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h ~, One of,the c}itical.elements lacking in the training of career . ;
: lanning counselors is in the administration and’evaluaiﬁdn of their
;ograys. Career plaqﬁing'staff are faced with t%é challenge of estab- ' *
. ~ ) .
. Tishfng meaningful goals, planning appropriategprograms, and evaluating
tbe ouﬁcgmes'of these érograms. The Dis;repancy Evaluation Model ,is a
) u;eful too] to career planning staff in{making timely éhd defensible o ‘
/ decisions'}n the abbvé three ;reas.whiéh alter aﬁd improve their programs:. I

' )
career planning counselors

By providing trainjng.on-this evaluation model,

become more adept at beth managing and evaluating their own programs.
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Introduction. . ’ -
T N N,
One of the critical elements lacking in the training of career

[3

planning counselors i's in the administration andsevaluation of career

\ -
. . | - ’
counselling programs. Counselqrs iare previded with extensive exposure to

N
r'd

ience in counstling techniques; however little, if any, time is
devoted in their training toward administration and evdluation of eounsel-

ing programs. Granted that all cohnselors qd not assume administrative
' ' . o : ! ¢ A . 3 ., ‘ T
or managerial roles, staff counselors are fréquently called upon to
. . ,

A )

develop and de]iv;;gactua].counseang program%E These responsibi]ities(
. . '3 . .~ ) > 1
]

»

1s in administration and evaluation; more simply,

. N > - ¢

do require %ome sKi

career planning counselors should be able Jo determine the effectivenees of

-

* their counseling efforts. Tralnlng ih eva]uatlon wou]d aklow them to do

this in the fo]lowung.manner. First, it wou]d help them to identify |nﬁ|vid-
. . 4 . ’
ual components of the counseling program and the goals or oogectIVe§ of
\

each. Onge these components and-goals are specified, procedures can be

deve10ped which wilT prov;de systematic |nformation on the actua] operation .

and outcomes of the‘oounSelnng program. - An addntnona] beneflt is the duaT

. RS
/ » .

use of this |hformat|on,‘|t cen' also be used to establlﬁh the accountablllty

aof the career p]annlng counsellng program, a grownng concern of all such )

< \ ¢

programs. Thls pape / has three main objectives, Readers are. f!rst pro-‘

"vided with theoretiéal background on the’D{screSéncy Evaluatien Mqﬁef}(ﬁEM)'

. - PR

as it relates to the management of .a career‘counseling program, The

%/ sécond obJectlve,of thls‘baper is to share an actual applncatlon of the

DEM to a un:versnty gareer p]annlng program. Flnally thls paper wn]l .

a” '

dISCUSS the advantages in |mp]emenb|ng this evaTuatlon sys tem for career

planning program staff.




. N . ,
Theoretical Background of the DEM

The Discrepancy Evaluation Model (DEM) was developed in 1966 by

Y

Malcolm Provus to serve the dual purposes of providing information for

N

program assessment and for’ program improvement; Since that time, .it has

been revised peruodlcally as a function of the experlence of practltuoncrs

The DEM focuses on the total program. Information obtained through evalua-

~ s .

tion is desugned to assist career plannlng program staff in maklng tlmely

and defensible decus:ons which change and improve programs in thelr stages

Under the DEM, evaluation is defined as the comparison of what is,

of development and Operation.

'
3

a performance, to what should be, a standard. If a difference is found .

to exist bétween the standard and the(performance this difference is known
. 0 P /’ .
o/
;as a discrepancy. The concept of a gtandard is not new:to evaluation.
/ /
. A
" Without- a standard---some imblici}/intent or expectation, or model of

excellence---evaluation is impo;éible. The problem has been that such

standards aré either not made ﬁublic, not shared by all relevant parties,

¢ or not made sufficiently specific and comprehen;ive to be useful in judginé

- . o

or lmprovnng-|nstructiona>/programs. The DEM, based on the techntigé_

‘of systems analysis, aqdﬁésses these M.padequacies. A standard defanS

lv

the intent of a program by describing expected .inputs, processes, andg

* ]

outputs, andjsharting their interrelationgkips. In other words, what will

-

{ A
will take place within it, and what changes \or products should come
TS i .

it are-all éped}fied. This is referred to as a prograﬁ design in
LN L 7

o

-

4




In addition ;ib:fe program design stage, DEM embodies four other stages
] 2 . g .

of evaluation based upon a progiif(g naturdl deJEIOpﬁent. These other .

stages are %ngfgklatioh, process, product, and cost behefit analysis.

Installation evaluation (Stage 2) investigates whether the program.
has been installed as plahﬁed. In its simplest form, this involves
cheékiﬁg to see that material inputs, (sdch~as clients, coUnseling sfaff,

) 3 a . ' 3 . ' ’ .
career ¢ounseling materials) are present at the time and in locations .

- . . . ¢

prescribed, and that planned processes have actua]ly.Beeﬁ'sét into motﬂon.
RS N .

In a more complex form, jinstallation evaluation measures -and reports o
: . . ,

n
!
thée extent to which certdin critical preconditions havé been met. f
- Process evaluation (Stage3), ét‘its basic level, monitors the f

+ -sequential accomplishment of enabling objectives (those objectives which

*
must be achieved jn order to meet the final goals of a program). At.a

.
-

<

¢

|

S |
higher level, process evaluation seeks both to clarify the .relatianships

' 1

betw%gn'ﬁntended processes and the accomplishment of objectives and to; :

i
.

. gain kndwledge of intervening factors. As such knowledge is dained, mbre

2

detailed anabljng\?bjectives are posited, tested, and dacumented. Meah- .
x . . ,
while, a precise record of connections between program events |and interim

9. . . . . ’ b,
« effects builds; eventua'lly providing persuasive ''proof'' of fhe program's

» - ¢ s . ’ [
: - . LS ! o~ oo
value. . . . C e ot |
N ] ¢ : w [

* . : . . ol
_« Installation mnd process evaluation are instrumental |n’|mprovwng
. s | |

¢ Y. * . i .

R - . , . I
and stabjlizing developing, programs. Once,stability has been achievéd,
v ' :,‘ ° . ) ' ‘ . * )
then product evaluation (Stage 4) is apprOpr{ate: Final objectives of the

. - v - . " . R 2 . . »\I
* program are gssesged at ;bis’pbint, using variables, isolated during process

-
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‘. . L

eva]uétiona An advantage of conductlng process and product evaluat}o‘
ii that if fina)] program-objectives have not been met, it is then possible
» ~ L3N
M A

o © L .
‘to determine what went wrong and often find evidence. of. other:thore

L} . %
successful ECtivities ”ithin the proggam. \

The DEM also posits a fifth eva]uatlon’stage, cost-benefit ana]ysns,

L} . [}

in which two or more similar programs would be compared This represents

the final step In the evaluation-process. At preséht, too little informar

A ’

tion exists to make comparisons across Kgé%rams.‘ Consequently further

discussion of this‘stagePWill not be pursued at this time.
~ ) ' !
Discrepancy evaluation is intended Lo complement the activities of o

program administration, not supplént them. The model operates within a
- P
LT co ) . %
well-defined scope, and there are certain things the DEM is not designed®

-

to do. The DEM is not intended T select from alternative programs .
o ’ Yo

. . ° . . .

LB

elegible for installation, .nor to make ¥alye judgments about'the standard -

-
.

'selectedh The mode] doef not ask 'why are you wu]llng to pay the input

prjce??.but rather, "will the |nput Eﬂ;\the output?'' Judt as the evaluator

v

does ‘not set the briblnai standard, nejther does he become involved in the - °

'Y N o - -

3 . e M - . . . . bl
creation or selection of revised standards in-response-to discrepancy

H ' h

information.. The evaluator_can he]p to eipiain the significance of the

discrepancy in terms of |ts re1|ab|1|ty or validity) but he/she shou]d not

. . S .
become substantlvely |nVOIVed in the problem soivang actn#tty whucH‘foi]o&\

-~ - - i
WhateVer research and deve]opment ‘work may need to be done should be done
. . -

by -others. Pargicipation by the evéluatqr in these kinds of activities
- . & . .

would rob the program staff of its proper probiem-sp]yhng initiative.

LY

/' 0 il S
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’

ore important]y, it would diéqualify the evaluator from rendering a
- . # .

isinterestea and ‘objective evaluation:

«

Discrepancy evaluation and the information it provides do. not

automatically make decision-making rational; they &p,aﬁbwever, increase

the ratiqbalfty of decision-makers by clarifying alternatives and making

Iy
|

clear t@e basis on vhich.decisions are made. In summary, discrepancy

informat?on ks pertinent to decision-makers because they have set’the

IR »

standaydﬁ to which it refers, ‘and they take action in response. It s
the evalu%tor, however, 'who ensures that the necessary questions have

been asked, and that jhe information used to<;nswer those .questions is

re]evant{and/accurate. ’ ‘ '

-

[

Application of the-DEM

i : . » - ) . )
Student development services are particularly amengble to application ;
: . o . . v

of the DEM. An exemp]ar career plannlng and p]acement program demonstrates

<
-

the Viabijity of this approach. The exemp]ar career planning & p]acement

-

program does not operate like a typlca] employment agency. Instead it is

deslgned to assist students in |dent|Fy|ng and achleV|ng thelr individual

| . , -

career objectives. -The major goals of* this prodram are for students to
- . ) - S -

learn about themselves and how to plan and influence their future so that
\° . . i -~ . 4 o, .
they will have the abi]if> to "place" themselves. The exemplar progtam
o ' N , 3
has developed six objectives which direct its efforts. They are:

1. To stimulate students' interest 7in early -planning and investiga-
tion of post-graduate options and to inform students of the
range of possible post-graduate options available to ::Sm.

JU— ~

~ .




N . . “
¢ . ) ‘_-. *

2. To assist. students in appraising their career-related interest

. agﬂ abilities. ’ -
N P e .
Vo '/3. T8~ asd§st students in determining their personal short and.long I+
Yy range career objectives. .

o ) - 7 -

’ . L. To assnst students in learnlng how to “systematically plan an
. . approach to empIOyment or graduate-professional schopl admission-.

' . ]

5. To assist students in developlng ihitiative, |ndependence )

+ . and realism in the career or past- graduate¥decision-making process.
. 6. To Asijst students in |mplement|ng career and post-graduate

decisions. -
- ! R \~ ] 4
Both a model for program evaluation and a s;ﬁéer pldnning ‘and place-

" The foliothg section examines how the

’

ment progrém have been presented.

. two interact. Applying the DEM entails a seFies of systemafic stepg:
. g7 L

l)‘construction'of a program design, 2) formulation of an evaluation design,
& » 1 e ,

3) development of the qvaﬂugtion workp]ap, L) impleﬁentation of the

evaluation design according‘tp the evaluation workpldn, 5) feedback 6f the

',l' b >

" results to the  program staff. Each of these steps will be described |n

- greater detail below. g ’ ) o _

>
. . N -

To review,'a program design can be thought of as a bTueprint of, a
» . q.

given program. It is snmp]y a descrlptlon of how the program is |ntended

v ‘ . .

to operate. Three chtlca] pleces of |gfonmat|on are’ ,contained in a

bhe‘major functions or activities of the program;

program design: first,
¢ v,

second, the goals or obigttives for which each of the major functions has
Ne— .

beén dés{gned;

-

the resolrces necessary. for each of the major

L

and tHip&,

activities to occur, "The program, design serves as the'standa?d to which

the operation (or pérformance) of the program is regdily compargak

Because so many programs are complex organizational structures, it is ®




program destgn consists of two key ingredients. First is a graphic
. \ . y X

helpful to employ a systems analyric‘téchniqye to describe them., A

representation or, network of the major'fynctional components of the ’ .

hd L

. program with irterrelationships charted, among the components. Second,

. Arrows indicate functional relationships or deﬁéndencies among different

Al

each component is further analyzed by describlng the inputs (resources) ,’ _ .

processes (functions/activities), and .outputs (goals/objectives/outcomes).

Each major component can then be analxzed into subcomponents with their
appropriate inpyt-process-output descriptions.. I R
. 13 , . .
A sample hétwork for the exemplar career planning and placement
RO

office appears sn figure 1. Eight functions were identified during the

construction of the program design. Three of these components (component

.'.

2,0 - provide career and.graduate study planning/counseling, component 3.0 -

' M .

conduct placement activities, and Component 5.0 - offer oytreach programs) , .

\

pertain direétly'%o counseling services offered to clients. Another tﬁ;ge,
components (compopent 1.0 - operate resource library; component 4.0 - - .

@

§hp§rvise/train student assistants, and combonent 6.0 - communicate OCPP

-
. [} .

activities) provide auxilary services .for program operation. The remaining
. . - )

two cbmponents (component 7.0 - administer program and component 8.0 -
i 1

oﬁenéte'staff development/consultation) relate to manhagemeént functions.
, .

components. For example, students trained in component 4.0 -.supervise/

»

L4

. : ’
train stuflent assistants provide career and graduate study planning/counsed-
input-process-output déscrip-

o -

>

ing (component 2.0). OrdinaFi]y narrative

.
.

tions would be written for the total program and thensfor each_of these eight

,

components. For the ph{roses of this:paper, only the descriptions of the

¢ " AN ) . . . / l -




\\\\\\.

* developed for these

_pragram staff appear -in. the right columns.

otion‘questioqs wese inltia]]y'ident

-
s

.

¢ v .
!

Total.ﬁrogram and one of these componeﬁté'are provided in Figures 2 and 3

.

respectively. The .left column of each figure contains the nece;sary

resources (input) ih order for the progfam or counseling-to -occur. The" . ¢
: ' S

N -

- ~ : . 3 ) : - 5 ' "

major activities (pnacess) for the total program and component 2.0 are

H - .
A} E

described in ‘the middle column. Outcomes (output) identified by the. | SR

>

R , ) ' v
Following completion of the program design and subsequent approval
) 3 / . .o
it is then necessary to design the evaluation. An °*
- . ’
‘ . .
i‘aluation questions.' For each

by the program staff,

. T . .
evaluation desjgn consists of asset of

' 3 ! .
question it is necessary to include a rationale, or why it is important

to addféés-tﬁis question. [t .is also important to clarify how the question
’ ‘/-
rehates to the program design and how the findings will be ueed by program*

staff. The focus, boundaries’ and limitations of the evaluation are

-
3 t

iing what to evaluate is frequently

4 ‘.
focess.,,Decid )

determined in this p i
' -)1 -
difficult. Several guidelines help the program sfaff and evaluator to

. ¢
select cvaluation concerns. Some of these criteria are: 1) .areas related -

~ -
- *

to domponents
X

3) \areas of both external d#hd internal political concern. Usually more

“
. [}

of functional importance, 2) areas that are problematic, and

concerns are identified than is bdssible to address at one time; program
staff must themprioritize these cgﬁCerns. The above criteria  are also

) 3 ) .
helpful in this regard. e .
' P \ L ; . R
For the exemplar career planaing and placement program, three evalua-

‘ 4 - - a

"ified bythe program staff. A design

-~

three questions appears in Figure 4. It shogdd be

- ) . -

LY {
= r




notedlthat thé'firs; and thi}é quest}ons'per;ain‘primariiy to components -
of functional .impprtance. The second qUestion‘éddressgs an area prob{ematic

to prﬁgram staff and especially critical to external evaluatiop audignceﬁ. ) .
(Thislis reflectéd inithe sfatemeplé éf rationale proQided in the Ehira

column of. Figure . 4.). Rationale statements were dgyé]ﬁpcd.for each of the

identified evaluation questions. .

-
-

. PR
The third step in conducting a progiam evaluatioh i3 to operatidnalize
X ) .

3 . ' . F "
. the e€valuation design. This is accomplished byfdgerOping an~eya1uatfon - . <o
‘ wbgyplan,‘which includes iden ificagion of reépondent sample, construction . ‘
' of \instrumentation, collecti and analysis of data, and reporting of -~ , =~ . ~
sumharized evaluative data to R{ogram,staff. fssentia]]y, the evaluation .
] * Lt { . .
.workplan consists of step-byrstep procedures of how to carry out the évglua- N
. " ‘ . I - . \ ) ’. ' -
. tion. ) . . .
<, - _ o . . 2
For example, ore of the identified evaluation questions listed by "
) x < ,' N o ) R
. the exemplar carecr'ganning and placement Staff concerned clients' ‘percep-

tions and satisfaction with the counseling received. Consequently,-an /

1} * ) . .
, evaluation workplan was developed which prescribed that all clients réceiving

" o= “ .

coup§e1ing would cpmpléte an instrument designed to obtain this informgtion.

-
»

Procedures: for taﬁulation, analysis, and reporting of data we;§ included. -

C . _ . . . a
P Ny, After designing the evaluatjon workplan, it must then'be implemented as .
specified. .

. pnce the findings have.been repofted to the program siaf¥ by the 2
s /{if “evaluator, the program staff then compare the program's actual level of

f ’ ., perfofmance tq, i'ts intehded level of petrformance. Three pqassibilities can
. L3 ¢ -
- - i .

.

" -




.occur here. It is useful to consider them in relation to the identified ° ' «
¢ N -- ] N {_.

eQaiuation question %oncerning clients' satisfaction with career and T

graduate study pianning/counseiing “Fgrst, a positiberdiscrepancy could ¢

lg x A »
\\\'/ggcur_(or clients responses to counseling, |tems are higher 4han that .
) - % g ;
prescllbed by the standard) " In this case, staff counse]ors are providing

‘excellent counseiing, no program modificatlons are necgssavy. However,
- - — /

{he opposi te mnght occur (ciients responses fell below-that prescribed by

" the standard) ln the negatlve dlStrepancy case, two decisions ar¢ possible. .
o W .
57 .
The program §taff may decide th&t the standard is unreaiistic and that it

ShOUid‘§e*mOdlfled Or program stafF may decide that Indeg&d, the standard -
‘s realistic and that revisions in the actual counseiing procedures are

necessary. The third possibility that can resuit in comparing program
‘qperformance to. the program design standard is that the two match, or no B ‘ £

- t -

dlscrepancy petween performance and standard occurs. The program then is

ioperating according to intent: Regardiess of whichéprossbiiity occurs, it

IS crucial to the}evaiuation process that program T stdFf compare the findings

\

to the standard This, in fact is the.infent and function of program,evaiua- /

[2

tion.

s~ P - . - » 04
. € .
-

Advantages of DEM Evaluation

) .
[

N : : o
Program evaluation is aiways |ntended to prOVlde program staff wnth

" some type of usefui information aBout their program. .ln some caseS’ them
‘. ‘ - S -
information gathered may on}y report on the final outcomes of the program, o 1

. ¢

more simpiy rwhether the program accompi;a’ed what it Set‘out‘to,accompiish. |
l/}gtﬁE?‘mefe/ipphisticated evaluation efforts in addition.gather information . .

-

s RS N




» /

about the program in operation. The DEM, as described above, is intended

-

to collect information not only about pfogram outcomes, but.also about
<

. v -
A d

program inpdt;}and processes. This evaluation_information is useful to

career planning and placement staff in that it facilitates rational decision-"

» . .

making about their respective programs. These decisions can be divided o

.
v ' .

into three E]asses: 1) decisions concerning the achievement of both inter-

b S

" mediate and final outcome goals or object@vég,‘Z) erisions related to .
. }: ) © «

Ny » N
program design or analysis, and 3) decisions about the program in operatien.

«

s . . ‘
T 5 EacH\of these will be explained in ‘greater detail below.

-

L and - . (r
»

'The1fir§t area concerns decisions about the achievement of both

' N

intermediate and final outcome goals or obijectives. g§2valuation information
is Qatheted which will be used to determine the egjectTVeﬁess of the’career

f/“planniné and placement program, Data iscconsequently collected abgut

5 s P
.

of th; programs' objectives ot goals.-

. ?

variables directly relatqd-to each
For example, one of the objectives of the exemplar career planning and

placement program is to assist student%’in appraising their career-related

*
¥

- Interests and abilitiés. .Therefore, evaluation information would be

-

collected about students', apprgisal of.their career-related interests and, *

;g?lities.' Once this evaluation information is fed back by the evaluator ]

to the program staff; they are then in a position to determine the effec-
. - i . , . [ )
tiveness of Wheir program in achieving-this goal or objective by comparing

e
-

> ‘%~

it toc the program standard. This procedure could be fo][owéa for .each of

-

“the goals or objectives to be examined in the program e&%ﬁhﬁtion’gffoﬁtv.
. ’ .

By obtaining such e&aluation‘idfoFmationJ program staff 'are able to judge

{
. ¥ ! . i. !
- .

$ ¢

~ v

o
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ectiveness of the program. This wiiﬂ‘faciiitate not oniy documenta*“

- :; . tion' of .the program's, effectlveness, but aiSo the devélopment and |mpiemknta—‘
*
t|on of any necessary reV|S|ons in the deS|gh of the _program it program
» \ .
goals or objectives are not met. I -
Decrsuons about program desugn of anai;%is comprise Ghe second area.

[y

Information collected in this area reiﬁte prlmarliy to the design of the

program Questions typicaiiy addressed in thzggirea inciude 1) do, each
; 'ﬁi ‘
of the separate componepts of the program fit tﬁgether7 (or the internal

>

consnstency of the program) and 2) will the program deaigned produce-.the

- desired outcomes? (or the comprehenS|Veness of’ the program) Evaluation

information in this area is usefui in that it provides a systematic method

~

Y .
by which program staff can Yhalyze their program to predict its possible
- sucess. |If there are gaps.in the program's desigh or the program is .

e - - . '

lacking in depth, the probability of success 1s obviously much less. By

\ obtainfng evaluation information in this area, program staff can-correct
. e N -

des,ign difficuities in advance and consequently guarantee a better change

of the program s success Along with this, all program stéff members are

.

aware of their respectuve roies*é'%vrespon51biiitues and how each of. them

P

.
~

&
individually fits intd the total program. This type of clarification

. N ’ I'\: "‘
helps alleviate later problems which result from confusion over.staff

\\\_// responsnbiilties ' _ ~ .

& »

< vt The final area,of\gec|S|on-making focuses on program oggfatlon

L

Collected evaiuation information monitors the*operation of the program,

»

much like rout|ne monitoring that a program administrator might perform

~
N

informaiiy; however, in this case, “the: monitoring is far mOre formaiized and

1

+ . 4

Y




>

H

-~

.
. 5

organized. By collecting such information, program staff are first aware

of all of the operations of the program. Ségondly, it also provides a %
B .. . vt .\.i

means. by which.program staff may troubleshoot potential problems before

.o e £y

v E

.. of insuring the program's success.

they'occur. By identifying potential problems before they occur, many,;
“may be eliminated and °',thers significantly n{inimized. An add'itional';d;s
Yéﬁ%age'to prograh staff collecting program operat{on information is that -
it provides a comprehensive record of what aétu%l]y occurred during*&he.ﬁ\

4 N .

4 {

.o ¢ . : L. - - H '
program. This is helpful if desired outcomes are not achieved; program ‘\\'7'

“* staff can then trace the sequence of actiVities that should have\producé¢

the desired outcome and locate the *(eakd?wn in'€VfEB§.' This is especié]ly

helpful if the program is to be repeated Tn the future.
DEM evaluation has been demonstrated to be an effective tool for
- . ¢ 2 EY ) -
career planning and placement staff. It serves not only as a documentation
of the programs effectiveness, but also as a mgﬂagement-advknistration
! z . f .

.
S

‘ mechanﬂi? to insure the,program's success. Given th?t career planning

and placement staff want to provide for the success of "their cdunseling .
+

programs in every feasible way, DEM evaluation provides.one effective means
k. gl -
e
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Figurlc 1

Cifeer Planping and Placement

o
-
v

, Program Besign /Ybnyor& ()l' Lxemplar Project

Aruitoxt provided by Eic
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- Figure 2 )

.

Career Planning and Placement

Advisor (% tfr(ne)
1 Librarian (% time)
L(Prc-lqw advisors
Practicum students
Work-Study Students

University past/present students
and staff and spouses of same

v

Facilities:

gradua t¢’study and employment
resources, assistance in
developing and utilizing
placement credentials, arrange-
ment of on-campus interviewg
with potential employers and’
graduate admissions officers,

_and aflministration of employ-
ment and graduate study

k4
’ Program Design IPO Description for Total Program o
— ~ :
INPUT - »  PROCESS , ouTPUT®
A
Funding: thru Office of Career Planning & Placement C?icnts with an early intefest in .
Student Affairs offers career and graduate study exploring career and graduate
‘ planning/counseling services to , | study options .
Staff: . students, alui_nm, staff and
1 Director . . |- spouses. These programs and Clients who have assessed and
1 Associate Director services are offered through . clarified their shost and long
2 Assistant Diréctors individual/group counseling- rz‘m'gc carecr and graduate stutly
3 Sccretaries’ i » ad¥Tsing programs, carcer/ "~y goals TR
1 Placement Interviewer . graduafe study Quuéach ' i ) . -
b Architectyre Career prograins, fSrovision of career, Clicnts who have identified

career and graduate study
options and opportunities
consistént with their short and

. Yong range goals

Clients who have developed a
systematic plan of action to
achieve carcer and graduate
study goals

<.

examiniations. » .
Office space ) : Clignts with placement "
Supphes - ' credentials and/or on-campus
. ) interviews with potential
Employers and Graduate/ : visitingemployer
Professional Schodl Admission "
Officers . 3
‘\ . d
\ ’ I3 V -
Liaison: . . X ‘ -
Student Affairs Offices .
a e
- ' ' .
N R . '
i |
’ |
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~
{
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-Figure3 |

. !
Career Planning and Placement

<

Program Design IPO Description for ‘f:'xenzplar Program

lNPﬁ'

PROCESS .

1 OUTPUT

B )
. Vocationfl intcrc%t

Students who gccd
counseling on cpreer/
graduate study

¢

Professional staf

Counseling depat}ment
practicum studer -

inventories

Career awareness
exercises

Other counseling
materials

Resource librdry

Counseling-rooms
\ N

20 PROVIDE CAREER AND
GRADUATE STUDY
PLANNING/COUNSELING
Students are assigned to a member
of the professional staff. After
completion.of an initial inter-
view in.which the studesit’s
needs are assessed, a pumber of
options are available to the
student and counsclor. They
are: (1) students may be _
assigned to a career exploration
group. In this group they com-
plete appropriate interest inven-
tO\I‘iQS, career awareness exescises,
valued:glarification activities, and
review xnaterials in the Resource
library; (2) Students may continue
with individual counseling of an
undetermined duraticn which
would include some portions of
the above activities; (3) Students
and the counselor would explore
career or curriculum major

tions; (4) Students would ex-
plRre and examine graduate/
profgssional school study options.

2

Students are aware of their
gwn career interests, strengths
and \§/¢a_kncsscs, and the
iinphcations of their academic
. program for personal career
. direction.
o Students are able to focate

fa‘ d evaluafe appropriate -

jcareer and graduate study

. resources. ‘

o Students have learned the
process of career decision
making for future use.«

.
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Figurc 4

e

Career Planning and Placement

Evaluation DeSign for Exemplar Project
t

=

I~ 3 \\ . ' 5 ) aJ
Evaluation Coisicern . Design Referent Reason for Concern

3

A, Client’s satisfaction with Component There has not been any fornial assessment of clients’
career counseling 20 expectations and satisfactions concerning the counseling
' e . services offered by OCPP. Therefore, in otder to
’ strengthen and improve scmccs chents’ attitudes will
.o ‘ be assessed. ;

— ==
-University community’s Total There has been some.informal feedback fidln,t e
perceptions of OCPP Program . University communny hhat the.major funchons of OCPP
goals ~ ) should be phccmcnt oslented: At the sam¢ time, OCPP’s
) ' “philosophy is diected faore toward carcer planning.
Consequently, OCPP n anagement wished fo assess
formally the university conTnumty’s perceptions of

OCPP goals. . N

£
L

I

B B ¥ |
| Effectivepess gfylace- Component Since 'this is one of th moﬂe highly used services at
' ment scrvfcqﬁ . 3.0 ».|' OCPP, it is important o prbgram management to receive
= ’ ' timely feedback abou{ clients (students, alumm‘.facu]ty,
staff, and potential cmplo;rcrs) perceptions and
satisfaction of these s¢rvices. This information will be
used to strengthen and improve such serviges.
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