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Vocational evaluation is a nei&m emeﬂging area of specializa%ion ,
uxthin vocational rehabilitation and manpowér development programs.

In common with any new specialty, consxderable attention has been fo-
cused upon the problems of definxtxon and description in order to
clarify the scope and subject matter of the specialty, These efforts
have led to ¢he identification of a number of sinilarfties among voca-~
tional evaluation programs. Those which have been identified include
the use’of real or simulated uork as the basic nodality of vocational
evaluation (Institute on Rehabilitatlon Services, 1972); the belief )
among egéluators that the best way, to determine whethep. people can
Afunctidﬁ in a job situation is to observg what happens when they are
provided with an opportunity to perform in the situation (Wernimont  °
and-Canpbell, 1968); and several uidely held "basic assumptions" un-
derlying the practice of vocational evaluation (Pruitt, 1970). This
knowledge is useful in establishing the broad parameters of vocational
evaluation services. However, these similarities do not account for
the obviou;,differences between vocationai evaluation programs which
are .apparent even to casual observers. A means of accopnting for
these operational differences is needed.

The purpose of this paper is to pres?nt a way of describing voca-
tional evaluation programs in terms of éheir underlying orientations
toward the process and content of vocational evaluation. There are
two basic concepts underlying this approach First, it is assumed -
that “the purpose of vocational evaluatxon is to provide information
‘necessary. to resolve vocational decision making problems. That is,
individuals are typically referred to vocational evaluation from agen~
cies and programs within the human service delivery system when infor-
mation relative to the establishment of individual goals and a plan of
services to attain these goals is lacking and cannot be obtained by
‘other means (Dunn, et al., 1975; Korn, 1975). Second, vocational
evaluation programs can differ in their approaches to this information
problem. Specifjcally, they can differ in terms of piocea& (i.e., in
thevway in uhicﬁiihfonmation generated duping the course of evaluation’
is handled) as well as ‘content (i.e. » in the subject matter or topxc
of the information).
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In the remainder of this paper, some of the existing orientations
toward the proaess and content of vocational evaluation are described.

The ways in which these orientations can be combxned to form particu-

. lar approaches to vocational evaluation are also descnibed. along with

“on

their imp11cations for program’ planning, develqpmept and evaluation. '

. .

2 Process Orientatiqns ’ .

'Xﬁhe ‘proceag of a vocationdl evaluation program refers to the way
in which information generated during the course of evaluation is han-
dled within the program. Two primary orientations toward process can

be identified: information gathering and information processing.

Iﬁfbrmatton Ghth?rtng ‘ .
. In this orientatlon, information necessary for vocational deci-
sions is gathered and communicated to others outside of the evaluatxon
program by the vocational evaluator The evaluatxon process is clig;—

cal in nature and evaluators play a conSpltative role basically re-
stricted to the collection of information related to the vocational
performance and-behavior of evaluees. Although evaluators may be ex-
pected to analyze their observations to arrive at vocational recommen-
dations, it is not uncommon to find that evaluators fuqctioning within
information gathering oriented programs do noi have access to the full

array of availaBlé evaluee information which can affect the accuracy

and meaningfulness of these recommendations.

The information gathering orientation commonly does not emphasize
or use evaluator-evaluee interaction beyond that necessary to develop
and maintain an acceptable level of evaluee performance during the '
program. Such things as provision of .immediate knowledge of results

and discussing the implications of évaluee performance and behavior

- during the course of the program are often rejected on the grounds .

Aruitoxt provided by Eic:

that thesc may unduly influence performance on subsequent }asks. Ad-
ditionally, these "counseling" activities are often regarded as being
outside of the role and dutles of evalutors. . ‘
) The benefits of evaluatlon conducted within the 1nfurmatxon gath-
ering orientation depend upon the accuracy and depth’of the information
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obtained, and,the utility of this information in subsequent vocatxonal
decision making and service planning. Beyq‘d this generic goal of
providxng accurate and detailed vocational information to referring
_sources and others for uSe in vocational decision making and planning,
vocatxonal evaluation is not seen as having direct benefits, particu-

larly in producing enange in evaluees served by the prdgram.

Information ﬁ?ocealing
- . / . *
' ' This orientation views the wocational evaluation process as a

learning and developmental experience in which evaluees can overcome
deficits in.occupational knowledge, self awareness, decision making,
and planning. In contrast to the role of the evaluator in the infor-
mation gathering orientatipn, evaluators operating within the informa-
tion processing orientation have an active teaching-counseling role in
which: (a) evaluees are provided with concrete occupational tasks to
enable them to gain information about the occupations sampled; (b)
evaluees are provided with immediate knowledge of results to enable
them to gain self knowledge of their'vocational capabilities and de~-
ficits; and (c) evaluees-are proviaed with a facilitative relationship
‘ within which decispons can be made and their consequences tested with-
out xncurring the punitive effects of failure. The information proc- -
essing orientation enables the evalueﬁ to learn effective ways of '
processing vocatxonal information acquired through direct experxence.
The benefits of voo;:ional evaluation conducted under this orien-
tation are two-~-fold. First, since tne information gathered during the
course of evaluation‘'is very similar to that obtained in information
gatKering oriented programs, there are benefits to be derived from its
use in subsequent service plannﬁng. " Second, evaluees themselves de-
rive direct benefits from evaluatjon, particularly in the areas of in-
creased self and occupational knowledge and decision making skillf.
These increases can be directly measured and shoutd have a sustained
benefit on the vocational &evelppment and maturity of'evaluees.
Comme . » 1
- ,
The basic difference betueenvthe two- process orientations is
argely a matter of the extent to which the use of occupational

i
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information, gpdvision of feedback, and vocafional counseling are in-

- tegral parts of the progran. ' The presence or absence'of these compo- ° @
. nents depends upon the needs and problems of individual evaluees and
specific target groups,.the ﬁeeds, preferences and customs of referral
sources and agencies, the beliéfsfand‘values of those operatiqg the
program, as well as the skills and §b11ities of the evaluators. them-
. -

_8elves.

In an ideal world, the adoption of a pdrticular processtrﬁenté—
tion would depend almost exclusively upon the needs of persons served
by the program. However, in the real world, consideration has to be
given to the influence of external agencies and individuals who con-
trol the flow of evaluees inqgrthe program, and to the beliefs and
values of those operating the program. For example, the state-federa%
vocational rehabilitation and employment programs are staffed Sy coun-
selors who customarily analyze’and synthesize assessment déta and use
it with their clients. They may tend Qb regard an information proc-
easing oriented vocational evaluation profram as usurping or impinging
upon their profession role. By contrast, an information processing
orientation is cénéruent with career development based educational
prograis, and would be'feadily accepted by them. :

The beliefs and skills of vocational evaluators tend to follow
trends which influence choice of process orientaﬁions. Evaluation
programs in the early 1960's often regarded vocational evaluation as
an extensionﬁbf the counseling process but, by the late 1960's, the N
trend shifted toward the clinically oriented information’gathering'ap—

‘proach. Currently, there is an emerging trend toward emphasizing the

counseling component in evaluation (Hutchison, et al., 1975).

The three way interaction of evaluee needs, referral source cus-
toms, and évaluator beliefs and skills-in the choice of an evaluation
\ ' prbcess orientation probably producedkéompromises; Consequently, it
is likely that individual evaluatxon programs may use both process
‘orientatlons and vary their approach accordxng to the needs of specxf-

'

ic targep groups referred by particular sources. .

y
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s Content Orientations

The content orientation of a vocational evaluatieniprogra. re-
flects the snnject matter or topic of .the information generated and/or
processed during evaluation. There are three dominant orientations .
toward content: individual characteni‘bics, specific jobs, and occu-
pational clusters. Content is closely tied to the specific teehnolo—
gies employed in vocational evaluation.: Consequently, reference will
be made to some of the common vocational evaluation technologieg in
the following d;;cussion. ‘ °

ividual Characteristics 8 ° .

) -

& .
The information provided by programs with ‘an individual charac-

: tenistic: orientation emphasizes those basic underlying characteris-

tics of individuals (such as aptitudes. abilities. and temperalents)
which are also required for successful performance of most occupations.
Individuals are assessed in terms of these characteristics and their
acores or profiles compared to the requirements of .occupations to
identify fthose occupations whose requirements best match individual
characteristics. This is, of gourse, the “man-job matching" approach
which has dominated vocational counseling and testing for well over
half a century. . °

The individual characteristics orientation is so widespread that

it is difficult to find a vocational evaluation‘program or a vocation— '

ERIC | L .

al evaluator without some traces of it. The primary advantage of this
orientation is its economy. " At least in theory, assessment of an in-
d;%idual's leyel of functioning on a relatively small number of char-
a

B

eristics allows comparisons to the requirements of a substantihl .
number of eggupations to be made. For example, if.evaluees are as-
sessed in relation to the six major clagses of worker characteristics
identified in the Dictionary of Occﬂgatzonal Titles (U. S. Department
of Labor, 1965), their profiles can be compared to the pequirements of

ied. - ’ -
Several of the available work samplebatteries, including the JEVS,

over 21,000 occug;tions. and those which offer the best possibilities

N
of success jidenti

McCarron-Dial, Talent Assessment Program, and VALPAR batteries, have

! ’
-5« .
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been developedﬁuglng an individual characteristics approach‘ as have

most standardlzed tests such as the General Aptitude Test Battery.

Standardized psychometrlcs are often deprecated by vocational evalua-{*
tors) but thls sEems to be rooted more in d rejection of a "paper a
pencil" approach to assessment than in a rejection of the underry' g
trait and factgr premises qsed in test development. rk sampLes E?r
es-

without

veloped to assess individualzcharadtedlstics are adop

thereAxs no convenient alter t\ii way of obtalnlng informatio
as

these characteristics, ‘suc élligence, literacy, temperame

and needs.
Specific Jobs
The information c¢ntent of this orientation relate§ to specific
jobs or training oppo tunities found in the local area. Emphasie is -
placed upon the use pf ‘job analysis to develop Mactual )ob" samples
which use the actui#l tools, equipment, and'materials, as well as the
pro ction and qullity standards, found in the specific target job in
business and § dustry (Experimental Manpower Laboratory, 1970).
Thls,pflentatlon is fairly wldespﬁead in vocational evaluation.
For example, the TOHER system (Institute for Crippled .and Disabled,
1967) is structured around jobs and training opportunities in New York
City. Slmllarly, many vocational evaluation programs use job sta(xons
within the facility or 'institution, as well,as outside job sites, for

evaluation purposes. This is a type of speclfxc jobr evaluation, al-

4 though it is commonly termed "gituational assessment” or "job try-out"
The primary benefit of this orientation is that it most closely
approximates the widely held belief that the best way to tell whether
.or not people can do a.job is to place them 1;¥o the job and see if
. thgy can do it (Wernimont and Campbell, 1968). S{’Ee the actual job

(or a close simulation of it) and its, related performance standards

are used as criteria,\;his prientatioé‘is thought to produce the best N
; , ~

placements.

information about probébilimies ofJ;fcéess in &peciXic job or training

" ‘ '“7 9 B >."a:> e




Occupatwml Cluaters , . . ,

The information content of this oq;entatlon related to broad
clusters of speclflc jobs and . occupatlons grouped together on the ba-
sis of certain common factors, such as subject matter, products, work
fields, materials,.or industries. Thé assumption underlying the oca
cupational clusters approach is similar to that of the individual
.characteristics approach. However, rather than fpcusing upon charac-
“~teristics of individuals, the occupational clustgrs orientation fo-

cuses upon the work tasks commonly performed in
e 1dent1f1ed for M

cupations. These commonly performed work tasks

/ spec1f1c occupatlonal clusters and methods for assessing performance
»of these tasks doveloped for the vocational evaluation program. . o
Two occupational clustering systems have received substantial use
in vocational eValuation programs. The system used in.the'D{ctionawy
. -~ . of Occupational Titles clusters occupxtions on the basis of a three
digit code., The first digit designaS::\ane of ten major occupational
categories, while the second and third digits provide an increasingly -
detalled and speclfxc grouping. The Siuger vocational evaluation sys-

tem, for example, is based on two dxglt oocupatlonal divisions from

" the o> ‘

cttonary of" Occupattonal Titlea.
‘second major occupatxonal clusterxng system is the Office of
Educat on System. This system groups'oceupatlons into. one of fifteen

major clusters baseé on the similarity of subject matter or knowledge
. content. \The Office of Education classlf;catlon systém is not as
highly developed or consistent as that used in the Dictionary of Occu-
pational Titlee and’ the detailed information abopt spec;flc jobs. and
occupatioms within clusters available in the latter is lacklng HouT
ever, the subject ‘matter- knowledge base of the system lends 1tself to
educatioqiand trsin!né applicatiofis. Additionally, a substantlal ‘num-
ber of audio-visual odcupational information resources based on the
Office of.EducatSSn

occupatignal clusters’ have been developed which.
;)uation programs . '

can be used in votational ev
Other occupat ional c¢lustering systems-fave been developed hut
have ‘not as yet received any substantial applxcat;on in. vocatlonal
A .
- /
-7-
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evaluation. The'Bureau of the Census occupation blassification sys{em
and the industry occupation matrix of the Bureau of Labor Statlstxcs

E are two ‘for which an extensive amount of information about .the charac-

‘ -~ ‘ter.:tics and earnings of workers are available, but thus far are un-_

. explored in terms of the1r potentxal utlllty to vocat?onal evaluation
programs . N o

.The occupational cluster orientatibn is not as widely used as ei-

. ther of the other two*EBﬁTent‘%rientations. “However, recommendations
relating to broad clusters of occupations, such as clerical or food °
service work)’ere.often encquntered:in practice, suggesting that it is '
used By~evaluators. The primary advantages of these orientations are
that" 1t takes 1ntq account that: (a) individuals are multlpotentlaled
and can be successful in a number of specific ]obs and occupations
(Super, 1957) and (b) the depth or specificity of the vocational dec1-
slons to be made subsequent to vocational evaluation 'services varies
depending upon the age and stage o% vocatlonal development of the !
evaluees (Crites, 1969; Korn, 1975; Super, 1957). The occupational
cluster orientation is probably most appropriate in vocationai*evalua-
tion programs which deal. with”adolescents or individuals with dele;ed
or impaired Vocatlonal development who requxre a remedial or compensa- -

tory experience (LoCascio, 196u4).

Cbmment

The adoption of a partiéular content orientation can be influ- | .
- enced by external sources, as was the case with tHe process orienta-
tlons. The widespread belief in the individual characterxstxcs ap-
proach among persons in human serv1cbs creates a natural predllectxon
i in 1tsffavor. Additionally, as was suggested in, the Jlescription of
the occupatlonal clusters orlentatlon, the adoptLonlgz particular con-
tent orgsnziilons depends’ln part upon th nature of the vocatlonal
decisions to be made subsequent to vocataonal Lvaluatxon. These deci-
sions can vary depending upon the characterlstlcs and needs of persons
served within the prdgram. In general however, younger 1nd1v1duals

who are in school or in_the scho&lrto.work transition make career de-

cisions related to occupatiqnal clusters, while older individuals maké\\,__\J

_ : - ; ;e- ' { | T
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decisions related to specific jobs, : Knowledge of individual charac-

v teristics, particularly changes in characferlstics which may have oc-
curred subsequent to acquired dlsablllty. is often useful 1nformatlon
for vocational decision making. Consequently. an evaluatlonvprogram'
which serves a homogeneous target population may be characterized by
a single content or1entatLon while one which serves a heterogenJ'us
target populatlon made up of several distinct groups, considerjng age,
d1sab111ty. vocational maturlty. and expected outcomes, may use all of

the content orientations. , v
‘ Although content or1entatlons are dependent upon the hardware

available in the program. there are software hmodifications whlgh can
be made to allow th¢*same hardware - to ‘be used for all of tlre content
orientations. An example of possible software modifications is pro-
vided by the Génerad Aptitude Test BaFte y (U. S. Department of’Laboik
1970). The GATB provides an assessmeht df individual characteristics,:
specifically nine aptitudes. However Occupational Aptitude Profiles
for small clusters of oeccupations can|be developed using establlshed
cutting scores on certain combinationg qT.aptltudes for fach of ‘these
clusters. Similarly, through the use pf established combinations of
1nd1v1dual subtests from the GATB Speclfic Aptltuge Test Batteries \5

(SATB'S) can be developed to assess in 1v1duals 1n relation to specif-

ic jobs. This use of' different norms and subte Sts prov1des-bons1dera-
ble flexibility in the use of *the GATB |to meet dif ferent information

content needs. This flex1blllty has not been equalled to date in ex-

isting avallable vocational evaluation materialsi . \
Lo Imp%écations for Program 'Pian ng, L
Development. and valuatio ’ Ty ) ’

— D '

The discrete process and content orientations have a number of
1mpllcatlons for vocational evaluation program plannlng. development ,
and evaluation which are discussed in thlé section. - .

. § B :
Progaem Planning .. e % S

kY

‘A program is made up of both process and content. so that two

process and three content orientations can be combined to form the s1x

. . ) [ ¥
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b‘&i‘ic types of vocational evaluation programs shown in Table 1. In
other uords, at an operat.{onal level, it is more acc%ate to describe
a vagational nv.lluat ion program inNgerms of its specific process-con-

tent orientati 1'9n or orientations,*than to merely s\tate it is "voca-

tional evaluation". : .
. .
: .

« ;
Table 1. Basic Types of Vocational Evaluation Programs

~

_ -8 o
“ M C ]
_Proceas’ “Content Opientation _
Orlentation o | 4ividual Specific “Gecupat fonal
' _Characteristics Job Cluster
Information , : - N
“| Gathering’ '
, v
Information
Précessing ’

3
v

# The adoption of an process-conten't approach is influenced by .
”three sources: lientsﬁ referral sources, and staff. A program may

use several approaches dqfending upon the way these factors interact

with differem wulgreups of evaluees. For example, an information
gathering-specific job approach might be used with state rehabilita--
" tion agency referrals'who have prior work experience; an inf,ormgtion

3 v~~.-r.sir:;~-iniividual characteristics approach -used with hospital re-
y :

tion pmcessxng-occupatxonal clusters gpproach used uxth in-school ad- -~

|

l

} tf%rals hdving newly acqujred physical diSabilities; and an informa-

|

| olescents referred by educational institutions. In fact, the primary

| . ‘hmnations upon the diversity of specxfic approaches uhxch could be '

N usedwithin a vocatighal evaluation program stem from the capabxhtxes

of staff to accomodaty to the requirements of specific approaches and
the av‘ailébility 6; sources to Support each apptoacH.. These 1im1>ta-'
t i'ons are discussed in more detail in thé next section.

It is apparent that a considerable amot of flexxbxhty is *

v

,available to pmgram planners. Rather than attempting to pursue the
o lull ‘of. the wisp .‘xngle, "correct" uay to evaluate all chents, att\en-
txon. should be piven to deve,lopmg ppograms which are accomoddted to

f

SN -10-7 - .
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" the need; and characteristics of gpecific subgroups of evaluees from
particular referral scurces. ‘This approach requires that planners ob—
tain information : the operations ‘and expectations of referring
sources, as w as information about the nceds and characteristics of g
evalueés they74jpically refer. Although the information about refer-
ral¢ sources can generally be obtained without teoo much difficulty,
agency record keeping systenms commonly do not contain the systematic
and detailsg information about {ndividual characteristics which is
necessary for accurate program planning. The best approach in this
situation is to begin operating the vocational evaluation program on a
"best guess" basis and modify or fine tune it later as the necessary

evaluee data become available (usually from program rather than refei- I

ral source records).
Program Development

The capacity of staff to accomodate to the requirements of spe-
cific approaches and the availability of material resources necessary
to support these approaches set limits upon the extent to which vari—
ous process-content orientations can be successfully used with a pro-
gram. These limitations can be overcome through active program devel-
opment. . .

It is usually a straightforward matter to reoruit, and/or tfain
staff who can use the information gathering-individual characteristjcs
and information processxng-occupational clustersforientations. These

i two correspond closely to approaches commonly taught in psychology,
counseling, and vocational evaluation programs so that individuals fa-
miliar with them can be directly recruited, or needed training ob- .
_tained within the local area. In-service and the-job training may
have to be provided_ to develop staff abilities“r use other ap-
proaches. ¢ L .

An unanswered question in the area of staff development is the
extent to which individual staff members can shift gears and success-
fully use a variety of approaches. This may niot be a problem in larg-

_er vocational evaluation programs which can afford the luxmry of

-11-
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"specialist”" evaluators who ugse only one or possibly two distinct-ap-'
proaches to cvalustion. It «<can be a problem in smaller programs where
there are only one or two-evaluation staff. These individuals may nPt
., be able to accomodate to the different requiremonts of .each approach.
. even with training. Consequently, smaller programg may have to spe<
cialize In only those distinct approaches to evaluation which can be
‘successfully used by the staff, and would screen and accept only tho;o
referrals who would benefit from thes approdch used in the prognan.

The second aspect of program development has to do with the mate-
rial resources-and technology necessary to suppqrt the program. This
includes both hardware, nuoh.as work samples, job stations, and other
materials, and softuare. such.as the delivery systems for specific
services. » ' '

“There is a considerable amount of proprietary hardware available
which can be used in vocational evaluation programs. This material ia
cosmmonly usable in programs with specific process-content orientatfons,
as is indicated jn Table 2. It is evident that most of the available

‘ns £it into the information processing-individual

't work sample sys
oharacteristics approach. This seems to reflect a widespread assump-
. tion thag vocational evaluation is an alternative method of psychomet-
"pic assessment for certain segments of disabled and.disadvantagod tar-

get populations. It can be observed that those materials which are

most widely used in educational programs, such as the Singeo system,

Project Discovery, and occupational information materials, fit within
- the information processing-occupational’ clusters appréach. This goes
along with the exploratory, career development thrust of contenporary
educational programming. ’
There is an obvious lack of materials suitable for use with some
of the process-content orientations. suggesting that evaluation pro- .
’ grams which adopt these jpproaches will have to engage in extensive
developmental activity Bpforo they become fully operational. nHateri;
. als development activities for these orientations include gathering
detailed job analyses of positions in the local economy, creation of
new work samples or use of community job stations, development of ad-
“ditional norms for existing maten}als. and produotion of local -

T o=l2- - . .v v : oy
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occupatiocnal information resources. Delivery system development might S .
include the addition of feedback and knowledge of results procedures,
1ntogration ot occupational information into tho’mvéluation process,

and development of alternative reporting procedures. ! ' ‘

Tablo.2. Primary Process and Content Orientations of Selected
Proprietary Vocational Evaluation Syastems and Materials

t s
Process Contant Orientation .
Orientation Individual _ Specific Occupational |,
Characteristics Jobs Clusters
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Progﬁgm Evaluation :

This i3 an:increasingly important component in vocational evalua-
tion programming. Identification of specific approaches to vocational -
evaluation stated in terms of process and .content orientations, which -
are used with evaluces is a valuable aid in program evaluation.

Each speéiﬁfc approaéh to vocational evaluation has a unique set
of goals and objectives, as well as methods of mgasuring goal attain-
ment .and benefits, In other words, a content orientation pro;ides a
broad statement of burposo (information gathering or processing) . from
which increasingly Specific goals and objectibes can be derived, A
content orfentation, indicating the nature of the information dealt "’
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{th, clarifies and.makes more specific the goals an& objectives de-
‘rived f process orientation. Consequently, knouinge of ‘the
process and content approdch used with a pAPtlcuLnrrprOﬁram ob with a
particular subgroup of evaluees within a program aids if the conceptu-
alization and dovelopmont of a program evaluation procedure.

The process and content orlentatlogs are also useful in opera-
tionalizing a program evaluation system. At this level, a process
orlentatloh indicates who obtains the primary benefits from evaluation:
referral sources (ip the case of the information gathering orientation
or evaluea\Niln the lnformatlon processing ovlevtatlon) Thus, proc-
ess orlentatlon ldontlflos the source of progran evaluation data.
Content orientation specifies the speclflc data to be obtained from
the source: indications of changes, lncreasea. ov decision laklng
relative to individual characterlstlcs' apeeiflc jobs,. br occupatlonal
clusters., In other words, the contenx onientatlon indicates uhat has
to be measured while the nacgaqurlantaﬁion lndlgatea who does the
measuring. '~; s fi )

These applications éf’the progess’ and content orientations are
basic and stralghtforward _However, they also serve to {lluminate Y
some practical problems' gp the evaluatlon of vocational evaluation
prograns. by .

First, it it unlikbly that a single generic approach to program
ovaluatlon could be ¢¢Veloped which would be an accurate indicator of
the overall effectldenbﬁs of a program, or which would allow &tompari-
sons between progra.& to be made. It has alroady been noted that it
would be unusual ta, find a program which uses a single process- -content
approach, rathev there would be different approaches used dependlng
upon the nature of target groups, rgferral sources, and staff. Slan
each approach has ‘a relatively unique program evaluati;n procedure at-

tached to it, these separate procedures must be used with those eval-_-

uees and/or refer#al sources who receive a speciflc approach. In oth- ‘
er uords, an azxempt to aggregate all’ individuals who received evalu-
ation servlcesiuﬁthout controlllng for the type of evaluation serviges
recelved can fe§u1t in important benefits being missed. Also,
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éignificaﬁt unique benefits obtained by a small number of persans who
receive a particular type of evaluation can be buried in the midst of
data obtained from a larger number of persons who 7pceivod other types
of evaluation services.

This prqblem is important to consider at the facility level, but
it also arises in program evaluations conducted by referral agencies
at the district, state, and national levels, The detailed knowledge
of evaluation approachea used by local individual facilities is often
lacking among referral agency program evaluators and it is easy ?or
them to makeé the assumption that "a vocational evaluation is a voca-

A tional evaluation is a vocational evaluation". The result is a gener-
ic program evaluation procedure blindly applied across all facilities
without consideratiqp for the specific-approaches used by individual
facilities. Again. the problem is that specific benefits for a small
number of persons who recelve a particular type of evaluation can be
aoverlpoked or i;st in a mass of data from individuals who receive oth-
er types of evaluatiog services. The temptation fo compare programs
to one another to determine "the most effective" is great, but it can
be coMPletely misleading unless the process-content orientations to-
ward vocational evalﬁation are equated before the comparison is made.

There ig an additional problem with both the information gather-

ing ~process orientation and the iﬂdivfdual characteristics—content

orientation which can be mertioded.. Program evaluation can document

1ncreases in information, changes. or the ava11ab11ity of previously
unknown information for these two ondentatjons. However. there are no
pvactical and economical techniques for measuring.the utility of this
..information in decision making and service’ planning. Some approaches
to utility meaSurement have been suggested (c.f. Cronback and Gleser,
1965; Lee, 1971) but these require extensive data and have been ap-
plied only in restricted research sit%atiqns.- The inability of voca-
tional evaluation programs using “these two orientations to demonstgate
-the utility of the new, additional, or otherwise unavailable informa-
tion they generate is a definite problem in an era of accountabillty.
It is 1mportant to recognite that the same pﬁbblem arises with other
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uervices. fer example medical examinations and psychologicat~t&sting.
In the latter two cases, however, the utility of the informatio
gained is taken for granted and physiciens.and psychologists are not’
required to.evalﬁate the effects of their services by measuring,utili-
ty. It will be interesting to see if vocational evaluitiod‘services
are accorded the same treatment. ) .
Sumsary : {
“Although there are some broad general assumptions, beliefs, and ,
prleticea-underlying the delivery of vocational evaluatibh eerviceu.
the actual operation of vocational evaluation programs appears to be
(uided by orientations toward program process and content. A knowl-
edge of these process and content orientations efplains some of the
apparent diversity among existing vocational evaluation programs-and
- has inglications for program planning, development, and evaluation.
Two dominant process orlegtatfbns, information gathering and in-
’formation processing, can be identified, as can three content orienta-
tions, individualgchaiacteris¥ics. specific.jobs. and occupational
clusters. Since a program “consists of both process and content, the
specific process and coptent orientations combine to forl six basic
approaches to vocational: evaluation programming.
The selection of any particular approach is dependent upon sever- !
al factors including the needs and problems of the target ‘population,
the needs and expectations of referring sources, and the llefs and
skills of evaluation staff., I} is possible for a vocational evalul-
tion program to be characterized by a single approach if it serves a .
homogeneous target group from a Single referral source. However, .
since most programs serve severaliaéstinqx farget groups and -:sgiiie
referral sources, they will be characterized by several approaches to
evaluation. This fact has to be taken into account in program plan- , -
ning. ' - ‘ : . ‘
' Program development has to take into account the dpique delivery
4 system and material resource needs of each approach used in the pro-
. gram‘” Staff have to be able to use each approach in.the program.
which has implicatxons for recrultment and staff development
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_Sipilarly, available material resources may have to be modi!‘ied to flt
papticular approaghes, o new materials developed to. meet specific
program nceds. '
. Lastly, the process} and content orientations have implications
for program evaluation. Each approachvhas a'relatively unique set of -
«goals, objectives, information sources, and means of measurement. A
generic approach to program evaluation, applied across all approaches
" within a program or across a number of programs used by a particular
referral - Source. can lead tb a significant loss of information regard-
ing benefits from specific approaches. Similarly, it may lead to mis-
leading comparisons-between individual programs.

.
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