Massachusetts Departmént
of Education. Matching funds arc provided through'thekproject
budget to establish Occupational Resourée Centers in a variety}of
cducat ional settings. Ih order to participate, coqperating

schools and agencies gave assurances of providing betwecn $500 °
and $1,000 in cash for materials and/or equipment to establish

or improve zn Occupational Resource Center. They also agreed to
employ a person as an Occupational'Resource Center paraprofessional.
The paraprofessionals' completion of the training progr~m was

"

necessary in order to reccive matching funds.

Date collected from trainees, staff members, Massachusetts Depart-
ment of Education Title III Supervisnr, and an external evaluator
on the. attainments of the training program’s objectives during the

three-week ummer training period were evnluated. The major

37




1.

. conclusions from this initial evaluation effoft appear as follows:

‘Increased opportunity for trainees to work directly with

- young people and materials would be valuable.

-35-

Human relations training was an essential part of the
training program. More time provided for the Suppnrtive

Regource Team training would have been valuable and pro-
\

ductive for the trainees.

The training schedule was effective because instructioﬁal
methods were varied frequently.

Awareness of the minority group perspective was an impor-
tant part of the training program. .

It is not necessar§ to separate school and non-school
troinees in order to provide a relevant training program.
However, care needs to be exercised to prnvida'thénry,

proceduares, and examples which are common to both types
.

of settings.
Consultants need to be selecteé carefully to provide 2
variety of instructinonal methnds.

The npportunity to tecst-out of the Proficiency Checklist
individually was effective.

Mrtivation and enthusiasm werc excentionally high

throughout -the training program.
A}
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‘ | 9. Young people representative: of mimotity groups-should be
- . includad for the trzinees to work with in the practicum

part of the training program.

10. Involvement with supervisors is critical as the training

program is individualized especially during the third

week,

39
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. 7/72
Pareprofessionals in Occupational Xesource Centers
Statewide E.S.E.A., Title III Project ;
Amherst -Pelham Regional High School ‘
' Amherst, Massachusetts 31002

ROFICIENCY CHECHLIST

.onme L . ‘ Entry Date

... Tess

dericel Skills

10 paraprvofessional is able to:
t L

Leovel T ‘ ' Checked by Date

PN .. Type 30 words per minute......oveevreeenns —
2. Cut znd vun stencil master...oeeeeenonones
3. Cut and vun ditto master.s.eeeeeesssssonne R
7 \

. Uperate calculating machine........eccvues
Cperste stopwatch aAnd timer......ceeevesens
Sct up and mointain files..ceiiinenienaeen
. Record ard index information from

[Wal

o
|

~d .

o ~7
\_c‘.t;,_‘_O’?‘S.-...........-.........-.....--...
(]

5. Demonstrate standard telephone procedures.

Level TL

ginate letter requesting information,

. Ori
letters of inquiry for audio-visual
catologs and materials ...
2. Uaeke enrveys of student- summew netivities, o
- _
Lesel 113
1. TFExecute wrenared follow-up of fovmer !

Cli'cn':S.nnoonnnoclﬁﬁoo-co.......o......o' !
. Telephone job sites, industries, Lor the
poscibilicy of field trips...cvevveveecenn

o

A
, A

NCIEAY NIUTR

ERIC B ~

Aruitoxt provided by Eic:
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Paroprofessionals in Occupational Resource Centers.

E.S.E.A. Title III Project
Amherst -Pelham Regional Schools
_Amherst, Massachusetts

ITERPERSOIAL SKILLS AWAREWESS WORKSHOP

Trzining Skill Study-flo. 1

Training in Attending Behavior: Tréinee Instructions

The training you are to recCeive is designed to make you more
~ttentive to the student with whom you are talking. Note: (the
‘student'' can be any other persom with whom you are talking---
i.e. spouse, friend, son or daughter, etc.) This attentiveness on
your part will help you to learnm about the student, and will -lso
communicate your attitude of interest to the student, Your
attentiveness is a powerful tool; it can contribute to the self-
respect, end sense of security thet the student talking with you
hrs, and it can also serve as a power ful reinforcer and frcilitator
of cormmnication. Your practicing of this skill will help you in
developing cood relationships with students, and more generally,
-y contribute beneficially to any relationship in which you take

~ e

2L .

There are three key ideas to keep in mind a2s you ore learnin:-
che skill of attending behavior. The first of these, although it
.. v sound strznge, is to relax physically. You will find thot if
y.1 rre seated in a comfortable, relsxed position, you will be worr
"hle to listen to the person with whom you czre talking than if you
~re overly stiff or tense. Also, if you are relaxed physicelly,

your posture and movements will be natural, ond you will have &

sense of ''being yourself' as you talk. This feeling of comfortnble-

ness will help you in being free to attend, and will communiccte
to the other neérson your readiness to do so.

Secondly, use eye contact to help you to focus upon the other
person ond to communicate to the other person that you are listen-
inz. You need not gaze fixedly, or with undue intensity; - wvoried
use of eye contact will be most effective...that is, ot times you
v7i1l want to look at the person &s you talk, at times you @y
~lunce down as_you think about something the other person is saying,

=nd then return your zoze, etc..

Thirdly, set for yourself the task of ‘'following'' what the
nther person is saying. Fit your comments oY questions into the

Reereroix 12, .
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context being provided. Stay with the topic that is {ntroduced by
the other person, and help him to develop it, rather than- ''tonic
jumping'' from subject to subject. As you take cues from the person
with vhom you are talking, and pursue topics, both the content of
whzt you are saying and your voice quality can communicate to that
serspn thet you are ‘'with him" as the two of you talk.

In summary, your goal is to listen attentively, and to communicote
this attentiveness through a relaxed posture, use of eye contact,
2nd verbal responses which indicate to the other person that you
understand whet he is communicating. Specific behaviors which you
maoy want to utilize are: ‘

1. Relox physically; feel the presence of the chair you cre
sitting in,

2. Let your-posture be comfortcble -and your movements natural;
for examnle, if you usually move and gesture a good dezl,
feel free to do so ot this time also.

3. Use eye contaét, by looking ot the person with whom you
are talking. Vary your gaze rather than staring fixedly.

4. “"Follow' what the other person is saying, by teking your
cues from him. Stay with the topic that is introduced,
rather then jumping from subject to subject.

5. Let your responses indicate to the other person thot you
are "with him' as he talks. Try to ‘'get inside his shoes”
and let him know that you understend what he is experienc-
inr 2nd feeling.




Paraprofessionals in Occupational Resource Centers
E.S.E.A, Title III Project
‘ Amherst -Pelham Regional High School
Amherst , Massachusetts

INTERPFRSONAL SKILLS AWARENESS PROGRAM
Training Maunaul #2: Expression of Feeling

How can you get the most out of communicating with another
person? There are probably several things that contribute to a
satisfactory experiencé when interacting with another person.

Your interactions are dependent upon a process of communication.
That is, the better you and the other person can talk with each
other, and share feelings with one another, the better the chances
that your interactions will be rewarding and fruitful.

e thing thet has been found to be very beneficial to the
communication process is the expression of feeling. Accurate
expregsion of one's feelings often facilitates communication with
another person.,

‘“The expression of feeling is appropriate at any time. This
also/applies to the kind of feelings that might be expressed, 1.e.
positive, negative, ambivalent, etc.

The training you will receive today will focus on helping you
to accurately express your feelings with another person. There
are two major aspects that we would like to help you learn. First
is the difference between expressing concent (what you are saying
to the other person) and the expression of Feelings (the emotional g
reactions you experience about what you are saying). The second
aspect is designed to teach you to pay attention to the way you
feel. Although you experience feelings about whatever you talk
about with enother person, you may have to really pay attention
to the feelings you are experiencing at the moment.

Although the expression of how you feel is a very important
part of interpersonal interactions, it is often very easy to
overlook. Often an individual is so involved in telling the other
person the content of what concerns him, he ignores the underlying
feelings, or perhaps is not aware of them. To illustrate this,
look at the two examples of an individual's statements to another
presented below:

. )
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=omple la; 'Tthink I cculd do a better job if I only had enough
K material and supplies. No one ever explains any-
thinz n 2. I don't really care if everyone thinks
I'm not doing the job, It doesn't affect me."

Example 2a: ''T'm really werried about trying to do a good job. I
v1d jike somzone to show me around until I can get
vsed o the routine. I hope everyone likes me and

+5 sacisiiaed with my work, I feel lost and no one
seecms %o vealize it,"

o
~
€]

lHete the ..ajor diffevence between the individual's comment in

the first and rcoond examples. In the first example the individuel

is communica*inf *ho eontent of his concern, but only partially
expresses his fczlings abouc the problem, In the second example
the individual not cnly convevs the content of what concenrs him,
but he has actively <osaribed the underlying feelings that go along
with that conceril. 7T“he secord statement which expresses the
essence of his feclings of doubt about his new job, concerns about
being liked, and his loneliness is the type of communication which
nake it easier for ome individual to understand another during
interpersonal in*aractions,

An 1mportant point to remember is that what you say to an
individual is only part of the message being “communicated. How
vou way it and hcw you communicate the feelings' that go along
;ith what you are saying is extremely important, See if you can
nick out the mnin differences between examples 1lb and 2b,

- Example 1b: "'Ever since I came to work at this job I just

‘ haven't been able to make many friends. I had
lots of friends at my last job, but it just seemns
like people here aren't very friendly."”

Example 2b: '‘Since I've been at this job I just haven't been
able %o make Iriends, I used to have lots of
friends at my last job. I don't Know what is
vwrong, but I am very lonely here. I really
~ feel out of things' and all alone,"

You have probably bzen able to identify the main difference
between ecxamples 1b and 2b. In example 1b, the .individual states
the facts about what is bothering him, but only implies the feel-
ings he has beccuse of thesec facts. In example 2b, the indivdual
has been able to look into himself and discover that the main
difference he has, and can express, is the feeling of loneliness
and being left ouz ~%f things. 19
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Examples 1b and 2b lllustrate two things. First, our prev’:
idea of communicating the feellngs that go along with a topic
as well as the topic itself; the individual in example 2b was
able to express his feelings ;S\;ell as communicate the situation
in which they occur. A second important feature to remember is
that Zfeelings are very much a parf of the person:. It becomes
important for you to actively pay sttention to the way you are
feeling. Cften you may have a vagug idea that you feel a certain
way about what you are axpressing, but can 't quite put your £inger
on what it is. At points such as this, it can be helpful to stop,
reflect o moment on yourself-pay attention to yourself and try to
experience and label what you are feeling. Once you are able to
do this, you can trasnlate your feelings \into words and actively
express these feelings to another person.

In summary, here are the important p01kts to remember and
things you may want (o p*act1ce'

1. DRemember that merely talking about a topic does not always
.describe the way you feel about it or the feelings you are
experiencing. The message you communicate to acother person
includes not only what you ave saying, but also aow you fzel
about what you are saying.

2, Pay attention to the way you feel as well as what you are
saying, You may have to stop occasionally and reflect upcn
yourself and what you are experiencing. This can be very
helpful in helping you dentify your feelings and then trans-
lating them into verbal statements.

3. Concentrate on what the other person says.

y 00
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Training Skill #3

Responding to Feeling: Trainee Instructions

How can you help anothe: person to exXpress the central.
concerns that he is experiencing? One excellent way is to listen
for, and respond to tbe f2clir~s of the person. By communicating

"] can accuretely cense the we:n:d ag you are feeling and perceiv-
ing it," wou can fanillteze the posson's movement toward more
complete self-awarercss en” sclf-understanding.

Being alert tc, and recrondiog to the feeling being expressed,
rather than attending ecloy "0 <he content of what the person
says is the skill with v tje ere presently concerned. What
the person is saying is ©n» comtcnt purtion of the message being
commnicated. 0n~ ruct ~1~~ ""~=-n <o how the person says what
he does. For example, the por-on may speak more quickly when
communicating enthusiarm, 1ot o sicwly when communicating dis-
couragement, etc.. 1Ic ic this Fonling portion of the communication

j

i
to which you are o pay »av’i

cui2r attention.

Being alert tc, and :~snouding to the feeling being expressed
is a skill which *s approprians z:t eny time, regardless of the
nature of the feeiing (noni-lve nogriive, or ambivalent) and
regardless of the direction of expression (toward self, others,
the counselor and councciing situntion, ete.).

In the examples belcw, vou will have an opportunity to
select the alternative vhich indicates that you understand the
person's feelings, fhe situ~rion as it appears to the person-=
the alternative which, if snoken to the person, would be most
likely to evoke a response o "That's right!"

' b
Example 1 \

"So I'm wondering if you can help me to find a new job.

(PAUSE) 1 suppnse if 1 did find one, I'd just bungle things agairn.

Arperamix 1), 51
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1. Are you sure it is necessary to. leave the job you are now in?
2. You feel that it's pretty futile to try again,

3. What jobs have you been considering? -

4, Come on! You'll find something you can do.

In the first example, responses one and three seek additional
information from the person, without giving adequate recognition
to the person's feelings. Response two accurately reflects the
feeling being cxpressed.

Example 2
"Wwhat do you think I ought to do--jump off a bridge, or look

for another college to flunk out of?"

There just doesn‘t seem tc be any way out.

Have you applied tc other schools?

Have you thought about trying a junior college where there
would be less competition?

You're worried that you will fail again and don't want to risk
another failure.

W N -

Pol

In this example, response one accurately reflects the person's
feeling, wheras responses two and three provide suggestions as to
what the person might do without giving adequate recognition to
the feeling of discouragement which the person is experiencing.

Example 3
"You know, it's a funny thing, but when I talk with scmecne,
1 just feel shaky all nveri It's the silliest thingi{ Why should

I do that?"

Are you an anxious person in many situations?

How shaky do you become?

This reaction puzzles and concerns you! .

You'd like to understand why you are nervous with other pecnrle

and how ynu can overcome it.

S
e @

Here responscs cne and two seek additional information, wherec-
as in responses three, the gist of the person’s expression is
caught, and rephrased in fresh words, : 1
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Behaviors you may want to try:

1. Listening to Feeling ) o

Remember that what the person is saying is only part of the
message being communicated to you., How he says what he says is
extremely important. A change in breathing or in the speed of
talk, a sigh, a blush, a stammer, an extra emphasis upon a
particular word--any of these can be important clues as to the
feelings of the person.

2. Timing Your Comments

Do not try to respond to every comment by the person. You =
may simply want to smile, nod, say 'MmmmHmmm," etc. until there\\\
is an occasional opportunity to reflect the feelings of the
person. '

3+ Reflecting Feeling

As you listen for, and find, instances of person's expressica
of feeling, reflect this feeling by restating what the person is
experiencing in your own words, If the person should say, "I
wish I could talk to my dad about things like this, but I never
seem to get up the nerve," you might respond, "You are a little
bit afraid of your dad." '

Your goal is to understand what the person is experiencing,
arid to communicate to the person that "l am with you~-I can

accurately sense the world as you are feeling and perceiving it.’”
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Paraprofessionals in Occupational Resource Centers
E.S.E.A. Title III Training Program
' Amherst-Pelham Regional School
|  Amherst, Massachusetts 01002

— L E————

Date:

DAILY TRAINEE EVALUATION FORM

1. Location of Position:

2013 CommuNity AZENCY cecocecesssncsscsssosescassassscsscsce
02) Correctional Institute .ccceceescecencssscscccoccacccacns

{OB% School OT COLLEEE cceccecececsconssssssscscsssssccnsas
(04

OtheI‘ --.o.-oc.-o--.---.--.o-o-.-.o---.---o.‘..--..--?-

2. What aspects of the program were most valuable to you todaj?

%, What parts of the program were least helpful to you today?

4, How woald you rate today?
5 4 2 2 1

<

Really great Interesting Satisfactory Dull Terrible

5. Comments:

Sample Daily Trainece Evaluation Form




Paraprofessionsdls in ¢ .unational Resource Centers
E.S.E.A. Title I.I Training Program
Amherst-Palham Regional School
Amherst, Massachusetts 01002

Please share with us your reactions to this Occupational
Resource Center. This information will help us to make the
Center more effective.

Name Sex: M F  Age Date

" (Optional) : '
1. How did you lerrn about the Occupational Resource Center?

2. Have you visited this resource center before?

No Yes How many times?
Z, Were you able to findlwhat you wanted?
Absolutely Soméwhatmﬂ_“ Only a little No
4, How much time did you~spend. in the Occupationai Resource
Center? '
0-10 Min.____ 10-30 Min.____ %0-60 Min._ 60 Min. +_____
5. Would you use the resource center again? Yes No

6. What was the most interesting part of your visit?

Comments:

APPENDIX F Sample Postal Card Evaluation Form
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‘ OUTSIDE EVALUATION

CF

TRAINING PROGRAM FOR SUPPORT PERSONNEL
AMHERST-PELHAM REGIONAL HIGH SCHOOL

A

AMHERST, MASSACHUSETTS

Prepared By
David G, Zimpfer
Associate Professor of Education

University of Rochester

August 31, 1972

(NOTE: This is a condensed version of Dr, Zimpfer's extensive report, Care has
been taken in the editing of his evaluation to reflect accurately his basic com~
ments and suggestions,)

‘ 4 PPENDIX G
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T2 CTION

Tae }r)pbsai for an operational grant for "Paraprofessionals in Occupational Resource
n_.scrst prepared for implementation through Amherst-Pelham Regional High School
ceur T 197273 specifies a Number of methods of evaluation of its several program
.le~rns (p.54-56), Some of the evaluations are performed internally, i.e. by staff
or %, participating traineesj o*h.rs are external, 1i.e, by persons not directly in-
~oled in the program, Assessments by clients and students recelving the help of
-ar-.orefessionals, for example, and the appraisals of employees, are to be sought.
The -.ocoent report 1s also external, and reflects the program staff’s deslire to
‘uriher objectify its judgments about the valldity of the program, It has been pre~
‘v 41 vy one who 1s familiar with the subject of paraprofessionals, thelr training
‘nc “r-'> use, but who at the same time is not biased by emotional investment in the

[ S N

contus L and success of the program,

he ;. -n% propesal outlines three basic units of procedure (pl): (i) training of

aronrcressional eides and establishment of resource centers of occupational infor-

ratuor: (2) on-sile visits for continued supervision and to determine the effective-

es5 o the program and subsequent revision of on-going programs; and (3) planning

“r 4.+ fiscal year beginning 1 July 1673. Thls evaluation concerns itself ex-
vt on tha conduct of the three-week mrogram of training paraprofessional aides,

‘ _aU L In questions are addressed: (1) is the training program focusing on the objec-
Pivels intended for it, and (2) how well are the objectives Being accomplished,

. me roomhods of evaluation weres
., Observatiicn

. atructured interview

. unstructured interview

-, ratinz scale,

‘)
2
v

.. . ~nngor sTont one full day toward the end of the three-week program (Wednesday
> he fipral woaek) on-site with the program staff and trainees, Some time was spent
¢ 5.z inz norral training activities as. they were carried on; some time was spent

Sean e off staff and trainees individually and in small groups for interview and to
kol % wriltten ratings, Staff were seen separately from trainees, in order to
recr v anonyrity and freedom of response of each group, Some in each of these

- sou = vere also seen individually, again to enhance freedom of response, Every

ra’: v ard full-time staff member participated in either (or both) an individual
ra o ooup evaluation, Two part-time staff were also involved.

e iro limitations and biases in this report, First, it is cress-sectlonal, rep-
. -iin- only cne day of a three-week training experience, Second, the evaluation
. Y-.=~1 heavily on self-reporting by staff and trainees, and as such may reflect
sk, .. ‘ncomplete memory, social desirability, and the other typical problems of
1. o . vorts, Third, the training program was not completed at the time of evalu-~
tin-: this glves an incomplete base for trainee and staff judgments, especlally of
‘he im ementation ("how to") phase of training, which was designed to come largely
. .

. ot Tast wenk,

\PPT" [4% 6 - EJALUATIOVN, page 1.




ort will t - erganiced into three main sections: (1) evaluation gained
shros - intervocw: (2) evaluation through ratings of program elements, and (3) eval-
- ] O

ou~h cbservation,

TUALUATTY TUSC0UGH IDTERVISY

PECII
Loy o s

-+ t-minoes wore interviewed individually and as groups in semistruc-

“ino to this evaluator is the high degree of commcnality among the
ot onLy tive opiniens they hold cn various activities, topics, and 1ssues;
¢ me wsry i00ro thomsclves that are focused on are largely the same f212m staff
%y to metber, This suggests a strong bond and considerable communication among
*m, A oacneccoy ingrediont for a program of this kind, Fach staff member was en-
ot ta tetel progran and particularly about the area of his or her own con-

s in maem weore enthusiastic about the program, the staff, and their work
. oo roeaprefeccionals, -
' L Lol Gffered snmewhat ~n what amount of freedom should be allowed
e pioioanl cheose elements in the program, The ztaff felt on the cone hand

s wewo certain knowledges and ckills that rust be learned in nrder to function
,. wnd that trainees could not opt aut of, At the same time, they be-

o

e Ule irndividualizaticn was provided for by a periormance based cur--

Vo g
v Sy e 1 activities where persons were already competent, A small nunm-
el .ttt trat more individualization and frcedom of choice would have
‘ I 1 T i tinces and staff felt that mere dividing of the tetal group,
s s -, ~=condary schocl, school vs, community agencios, would have been
Tl Lhcu v roqulving noro resceurces,

Yy irereasine individunl attention in the third week, ac tralnees
vmterials for taking to thelr work scttings, checked

N, .
R IS SRR tricd thomselves out with live clients. This seemed a
) R Ik G e I o very demndine,  This yeflects, to this evaluator, two
L v, the “eoaining program may bo ton arhitious for its three-
g, f oyt l-pooritle ta develop the desived knoewledge, skills and in-
R om st i 4o, Ty otwe, the autenoeny and rango of activitics cxpected for
ot coon lee groat,
. c S sy reecemined and were cager o1 the yoar’s fcllow-up activities,
S way tave boen rlanncd to sharpen skills and reinforce insights
“r. v in g o en cuvrice that some new infurrmation and skills and job functione
ol bty S e owo s of training will also necd fo b2 introduced nver the
L Covernl ~f the trainecs cane {ronm settings vheére supervision will te general
by st . fbie placcs a conniderable depand for higher level job func-
R (g enfsionals, e, for ceororning and sclecting materials,; and
; ' b of Ehoir kellp,
L ceonloLoor ol and attenenmy 1z also linked te the reans of selection of
S e w11 mware: of the broad rmnee of work scttings from which
Dot b oraptly precconized the neoblems this caused in terms of

ERIC
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‘ disparate expcctaticns, varyinrg skills, differing demands. of work settings, prob-
lems of on-the-job supervision, unding, follow-up, cte, Staff may need to examine
more closely their preference for a brrad range »f work settings as it relates to
role and autcnemy of trainees.

Seme concern was expressod by both staff and trainecs regarding on-the- job super-
vision, The »nc-day visit by leccal superviscrs during the training program was
welcened and necded, In some cases, especially with the aide working in a prisco
setting, supervisien may nced to come almest entirely from the project staff, In-
asmuch as staff is beth outside the institution and tempcrary, such a situation
needs close attenticn, The visit by the supervisors was felt by those interviewed
to be an impértant part »~f the program, Several trainees recommended that they be
given meore help in learning about institutional life and how to ccpe with it, in
preserving their role, and in werking with their supervisors, They recognized that
much »f this, of crurse, would bave to wait until they were on the job and belng
visited by project staff,

Several ztaff eoxpressed concern about the program centent and procedures dealing
with minority groups. while all agreed this was an important training activity,
the anxinty which they perceived had been raiscd and expressed among trainees was
bothersome to staff, All were leeking for other ways to handle the centent; it
should net becorme toe intcllectualized, yet it ~hould likewise not be too affec-
tively pctent, They wished for mere tine, alsc, teo be spent on this topic, but
felt that +ire Just was nct available in the three weeks amnng all the other ob-

. jeetives and activitics,  Tralnees 4id not single nut this program aspect for any
comrent,

ttterntion in the ctaff and traince interviews was devoted to the resource center
prtariale anl cquipment that wore available for trainee examination and practice,
411 bolieved the mitorials were ample and readily available, and that sufficient
spportunitics £or hands-on use ecpecially of avdiovizual equipment had been pro-
vided, The preerarm airms at putting raterials into ise by schoel and agency cli-
entela, anl rot mercly havine it in dead storage, Thus the practice with live
niients in the third week seemed very apprepriate.  Live clients werc being worked:
witl, Tar the first time whern this evaluator was visiting, The effects of the ac-
tivity can only te Acternined later, Suffice it to say the practice was welcomed

by trainoe s and otatf alike,

S¢
wore concerncd tiat nere clementary-school age lovel material was not avallable
ir tre medol rescurco coenter,  Such matorials as were available weore thought to be
well oeroon s tppeyt actmal usera' Apinion and staff acssessment, Therc was a
“yaricty of epilricn amens ctaff ac tc the 'cccupatiecnal' relevance of some of the
reroures coentor saterials, o.e, druss, otudy habits, human rolations, But the

prevailing continent sae that "neoupation” shezlid Yo thoucht of in terns of life -

1o and a bread vicw of percens rather than narroyly of "job'", This correlates
with £ho staff's Iiberal attitude toward tie paraprofessional role,

Tacally develepe d ratorisls were streseed by several staff as important, Staff

neine ~f the prosrarn was Feensed on by staff and trainces alike,

The tirim- and

i
4
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The human relations aspects of the program came in for great and enthusiastic
praisc by the trainees, It scemed right te all that it be early in the program
both as cement f-~r the sroup and to set a tone for the more technical work which
followed,

The ferral training aspects of the program invelved the daytime hours but not eve-
nings, Ne homewerk cr formal study or written assignments were given, Yet hand-
out material (with the implication for study) was liberally provided, This ar-
rangement seemed to suit those staff and trainees who were asked about it,

4 large number of trainees reacted negatively to the jot label of "aide", There

were soveral kinds of reason oxpressed: some felt that they were being trained

to functicon relatively autencmously and that in fact many of them would be inde- .
pendent; ~thers said the title was demeaning: and several believed that it implied
subsarvience to a supervisor whe in turn might undermine their role and effective-

ness, Tre torm "cecrdinator' was sugegested,

Trainees 1iked the usc ~f a variety »f training methcds, especially those calling
for pers~nal invclveront, ;

Summary: OCver-gll, *the .stalf falt democratically involved, enthused, and them-
salves stirulated toward growth, Trainees were enthused and fclt they gained much
fram the pregrarm, e serifus and pervasive negative assessments seemed to be made
uy ¢ither troirces or staff,  Sucn rocnmmondations for change as were made had to
Cde with balances of activities, timing and sequencing, and relevance, The trainees
falt that *he ctaff rad werked bhard on developing the program, were nbviously in-
torestod in what they were doing, were working closely tngether as a team, and ,
tr oxyend tharselves on all things both instructional and neninstruc-

PR IPASPINtS

o _avecially anpreciative »f the human relations and the team

L8P
nAd activities ~f the prograr, Stafl saw themselves as an inter-

active and ameoth=functi~nirng team, and saw the trainecs as alert, cager, and
vhigticat 3,

voratively ceoph

wers willines
tirral, They

Lridese: coneep
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(27 EVALUATICL Y RATINT SCALES

Thi g w rapert treats data which was quantified, Threo types cf in-
farmatl~n were cmblered which right contribute to program assessment and evalua-
bin 1 train o oand staflt ratings of trainee achicvement »f training competen-
cotes, (2) tradlnce rankines ~f thelr competencins, and (3) trainec assessment of

i oexperioneces leadins te the skills listed onotheo rroficiency checklists,

e

rocorye an who procamed b osncorpass nine major skill areas, These are
Fonaan v latiens skillsg huran hehavior as vencsss clnrical Skills;‘A—V'Skills;
nferratior and resourcs randling skills; skille in use f rescurces: rrganiza-
irned, rrees duraly and lesal and ethical considerations: terminology:; and current
arer, Eaek Ltaff rerter and a sample of trainees was askcd to rate the compe-
orny theyv rad ncebicved ur o te that time in the program, A Tour-point scale was
meAd, Fres rene st oallt te "exacllent' conpetence,  Ratings were to be based nn
peresived artainno v b, wbe thrr throagh the training presram ov otherwise, Table 1

G0




‘ presents the distributions and mean scores for ecach of the nine skill areas as re-
ported by staff and trainees,

The first observation that must be made is that no actual mean ratings, whether by
staff or trainces, fall belnw the thenretical mean (1.5). Rather, they are welghted
prsitively in all nine skill areas, with the exception of the staff's rating of

the "organization" area.

Traince ratings tend to be higher than the staff's, with six of nine skill areas
nore positively marked by them. None of the trziree mean ratings are below the
staff's, This would indicate either a degree of humility on the staff's part, or
a greater competency recegnized by the trainee-recipients than the staff perceives,

Table I
Staff and Trainee Ratings of Trainee Competency in Skill Areas

Reprosented in the Prrgram: Distributions and Means

Staff (N = 06) Trainees (¥ = 11)

ckill JArea ¢ 1 2 3 lean o1 2 3 Mean
Humar Relations (0 3 2.5 o0 3 8 2.7
. Behavinsr Awaroness 501 Lt 2." y o b7 2.6
Clerical R T . I 0o 5 4 o2 1.7
A=V [ B T 2.5 500 5 & 2.5
Inf~rrati-n ) ot 3G 2.5 noo 4s 2.5
Use af Reosnurnes ¢ o5 4 2.z 5 1 6 b 2,3
Creanization 303 1,5 o 1 5 5 2.4
Terns oL 5 01 2.7 n. o5 6 2.5
Srcial Isculs 1 <« .3 1.6 o2 05 2.0

Starff ratings ~f fhe nine skill areas are clustered together except in two cases:
awareness and sncial issues, In the human tehavior arca, there is a wide spread

of staff cpininn as te the competency ~f the trainees; in the soclal issues area
the staff shews 2 bimedal split in its acsessment nf trainee competency,

Trainee ratings in the nine skill arcas alsn tend to be clustered toge%her,-JTﬁére
is a marked dAivergence in twn areas: clerical skills, and again the social issues
area, Trainees arc wide spread in +heir assessment ~f competcnce in cach of these
areas, althourh nc ratings are irn the 1nwest category,

It would seen that the pgreatost ~eneralization to be made is that there is strong
rSitive ~pinion of traince conpetoney in the “ine si:ill arcas, The rreatest
e \ [
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discrepancy of opinion showed up in the social issues area,

Even with the nver-all scnse of competency, there are clear differences in level
of perceived attainment of the various skills, In order to tap these differences,
one group of tralnecs were asked specifically to rank order their competencies at-
tained up to that time &n the program. Table IT presents the results,

Table II

Trainee Rankings of Their Competency in -Skill Areas

Represented in the Program

Trainee Assessment (N = 9) .
Skill Area lean Ranking Rank Order
Human Relations 2,0 ' 1
Behavior Awarcnegss _ 3.1 2
Clerical 5.1 &
A=V 3.8 3
Infrrmation i, @ 5
Use ~f Resnurcss 4,7 L
Organizatirn 6.3 7
Terms 7.8 9
Sacial Issucso £.5 8

The Human Relatiens skill area steals the competency honcrs in this traincce group's
rankings, It not only ranks first but stands as a cluster by itself., The next
skill area, behavier awareness, 1s rore than a full mean point lower in rank. The
next five ranks form a cluster: bchavier awareness, A=V, infermation, use nf re-
sources, and clerical skills, Another full mean point in ranking separates the
final cluster: organizaticn, terms, and social issues, It should be noted that
these rankings were forced.  In ether words, all arcas might have been considered
"excellent"” ~r "nmna at all”, but the trainces and staff had to rank each area with
the other, ‘

The +third segment ~f this scctinn of the repert gives trainee assessment ~f whether
they have in fact had centact with exper’ 'nces leading to the skills listed on the
proficlency checklists, For this, the evaluater pelled the trainees, using a
sample of proficiencies from each level ~T ecach skill area, Trainecs responded
sither "Yes, we were exposed tn and had some practice toward this skill," or "We
were nnly told abeut this,” ~r "We had nn exposure to this skill.,"

In Level II of Rean~urce Center skills, the trainees stated they had had'expnsure

APPEIDIX - EVALUATION, page A

6<




in most of the aeas,

In the Clerical Skills area, there seemed to be wlde divergence of opinion, since
some already had adequate skills. One finding stands out: the tralnees felt they
had nat had oppertunity to practice the skill of "standard telephnne procedure,”

The Library Skills seemed adequately.covered, and the trainees agreed that they
had had heavy exposure and practice in virtually all of the Audio-Visual skills,

EVALUATION THROUGH OBSERVATION

This sasctien of the report will treat only areas not previously covered, (Much of

what was presented earlicr was alse clearly observable a.. well as obtalned through

interview and rating scale.) Admittedly the observatiens are an incomplete sample,
crrss-sectiened, and flltered threugh this e :luater's perceptual field.

The general atmospherc of ‘the training seemed relaxed, informal, It focused on
sharing ideas and infermation in an authority-reduced way, Teaching was pragmatic,
nnt heavy with jargen nr esnterics, Task centeredness was paramount, Discussion
was casy and crploms, The staff's spirit was cnoperative and infectlous, There
‘was much staff nbservation ~f and participatinn in activities neminally led by cne
member,

Physical facilities were anmple and crrfortable, Equipment and materials were
abundant and accsssitle, Lively and helpful visuals through pnsters and bulletin
brards were prosent,

There were ocbvimus differences in level of sducatincnal precparatinn, experience,
se1f eanfidence, and snrial attitudes amnng trainees. Snme were intellectually
~rriented, seme job-focused, This unevenness mads individualiztion all the more im-
pertant, and the staff scemed intent ~n achieving it.

The fenoral tencr of the institute at the time this ctserver was present seemed to
carry a trait-facter, rxternal infermation mrrientation abeut helping activity.

Tre staff's crncern far frllew-up was apparent, Thelr desire to be accountable

far *heir wrrk--t~ be evaluated--was strong, Pragram activitles seemed in the main
to Frlloaw the immediate training ~bjectives as listed 1in the prnject prepmsal, It
{5 impertant tn note that this evaluater's nbservatisns prnduced a very favnrable,
even pleasant, reactien te the training pregranm,
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